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PREFACE

1. This report 1s based on an analysis of 726 questiomnaires comploted by 1'Cus
during the early part of 1978. Progress in analysing the results was delayed by
dafficulties in coding the information on the questionnaires, delays wath the
computer, and the inewvatable pressure of day-to-day work which prevents concentration
on & large exercise such as this. An interim report was produced in March 1979.
While it 1s hoped that more analysis will be undertaken of the mass of information
available, 1t was deemed more important to produce without further delay a succinct
report of the main findings, further analysis will be undertaken once it 1s clear
which particular areas of concentration are of most use within the office. Earlier
drafts of this report were passed to ODA Departments concerned waith overseas
nanpower and their comments have been incorporated.

2. One further product of the questionnaire, on which work 1s already under way,
18 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 wall 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 comprising 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 1s based on the structure of the oraiginal
questionnaire. After a first chapter setting out the background to the study,

Chapter 2 analyses the factual information on TCOs - age, sex, qualafications etc =
obtained from the first part 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 Craoknell
Head, Manpower Planning Unit



SUMMARY OF MAIN FINDINGS
CHARACTERISTICS OF TCOs (Chapter 2)

1. TCOs are overwhelmingly male (97%4) (para 5).

2. The average age of a TCO is 41.5 ycars. The age distribution is fairly even,
stretchang 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. ?;ara 5)e

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

4. The average number of children for a married TCO is 1.9. Presohool ohildren
almost invariably reside at post; the proportion 1s less for primary sohool age
ohildren and falls sharply for seoondary sohool 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 Cit
and Quilds, apprenticeships, and membership of a profossional body. (paras 8, 9).

6. Over a quarter of TCOs speek Fronch and over a tenth speak Swahili. Very few
complain that language 18 a problem in thoir work. (para 10).

7. 22% of TCOs are seconded ~ they mostly come from Government departments, of
vhioh ODA 1s understandably the most important. (para 13).

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

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

10. TCOs are well experienced in developing 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
TCOs placed more stress on broadening professional experience. (paraa 4, 9).

12, There seems to be a strong direct connection between motivation and experienoce.
For instance a high proportion of those for whom desire for greater responsibility
is an important motivator also felt that their job did in faot 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 1t was a great problem). Anxaiety about future vacancies, and over adequate
pension provision, are also major problems. (para 22).



15. Other major causes of dissatisfaction are provision of accommodation on
arrival; leave arrangements, and provision of medical care. (para 26).

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 “heir work (although answers may reflect a desire
to please). Cver 90% feel their input 1s worthwmle. (para 30).

18, Relatione 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).



CHAPTER 1 ORIGINS OF THE SURVEY AND THE METHOIOLOGY 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 Bratish personnel serving in developing oountries
have always been 1n Government jobs 1n certain countries that have supplementation
agreements with the UK 1e 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 tagks of an advisory nature. They
usually work for governments or parastatals, but not necessarily. They are somet.mes
employed only 1or 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 muoh was known about
them i1n 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 1t.

4. During the 19708 the need for better information became apparent. The numbee
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 teking place in the nature of that
demand. The developing countries were increasingly wanting more skilled and more
experienoed 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 tseise 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 rosources to meet theso changing needs?

5. It was in the light of this changing situation that several evaluation studies
of various aspeots 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 "oadre"
of young people with selected skills who might Yo offered a longer~term prospect of
8 career in overseas development ("Aspects of British Technical Cooperation"
(Botswana and Mauritius), Institute of Developmert Studzes, 1977).

6. This stage had been reached when an important step forward was taken with the
transfer to the newly-acquared computer at Chossington of the system of paying TCO
salaries. Now for the first time data bocame readily availeble 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 sec.ors in
which they were currently working, However, thero was st1ll 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.



8. It was wmportant to obtain infurmation on these i1ssues so that well-informed
decisions could be taken regarding the UK's capacity to mecet the changing
requirements of developing countries for skilled manpower. Moreover 11 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 kand of carceers that they had managed to aohieve without
specif.c intervention on the ODA's part. Obviously this information could only be
obtained by a survey, since 1t would be necessary to ask the TCOs themselves.
Portunately, vhe swatch to the Chessington computer now facilitated the carrying
out of a questionnaire survey, since for the first time there was available in a
oonvenient form a list of addresses of all TCOs in the field at one point in time.

THE PILOT SURVEY

9. 1% the summer of 1977 the decision was taken to mount a questionnaire survey

of all TCOs in the field, but first 1t was decided to carry out a pilot study to
examine what sort of questions should be inoluded in the questionneire and to test
1.em on a seleoted group of TCOs. A mature and experienced TCO, Mr Don Pearson,

was engaged for several months to carry out this pilot study. He devased a questionn-
aire and then invited a number of returncd TCOs to London so that it could be tested.
Fach 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 Interam Survey of Returned TCOs to
Investigate their Motivations", by Mr D S Pearson, 1977. This prlot survey revealed
some deficiencies in the earlier questionnaire, and gave many pointers to the
improvements that were needed.

10. A rewised questionnaire was then circulated widely throughout the ODA, and
many upeful 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 these questions in the original questionnaire
which related to specific proposals for a possible new cadre of TCUs were removed

on the grounds that they were '"leading questions". Some of the questions were
rephragsed or expanded to cut out the risk of ambigmrties. In retrospect the
questiennaire, although gencrally very satisfactory, could have been further improved
if more thought had beon given at the time to the eventual analysis and the require-
ments of the computor in procepsing them. An easier coding system could have been
introduced, and would have saved staff time. Particular prcblems 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 obtzined from ODA files.
Nevertheless, the wide advance consultation undoubtedly paid divadends in that it
enabled the specific interests of the relevant departments to be covered, and above
all 1t 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 diffioulties 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 Fmbassies for daistribution; the TCOs were girven the option of either
sending completed questionnaires through the diplomatic bag or replying direot.

36 questionnaires were sent to TCOs at UK addresses who had erther 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.



WHY A POSTAL QUESTIONNAIRE?

12, It 1s important to explain why this particular approaoh was taken. There
were several alternatives: to analyse in more depth a representative sample of TCOs;
{40 use personal interviews; to use a shorter questiomnaire plus a selection of
personal interviews; or simply to use an open-ended lctier explaining the purpose of
the survey, giving broad subject headings, and.allowing 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
TCOs 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
oomprehensive a coverage as possible was desirable to ensure we had a reliable
pioture. This is why a great deal of attention was gaven to the format of the
questionnaire in an attempt to reduce its complexty, incressing the response rate,
and preventing too great a bias ‘owards 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 18, a good
deal of potentially useful comments written at the end of questionnaires cannot

(as yet) be analysed for this reason.

14. Fanally this approach, as well as reduoing the cost in terms of staff resouroes,
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 produoed an unrepresentative sample,

15. One drawback of the questionnaire approaoh was its inability to oover short-=term
TCOs, ie those on contracts of less than four months. In Maroh 1978, whon the
questionnaires were pent out, 68 short-torm TCOs were in postj 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. Thore oould be delays in obtaining their
addresses irom the computer; i1t might take some time for them to find settled
aocommodation in the country; postal delays might affect the questionnaire; and all
these problems together meant that the chances of getting an adequate ooverage of
short-term TCOs from a postal survey would be poor,

RESPONSE RATE

16. Of the 889 addressed questionnaires that were sent out, 530 oompleted
questionnaires had been received after two months, but by then very few more were
coming in. Reminders were sent to British Imbassies 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 & few spare copies (unaddressed) were sent to the Imbassies and
BHCs, and some of these will have been forwarded to TCOs known to the Hmbassy or
BHC but not on our 1list, 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 oountries.

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%! 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 Asraj 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.

6



19, The response rate by country is of course more variable. Some countries with
only one or two TCOs produced no oompleted questionnaires. A few, as mentioned,

had a response rate over 100%. The response rate for the larger country programmes
(where 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 partioular Colombia (59%), Lesotho (66%),
and Sudan (65%). It should however be remembered that these response rates are only
approximatec.

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 18 very high. Making allowance for the unreliability of
postal services in many LDCs, and the fact that some addresses must have been
incorreot, the response rate is even more satisfactory.

21. The questionnaires were gencrally 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 1s clear that they greatly appreciated the
opportunity to put their point of vaew. It 18 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 oonfident that the majority of TCOs used this
opportunity to oonvey an honest picture of the good and bad aspeots of their
assignmenta,

TABLE 1
REGIONAL EREAKDOWN OF TCOs AND REGIONAL RESPONSE RATE

No of completed

No of TCOs Response
Region in post qu:zzx:;x;gires rate
Middle East 94 83 88
and Mediterranean
West Indies 28 23 82
and Atlantic
Caribbean 73 63 86
South Asia 48 46 96
Latin Amerioca 137 112 82
Eastern and 177 145 82
Southern Africa
Far East 102 98 96
West and 95 11 81
Central Africa N
Northern and 40 28 70
General Africa
Pacafic 59 46 78
Others (ino 36 5 Not applicable
roturned TCOs in UK,
Colombo Staff
College etc)
'fOTAL 889 726 82




T It might be expected that the number and age of chaldien would be a ihotonr
determing whether a wife accompamres her husband at hus post and the survey shows
that this 18 the case. Tables III and IV indicate clearly that pre-school children
almos. invariably resido ail post but that the proportion 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
(44.1%). Table V shows that 82% of unaccompanied TCOs have non-resident children
compared to only 44.1% of accompanied TCOs. Thus 1t seems apparent that many wives
Jtay 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 famlies
at home and this as likely to be a faotor of equal 1mportance to the problem of

the welfare and/or education of children in determing whether a TCO 18 accompanied
by his spouse,

QUALIFICATIONS AND TRAINING AWARDS

8. The qualifications of TCOs are very diverse and show interesting variations
with respeot to age (Table VI). The most common quelification 18 a university
farst degree held by over half of TCOs, However while 85% of those in their early
twenties have a furst degree, only Just over 30% of the oldest TCOs possess onee.
This 18 to be expected in view of the expansion of university education in the
1950's and 1960's but 1t may also reflect an increase in the standard of the paper
qualifications required of proopeotive TCOs. A very similar age distribution 18
found i1n respect of higher degrees although tho peak 1s displaced forward by

510 years.

9. A reversal of the age dastribution 18 found warth regard to membership of
professional bodies which shows a marked tendency to rise up to mddle 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 1s found mostly in the middle age
groups 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 whach
appears to indicate that qualifications are a more amportant factor in gaining
employment as a TCO now than in the past, or alternatively that for older TCOs
relevant experience can replaoe paper certificates as a qualification,

10,  The most commonly known language amongst TCOs 1s French (27.0%) followed by
Spanish (19.4%) and Swahili (13.6%? Arabic 1s known by only a few TC0s (Table VIL).
However, 20,2% of TCOs know at least one language apart from those above. Very few
TCOs complain that langusge 15 a barrier in their work.

11, Few TCOs (11.2%) have received one of tho awards listed in Table VIII, The
most common (8.7%) was the Natural Resources Postgraduate Studentship, which has
made some 1mpact in the field of natural resources. 1.9% of TCOs have benefited
from the In~Service treiming 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 eoomomists).

12, Samlarly 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)s 92.,8% of
TC0s thus belong to neither scheme., The EHBS may well be underrepresented due to
the mechanics of 1ts operation. As 1t does not apply to a specific post when
operating in Government Departments, some seconded persommel (most of whom are
from Government departments) may not appreciate the arrangements under which they
were released. The low figure for COS 18 not entirely surprising, there are
presontly only about 50 people in the COS and some of these may be in OSAS or short
term TCO posts.



Te It mght be expected that the number and age ot chuldien would bo a thotor
determing whether & wife accomponies her husband at hus post and the survey shows
that this 1o the case. Tables III and IV indicate olearly that pre~school children
almost invariably reside at post but thot the proportion of ohildren at post
declines for primary school age children and falls sharply for secondary sohool
and older children. Overall, somewhat under half of children are resident at post
(44.1%). Table V shows that 82% of unaccompanied TCOs have non-resident children
compared to only 44.1% of accompanicd TCOs. Thug 1t soems apparent that many wives
stay at home in order to look after young chirldren. At the same time TCOs on
relatively short contracts (but over 4 months) may choose to leave their families
at home and thrs 18 likely to be a faotor of equal importanoe to the problem of
the welfare and/or education of ohildren in determing whether a TCO 18 accompanied
by his spouse,

QUALIFICATIONS AND TRAINING AWARDS

8. The qualifications of TCOs are very diverse and show interesting variations
with respeot to age (Table VI). The most common qualification 18 a university
first degree held by over half of TCOs., However while 85% of those 1a their early
twenties have a first degree, only just over 30% of the oldest TCOs possess onee.
Thas 18 to be expected in view of the expansion of umversity educatrion in the
1950%s and 1960's but 1t may also reflect an increase in the standard of the paper
qualifioations required of prospective TCOss A very simlar age distribution 1s
found 1n respect of higher degrees although the peek 1s displaced forward by

5-10 years,

9. A reversal of the age distribution 1s found wrth 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 Gualds, ONC, OND, HNC or HND, which 1s found mostly in the mddle age
groups 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 whioh
appears to indicate that qualifications are a more important factor in gaiming
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 18 French (27.0%) followed by
Spanish (19.4%) and Swahli (13,6%), Arabic 18 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 18 a barrier in their work.

11,  Few TCOs (11.2%) have recerved one of the awards listed in Table VIII, The
most common (8.7%) was the Natural Resources Postgraduate Studentship, which has
made some impact 1n the field of natural resources. 1.9% of TCOs have benefited
from the In-Service training scheme. As this was only started in 1976 this seems
to 1ndaoate an enthusiastic take up. No TCO has used the Teacher Refresher Course
Soheme (not surprisingly, since teachers are normally employed under OSAS or BESS)
and only one has received an ODI Fellowship (for econom:.sts{.

12, Similarly only a small numbor of TCOs wore members of either the Expanded
Home Base Scheme (2.5%) or the oorps of specialists (4.7%) (Table IX)se 92.8% of
TCOs thus belong to neither scheme. The EHBS may well be underrepresented due to
the mechanics of 1ts operation. As 1t does not apply to a specifio post when
operating in Government Departments, some seconded persomnel (most of whom are
from Government departments) may not appreciate the arrengements under which they
were releaseds The low figure for COS 1s 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 .8)3) arce on uvecondimont from olher
institutions. The great majority of these come from the publio sector. T3.4%
come from government departments of which ODA and 1ts assooiated bodies acoount
for almost exactly half. The other sigmificant souroces of seoonded personnel are
educational inctaitutions (Table IX).

14, The dustrabution of TCOs differs from the concentration of OSAS staff in
tradational areas of interest for British aide The rogional distribution of TCOs
was 1llustrated in Tablo 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 1s 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 eto. As
shown above, lenguage does not seem to be a problem, although many TCOs are in none
Englash speaking countries.

WORK AND PREVIOUS EXPERIENCE

15 The range of work carried out by TCOs 18 1llustrated in Teble X, Altogether
there are representatives in 37 of the 90 job categories in the ODA oocupation
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,
Admnistration and related fields. 14% of TCOs work ain educational institutions in
one capacity or another and 11% in Engineering and related fields. FPhysical
scientists and Techmicians (6.6%) are another important group. Thus 1t appears that
the job distribution of TCOs reflects on the one hand the needs of the developing
countries {eg the large number in agriculturc) and on the other hand the range of
gkills in whach the UK might be said to have a comparative advantage (eg education,
edmnistration).

16. The job distribution of TCOs also shows an interesting variation with age
(Table 1). Thus physical scientists, anmimal husbandry and livestock experts and
agronom:sts all toend to be conconirated in the younger age groups. By oontrast,
managers, oducaticnal adminisirators, accountants and financial advisers are more
commonly found in the middle and older age groups. This reflects the different
qualities requared for these different occupational groups. Lecturers are
distributed in a sim.lar proportion to the overall distribution of TCOs, The jobs
gaven here relate to the TCOs present employment rather to any idea of skill,
profession etc, For instance, an agronomist lecturing at a Polytechnic features as
Meoturer" not as agronomwst, Jobs were classified on the basis of an oocupational
codang supplied by EPS (Stats) division.

10
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Table {1 ). Percentage of TCOs by selected major job categories and a Toups

Age group of TCOs All

- G 0

%%j_ 37%? 51 and over '(T%rs

Physical Soientists 66.7 33.3 0.0 100
Animal Husbandry/Livestock experts  45.9 29,7 24.3 100
Agronomists 46.6 38.4 151 100
Accountants/Financial Advasers 179 33.3 48.7 100
Educational Administrators eto 11.5 50.0 38.5 100
Education (Leoturers) 341 455 20.5 100
Menagers 8.3 50.0 4.7 100
(A11 TCOs) (36.4)  (31.1) (26.6) 100

11.  The spread of ocoupations also shows considerable differences as between

the least developed countries and others (Table XII). Agriculture-related
occupations, engineers, managers and lecturers are more frequent in the least
developed countries. In the other countries, physical scientists, educational
admnistrators, government offroials, economists and directors are sigm froantly
more common, These differences seem +o indicate that agriculture 18 more prominent
as a freld of activity by TCOs 1n the least developed countries, as 15 construotion.
In tho better—off countries management in education or government and other frelds
as well as scirentific expertise are more prominent as occupations for TCOs.

18, As a group TCOs are highly experienced in developing country work. Although
half have worked for under 6 years in developing countries, a third have worked
for more than 10 years. The average period for all TCOs 18 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, 1t 18 8lso olear that a good
proportion of their experience has been under ODA ausprces, The average number of
years worked 1n developing countries by TCOs 1g 9.5, and the average under ODA
auspices 18 5./ (Table XVI). 50.6 of TCOs have had more than one ODA assignment
and this proportion 1s higher in the older age groups reaching & peak of 66.2% for
the 56~60 group. Just under one—quarter of TCOs have had more than two ODA
assignments with & maximum of 22-%}11'ab1es XVII, 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 1s in the younger age groups (exclud.mg 21.25)
and this declines rapidly afier middle age down to only 324 in the eldest age group.
Even so L0 of all developing; country work of TCOs has been done under ODA auspiroes
(Table XX and diagiam opposite),

20. A further indication of the extensiveness of TCOs' developing country
experience 15 provided by the fact that 50% of TCOs took up theirr 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).

11



21. The immediate previous employment of TCOs also gives a good guide 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).
Thas 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 & UN agency darectly 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.



STATISTICAL ANNEX: CHAPTER 2

TABLE I AGE AND SEX DISTRIBUTION OF 7COS (%)

This table illustrates the predominance of male TCOs, the peaking of male TCOs in
the 31-35 age group, and the fearly even age spread in general,

21-25 | 26=30 | 31=35 | 3640 | 4145 | 46~50 | 5155 | 56-60 | 61~75 | ALL

@ @& | @& @®[@&[@®]@T@®]®D[®D

Male 1e4 | 130 | 215 [ 139 [11.2 [ 12,0 | 12.3 | 9.8 5.0 | 100%
Female 15.8 | 2643 10.5 | 19.8 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
Cumlative

Total 1.8 15.2 | 3644 | 50.3 |61.3 3.4 |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 1llustrates 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 accompanied by their spouse.

No of Married Accompamied Married Unaccompanied
Children Dby Spouse by Spouse Single Totel
(No of TCOs)

0 94 5 106 205

1 113 1 8 128

2 187 26 8 221

3 93, 8 2 104

4 46 2 1 49

5 1" 2 0 13

6 2 0 "0 2
Total No 41 50 125 122
‘Total % (75.8) , , (6.9) (17.3)  (100.0)

13



TABLE III NO OF CHILDREN ACCORDING TO PLACE OF RESIDENCE AND AGE

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

Age Children Resident Children Not Resident Total Children

2t Fost &% Fost

No ¢ No g Mo i

-5 232 1949 9 0.8 241 20.7
6=11 196 16,9 67 58 263 22.6

12-17 68 58 201 1e3 269 23.1

18-21 11 9.5 129 111 140 12,0

22+ 6 5.2 244 21,0 250 21,5

Total 513 4. 650 559 1163 100.0

TABLE IV PERCENTAGE OF CHILDREN RESIDENT AT POST BY AGE GROUP

This table shows that, as ohildren grow older, they are less likely to reside at
post wath the TCO.

Age ﬁ Of Children in each age group
=5 9643
6=11 445
12=17 253
18-21 1.9
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 lock after the
children.

No of Z of ﬁ of ﬁ of

Non-resident Accompamied Unaccompanied all

Children TCOs TCOs TCOs

1 or more 44.1 82.0 41.6

None 55¢9 18.0 58.4
100.0% 100.0% 100,0%

14



TABLE VI PERCENTAGE OF TCOS WITH PARTICULAR QUALIFICATIONS, BY AGE GROUP

Tms table shows, for each age group, the percentage of that age group with a particular qualifications It therefore shows
the age trends of qualifications, for instance the marked inverse relation between age and possession of a first Umversaty
Degree. The colums exceed 100% because TCOs commonly have more than one qualafication,

2125 2630 Y35 640 415 460 555 660 6175 AL ame groups
(% of TCOs 1n each age group)
City and Gualds

ONC, OND, ENC, HND 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 TeT 2.1 2,6 2.0 2,5 3.4 4.6 4.2 14.3 3.6
Trade Apprenticeship ’ 0.0 7.2 52 1.9 1.5 17.0 17.3  11.3 8.6 11.3
Nursing or Para~medical 0.0 0.0 1.3 0.0 2.5 4.5 0.0 1.4 0.0 1.2
Teaching Certificate -

(below BEd) 0.0 4.1 4.5 16.8 10.0 10.2 9.2 141 5.7 9.0
Unmiversity Diploma 0.0 8.2 14.3 18,8 18.8 15.9 - 13.8 22,5 8.6 15.0
Umversity Degree (First) 84.6 773 753 5T.4 42,5 42.0 40.2 31.0 34.3 551
Umiversity Degree (Higher): 23.1 41.2 46.8 31,7 28.8 15.9 1641 15.5 1.4 29.3
Membership of Professional ~

Body 23.1 361 44.8 48,5 513 55.7 50.6  53.5 54.3 47.8
None of above 0.0 3.1 1.9 549 6.3 11e4  19.5  15.5 11.4 8.1
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TABLE VII PERCENTAGE OF TCOS KNOWING PARTICULAR LANGUAGES

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

'

% of 211 TCOs
Arabro 367
Frenoh 27.0
Spanish 19.4
Swahily 13.6
No other language 19.9
1 Other language 15.2
2 Other languages 4.0
3 or more other languages 1.0

TABLE VIII FPERCENTAGE OF TCOS WHO HAD RECEIVED AWARDS OR SPONSORSHIPS

I3

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

ﬂ of all TCOs

Natural Resources Postgraduate

Studentship 8.7
In-Service Traiming 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 GSPECIAL GROUPS

This lcoks at members of the Expanded Home Base Soheme, the Corps of specialists,
and seconded persommel (giving thear souroe). A misprint in the questionnaire may
mean that the question on seconded personnel was badly answered.

ﬁ of all TCOs

Expanded Home Base Scheme 2.5
Corps of Specialists 4.7
Seconded Personnel 21.8
(Source of Seconded Personnel: % of Seoonded Personnel
ODA Associated Body or Soientific
Instatution 36.7)
Other Gevernment Department 36.7)
Educational Institutions 13.3
Publac 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 1llustrates the types of jobs held by TCOs

Title % of all TCOs Cumilative %

Agronomists 10.1 10.1
Educational Adminmistrators and

non~teaching staff T.2 17.2
Physical Sorentists/Technioirans 6.6 23,8
Educational (Leoturers) 6.1 29.9
Acoountants/Finanoial Advisers 5.4 35.3
Animal Husbandry/Livestock Experts 5¢1 40.4
Managers : 5.0 45.3
Other Life Soientists/Technicians 4.7 50.0
Engineers (not oivil or mechanical) 4.1 5441
Directors/Project Heads C 441 58.3
Civil Engineers 3.9 62,1
Economists 3.7 65.8
Agronomist/Related Scientists 3.2 69.0
Dent1sts/Vets/Pharmacists 2.8 7.8
Government Officials 2.6 4.4
Brologrsts/Zoologrets eto 2.3 7647
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 soientists, for example, are mostly under 36
and all below 51.

21=35 36~50 51 and over

Physioal Scientists 66.7 33.3 0.0
Animal Husbandry/Livestock Experts 45.9  29.7 24.3
Agronom.sts 46.6 38.4 151
Accountants/Financial Advisers 179  33.3 48,7
Educational Administrators eto 11.5 50.0 38.5
Leoturers .1 45.5 20,5
Managers 8.3  50.0 M7
A1l TCOs 3644 3741 26.6
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TABLE XII PERCENTAGE 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 LLIDCs and non-
LLDCs. They show for instance that a greater percentage of TCOs in non-LLICs are
employed as educational administrators than in LICs.

% of TCOs in % of TCOs 1n
Least Developed Other Devolopaing
Countraes Countries
(%) (%)

Agronomists 14.2 8.8
Lecturers T.1 5.7
Animal Husbandry and Livestock
Experts 65 4.7
Engineers (not civil or meohamical) 5.9 3.6
Managers 5.9 4.7
Dentists/Vets/Pharmacists 4.7 2.2
Civil Engineers 4.1 3.8 ,
Biologists/Zoologists eto 3.6 2.0
Sub Total (52.1) (35.4),
Bucational Administrators 2.4 8.6
Physical Scientists 3.6 7.5
Other Life Scientists 4.1 4.8
Directors/Project Heads 3.0 4.5 '
Economists 2.4 4.1
Covernment Officials 1.8 2.9
Legislative Officials and Government
Administrators 1.2 2.3
Sub Total (18.3) (34.8)
All other categories 29.6 30.8
Total 100.0 100.0



TABLE XIII PERCENTAGE OF TCOS BY NUMBER OI* YEARS WORKED IN DEVELOULNG COUNTRIES

This shows how many years TCOs hawu worked in developing oountries. The ocumlative
perocentoge chows that over half have worked 6 yeors or less.

Years % of all TCOs Cumulative ﬁ
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 17.4
16=20 6.2 83.6
2639 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 conneotion between age and the number of
years worked in developing countries.

. Age of TCO
21=25 26-30 31-35 3640 41-45 46=50 5155 5660 61«15
(No of years)

2.23 3033 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 varrety 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 3040 40-50 50-60 60-0 70-80 B0=90 90=100

% of
TCOs: 1304 12-4 12.9 13-5 1106 807 1005 8-1 5.6 © 343

Cume %
of TCOs 13.4 25.8 38.7 52.2 6308 ',205 83.0 91.1 96.7 100.0
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TABLE XVI ODA WORK IN DEVELOPING COUNTRIES BY AGE GROUP

Thrs table 1llustrates various aspects of TCOs work connection with ODA,

Age of TCO )
21=25 26-30 31=35 3640 4145 46~50 51-55
Av. No of ODA Asm.@ments 1-38 1033 1.69 1092 1.06 2026 2-22
% having more than one ODA
assl@.ment 30.8 - 27.8 45.5 52.5 56.3 59-1 57.5
Av. No of Years in developing
countries under ODA auspices 1.54 2,62 3.99 4.97 5.84 6.80 751

TABLE XVII DISTRIBUTION OF TCOS BY NUMBER OF YEARS IN DEVELOPING COUNTRIES UNDER ODA AUSPICES

Over half of TCOs have been four years or less in developing countries under ODA auspices.

No of years in developing countries

9 i 2 3 4 2 =10
% of TCOs 1.7 19.3 17.8 9.4 6.8 8.3 20.1
Cum % of TCOs 1.7 20,9 38.7 48.1 54.8 63.1 83.2
TABLE XVIIT DISTRIBUTION OF TCOS BY NUMBER OF ODA ASSIGNIENTS
Almost exactly half the TCOs are on their fuirst assrgnment.
No of Assignments
1 2 3 4 2 [ 1
% of TCOs 49.4 25.8 13.8 6.3 2.6 1.5 003

Cun % of TCOs 49.4  T5.2 89.0 953 97.9 99.5 99.7

20

5660
" 2,68

66.2

Te27

2
0.1

99.9

61=75
2.14

5.2

6.46

Above 9

0.1
100.0

TOTAL
1.96

50.6

5.67



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
B} 0~10 10-20 2030 3040 40-50 50-60 60~70 7JO=80 B80~90 90~100
% of TCOs 4.6 5.0 4.9 6.1 5e7 8.4 7«5 4.5 4.5 48.7
Cum % of TCOs 4.6 9.6 14.5  20.7 26.4 34.8 42.3 46.8 513 100.0

TABLE XX AVERACE (1) PERCENTAGE OF WORK UNDER ODA TO TOTAL WORK IN DEVELOPING COUNTRIES BY AGE GROUP

This table, 11llustrated in the text, shows the greater 1mportance of work under ODA, relative to total work in developing
countries for younger age groups.

Age of TCO
2125  26-30 31=35 3640 4145 46=50 51=55 5660 6175 ALL
% of Work 6 9 80 75 70 48 49 45 32 60

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

TABLE XXI DISTRIBUTION OF TCOS BY AGE AT TIME OF FIRST APPOINTMENT IN A DEVELOPING COUNTRY -
Thas shows that well over half the TCOs had thear first appointment in a developing cmnltry before the age of 30.
Age of TCO at first appointment

20 and p

under 21=25 2630 31=35 36~40 41=45 46=50 51-60
% of TcOs 4.0 34.0 24,9  14.3 8.5 6.3 3.9 4.0
Cum % of TCOs 4.0 38.0 62,9 7.3 858 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 working

overseas for ODA were working under those particular schemes.

Study
Unemployed
UK private
UK publac

ODA overseas
(of whaohs
TCO
0s4s)

UN agenoy

Volunteer

Other O.erseas

(Total Overseas)

Age of TCO
21=35 36=50
(%) (%)
18.21 Te
1.9 1.5
8.7 13.8
34.1 31.2
25,0 29.7
3 8
141 549
3.0 0.4
8.0 10.4
(37.5) (46.5)
100,0% 100.0%
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A=12
(#)

1.0
3.1
8.8
27.5
35.2

535.3;

33,8
507
0
18.7

(59.6)

100,0%

TOTAL
(#)
9.5
2.1

10,6

313

29.5

Ean)
3.0
1.2

12.9

(46.6)

100,0%



CHAPT'ER 3 TCOs* ATTITUDES TO THEIR WORK AND CONDITIONS OF SERVICE
Introduction

1. An amportant part of the questionnaire (Section 2) was concerned with TCOs!
attitudes to their work and conditions of service. One of the main objeots of the
survey was to find out why pcople becamo 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 disadventages 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 necocssary, to onsure that a body of TCOs continues to be
available in the future provading the services and skills that are vatally required
by developing countries.

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

(1) Tho main motive for taking up TCO work is the desire to assist in

the development of devoloping countrios. Subsidiary motives relate to the
desirability of tho livang 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)

(11) PFrom the TCO's point of vaew the main advantage of the work arises
from feeling they are doing a worthwhile Job and are able to use their
initiatave. Challenge and responsibility are less important to them.
(Table II)

(i11) 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)

(1v) From the point of wview of livang and working oonditions 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 thear partners, the availability of domestic help,
arrangements for sending children to UK boarding schools, the climate, the
accommodation provaded, and the salary are considered satisfactory by at
leagt 80% of TCOs. (Table IV)

(v) Training arrangemecnts are gonerally considered to be unsatisfaotory.

(v1) Supporting services are also thought to be unsatisfactory
particularly offioe services. (Table VI)

(vi1) Working relationships wore on the whole not unsatisfaotory but 20%

of tho TCOs to whom tho question was applicable said they had unsatisfactory
relations with ODA HQ, ODA Development Dirvaisions 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 servace and work experience and
relations. As we have tried to look at the relationship between dirfferent aspects -
Tor instanco how a TCO's work oxpericnce relates to his motivation — there is
inevatably scme overlap. Tho Chaptor ends with an analysis of the attitudes of

TCOs 1n the Corps of Specialists and other special groups.
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Motivation

4. The motivation of TCOs 1n working overseas was investigated by asking them to
list the degree of importance they attaohed to various likecly motives for working
overseas. These are shown in Table I; tho motives arc runked aocording to the
percentage finding them either very important or fairly important. On this basis
the most important motive is a desiro to assist the development of developing
countries and the least important is the influence of other people speaking
favourably about working overseas. Thus it 1s noteworthy that an altruistic motive
appears to be the most important.

5. More generally 1t seems as though the livang and working environment and job
satisfaction are more umportant than remuneration, job responsibility, or a desire
for a change from the UK livang and working cnvironment., However it should also be
noted that 1f one looks only at those regarding a motive as 'very important! the
ranking of motives 1s rather different., On this basis the opportunity to broaden
professional knowledge and experience, thc scope to use initiative, and previous
good experaence of work and travel overseas worc the precdominant motives. Although
remuneration had a low marking under the heading 'Wery Important", it had a high
markang under "Important”. This suggests that the importance of pay i1s quute high
even though 1t 1s not dominant, especially as TCOs may bo inclined to understate
1ts amportance in relation to other morc altruistic motives. Nevertheless, the
particular ranking of remuneration throws little direct light on the adequaoy of
pay although a low ranking may indicate that the pay of TCOo 1s neither suffioiently
high to be a strong motivator by itsclf, nor sufficiently low to be a serious
obstaole, in short it may be at roughly the right level.

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

"Nowadays there 18 no financial ainducement in a TCO's contract, wherecas
most private companies and some international agencies aocept 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 motavation. Thus TCOs regardqd
having greater responsibility as the least important advantage of TCO work and this
algso ranked low as a motive., Similarly, greater scopc to use initiative ranked
high as an advantage and also as a motive. (Unlike OSAS 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,
18 therefore relatively less, but the scope for amitiative 18 greater). Generally
TCOs felt that the quality and worth of their own input into their project was the
most decaisive factor in determining their satisfaction with their job.

8. For TCOs, as a whole thereforc 1t may bo said that their satisfaotion derives
from washing to contribute to the development of poor countries and also from
feeling that the job they are actually doing 1s making a worthwhile contrabution to
that end. In addition they are generally peoplec who have a strong interest in
developing countries and enjoy the special envaronment 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 grecater overseas experience of older TCOs,

and possibly the remaining influence of exwcolonial service members among older

TCOs, It 18 in fact found that tho ranking given to ecach motive differs considerably
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by age groups. (Table VIII), In particular young peoplo (under 36) are motivated
primarily by the desire 1o cxpericnce other places and cultures rather than the
desire to assist development., Similarly younger pcople (under 51) are muoh hcener
to broaden their professional knowledge and experience than older peoplo, while
older people are much more strongly influenced by previous experience overseas than
are young pcople, These latter two differences are unsurpraising but i1t i1s not
wmmediately apparent why young people should be less motivated by the desire to
aos1st development, It suggests that they may not be motivated primarily by
idealism but rather that they are kecon to fa1n cxpericence of other countries and

to devolop their professional oxpertisc. Older TCOs by contrast, are positively
attracted by the 1dea of livang 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 doveloping 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 carcer—oriented attitude of younger TCOs.
(One has to bear in mind the possibility that the older TCOs may have been
particularly anxaous 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 1s 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 18 worthwhile., Thus of those in Table IX
who feel that '"wanting to assist development" 1s a very important motive, 77.4%
consider their input 1s worthwhile compared to only 67.7% of those who feel that
motive to be unimportant. There therefore appears to be some relationship but 1t
18 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 1s litile variation in the proportion having unsatisfactory rolationships
amongot those givaing dalferent importance to the ""dcvelopment' motive. However as
the importance of the motive declines fewer TCOs have very satisfactory relations
whole those wath only satisfactory relations increase. Thus 1t 1s rather dafficult
to draw any decisive conolusion from the observed relation.

12. Of the other motives surveyed 1t was considered appropriate to relate the
specific advantages felt by TCOs in their 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 1s reflected in the
corresponding form of job satisfaction. Both of the tables do show a strong relation
especially in the case of responsibrlity. Of those who consader responsibility a
very important motive, 79.6% find they actually have greater responsibility whereas
for thogc to whom responmibility 1s an unimporiant motive 48.6% find they do not have
greater responsibility. While this strong relation may appear unsurprisang 1t does
not necessarily follow that the motivation 1s the Tather of the experience., TCOs
may desire greater responsibility but be disappointed by their experience in the

Job, or alterna ively they may not desire 1t but havo 1t thrust upon them. It 1s
thus reassuring that tho mismatch of motivation and actual experience appears not

to bo large. In tho case of imitiaiaive, only a small proportion considering scope
for 1mitiativo an importunt motive aro disappointed in practice but a rather largo
proportion of thoso conusidoring 1t an unimportant motive aro nevertheless required
to oxercise 1t. Mowevor TCOs are in general not frustrated by a lack of opportunity
an the course of their work to take on responsibility or use their initiative,

Table 1 below a1llustrates the relation between motive and Job experience with regard
to scope for imitiative on the job,
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Table 1 Relation between motive and experienoce with reg@rd to opportunities for
initiative in the job

Work experience: % finding soope for initiative
¢« Good Somewhat Good Not Good

@ (%) (%) (%)

of those for whom this
motive was:

i

Very Important 78 18 4 100
Tmportant 64 28 8 100
Not Important 53 34 13 100

13. One group for whom the desire to assist in development was a partioularly
strong motive was those who had reoceived one of the ODA awards or sponsorships
(Table XIII). This 18 encouraging, since it suggests that the holders of awards
and sponsorships are either selected, or select themselves, partly on the basis of
their greater oommitment 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
ingtance where a TCO meets only a short-term or highly specialised need, the
importance of training may be less. Even so, the answers produoced in this seotion are
disappointing, and indicate that this aspeot of TCO work is not running smoothly.

15. The most generally applicable question asked how satisfaotory arrangemenis were
for training oounterparts on the job. The answers to this are illustrated in the
ohart 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 unsatisfaotory,

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

satisfaotory).
Counterpart Training Arrangements

Not applicable or

No reply .
Unaatisfaoto!z
Ver,
Safisfactozz
Satisfaotorz



16, Roughly similar figures for the breakdown between unsatisfaotory, satisfactory
and very satisfactory apply to the other three questions on training (Table V)

although arrangements for classroom or sumilar formal training were noticeably more
satisfactory. Of more interest 1s the number who actually replied to a particular
question, this indicating that they thought 1t was applicable;

1. 67% of TCOs replied to a question on training arranggpents for people
other than counterparts. This 1s only slightly less than the percentage
replying to the question on counterpart training. Of course, 1t may well be
the case that while a TCO works more closely with some local people than with
others, no one has been identified formally as a oounterpart.

11. 70% of TCOs evidently felt that advising ihe 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.

11i. 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, 1t might be expeoted

that the suitability of training arrangements would affect the TCO's assessment of
the worth of his job input. This 18 borne out 1f we look at the relation between
these two, using counterpart training arrangements as our measure of the former,
Table 2 below 1llustrates the relation. The parcture 18 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 worthihile,
against 59% of TCOs with unsatisfactory training arrangements, suggests a strong
connection. If this 18 the case, then the problems in existing training arrangements
may detract substantially from the value of TCOs work.

Table 2: Relation between training arrangementis and worthwhile job input

Peroentage of TCOs feeling their job input was,

Somewhat Not
Worthwhile Horthwhile Worthwhile

(%) (%) (%)

out of those for whom counterpart
training arrangements were

Very Satisfaotory 90 10 o] 100
Satisfactory 79 20 1 100
Not Satisfactory 59 31 10 100

18. In any job effectiveness will be partly depondont on relullons holwoon Lhn
different people at work, and this aspect becomes even more important given the

olose 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 aspoct

of the swtability of training arrangements. No TCOs manage to combino unsatipfuctory
relationships wath very satisfactory training arrangements, and 76% of 708 wilh
unsatisfactory relationships complain of ungatisfuctory training arrangomonby sgnlngt
only 15% of those with very satisfactory relationships with looal nountorpurtu.'
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Zable ): Conneotion botweon relations with local counterparts and oountorpart
‘raining arrangeaon:s

Percentage of TCOs finding oounterpart training arrangemonts
Very Un=-

Satisfacto Satiefactory  _.tisfacto
€)) (%) €3)

out of those who found
the rolationshup with
local counterpart etaff:

Very Satisfactory 28 57 15 100
Satisfactory 5 &0 35 100
Unsatisfactory o] 24 16 100

19. No doubdbt causation could aleo work tho other way, with poor arrangesents causing
bad rolations. For instance, if wo roeverso the rolation in Tadle 3}, thero is otill

s fairly etrong reolationship betwoon satisfaction with counterpart training
arrangenonts and satiefaction with counterpar: relationships (Tablo XX) although
ovon where tho arrangc=ents arc unsatiofactory nearly two thirds of TCOs have a
oatisfactory relatiorehup wath their counterparts. A oimiliar pattern 1e evidont in
the croso~tabulations showirg the relationohips with ODA ard the British Council
against tho arrangesonts to advase the two todies on trairing rceds (Tables XXI and
XXII). The relationship here 10 not quite as strong as for counterparts but is still
evident. I% apjpoars thoroforo that reolationships with local staff or the British
Council or ODA are not primarily deperdent on training arrangecents. Tho ocatisfaction
with rolationshipo deperdo on & nuader of factors of which training arrangeasonts aro
only one.

Conditions of sorvice and work Exporience

20. Sevoral difforont quostions in the survey rolated to aspects of oonditions and
work oxperience; due :0 thoir overlapping nature they are corniderod togothor. The
main agpects considorod are long terc proble=s of 7CO worx (insocurity, lack of
pension provieion otc), advantagos and dioadvantoges of Iife overseas, provision of
supporting ooervaces, and 7COs' angeguacnt of their wor< experience.,

21. Tho answers to tha quention on lor: torm proble=s of TCO work are set out in
Table 4 below (arnd Table III at tho tack), A quostion on oxtonsion of socondasent
was aleo included but, duo to a oisprint ir tho qucntionnaire, appears to have been
wrongly answored by cany TCOe arnd go hag boor omitted (for what 1t 1u worth, tho
angwors suggostod that this wap rot a groat probdlea).

Table 4: Probleas of 7C0 work

4 Considoring A great problea A prodlem Kot & prodlea
(15 9] (») (%)

1, Contract employmont 39 32 29 100
lacks longor term jod

seourity

2. Anxioty adout finding 26 )8 36 100
suitadble vacanoies adbroad or

in WX

3. Lack of adequate pension 35 28 37 100
provision

4. ¥o prospect of promotion 17 24 9 100

whilo on ovorseas contraot
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22, TOCs in the naturo of their work experience problems of various kinds that are
not shared by workers with a more stable career structure. Primary among these
problems 1s the fact that TCO work 1s contract employment and lackslong term securitys
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 provasion, the latter
ranking as a great problem for over a third of TCOs. Promotion is given a mrprisingly
low marking as a problem, but 1t 18 not clear whether TCOs answered this in terms of
promotion as a TCO, in their UK institution, or perhaps some mixture of both.

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

"Once overseas, tho TA scheme has worked well and I faind the posts wath ODA
enjoyable. However, like all TA officers I have met, I would leave ODA at
the first opportunity of obtaining a permanent job. Being placed out of
work overy 2 or 3 years for an indefimate period tends to be an overriding
factor on any of the TA terms offered."

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

24, In para 9 1t was obgerved that the motivation for working as a TCO varied
oonsiderably with age. It may also be expeoted 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 cexcept that older TCOs regard lack of pension
provision as more important than tho problcm of finding acceptable job opportunities
an the fuvture. Nevertheless therc are considerable variations in the proportions

of TCOs regarding each factor as a problem. As a gencral rule 1t may be said that
the middle age group is more worricd 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 i1s in the case of pension provision where the youngest TCOs are
slightly less worried than the eldest TCOs. This pattern seems to suggest that 1t
18 people in mid-career who probably have the greatest family responsibilities and
arc also at an age where they are having to make decisions as to the best way to
achieve their career embitions, who feel the insecurity of TCO work most keenly.
Thus 1t 18 noticeable that middle age group TCOs are sigmificantly more worried
relative to tho average of all TCOs about longer—termn job security and the prospects
of promotion especially the former. Similarly, the only age group where over 40% of
TCOs experience a great problem i1s the middle age group wath longer—term job
security and pension provigion., This group, therefore, stands out as being in need
of pgreater sccurity 1f 1t is likely to rcmain as 1t 18 at present the largest
pegmoent of thoe TCOs corps. A similar but much less marked pattern is discernible
in the degce of satisfaction with pay and allowances (Table XXIV). The middle age
group 18 slightly more dissatisfied than the younger, while older TCOs are in
general morc 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 kncwledge 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
congidered as advaentages of life overseas rather than disadvantages. Lack of
opportunities for apouses to work locally, and the lack of good local schools were
wmportant factors, and TCOs should be briefed on these before departing. (Country
breakdowns will produce morc detailed information on these aspects). Inadequate
social, leisure and shopping facilities must be regarded as an inevatable part of
1i1fe 1n most less developed countries.
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26. The main area which ODA needs to examine carefully (although not always within
1ts control) 1s the provision of acoommodation on arrival, whioh 40% of TCOs found
unsatisfactory. Arrangements for leave were felt to be unsatisfactory by a third of
TCOs, and a high proportion were dissatisfied wath travel opportunities. 30% found
medioal care unsatisfactory; this problem may be exacorbated by the fact that many
TCOs are working away from largo oities whoro medical facilitios tond to be
concentrated.

27. On the other hand several aspects wero reassuringly satisfactory. Provision
for the TCO's femily, whether for the ppouse o accompany or arrangements for UK
boarding schools, ranked high. Accommodation, although a problem on arrival,
finally satisfied over 85% of TCOs., Salary and allowances were considerod
unsatisfactory by less than 20% of TCOs, reinforcing our conclusion that pecuniary
motives are not the main ones for TCOs. It 18 of course possible that those general
conclusions mask some minority problems. One TCO complained about the disparity
between married and single allowances, and continued:

"T mentioned this to the projeot leader who told me that tho only answer
was to get married - which I have done since."

28, One problem that arises in many LDCs and which again is a matter of direot
relevance to the ODA, 18 the lack of supporting servicos (Table VI). General office
gervices ave unsatisfactory for nearly half the TCOs, and over a third are
dissatisfied with the provision of a vohicle, petrol, and spares. 0ffice aocommoda~
t1on proved more satisfactory, but possibly most serious of all is the faot that

one third of TCOs found the provision of tools and equipment essential for their
work unsatisfactory. Thms lod one veterinary TCO to comment (on the lack of
necessary equipment):

"This was not just a temporary situation; it went on for nearly a yoar,
until I left. I don't know 1f the supply of appropriate equipment has
1zproved since; I doubt 1t; 1t seems silly that with our high salaries
and rents and other overheads, we couldn't do half the work possible
beoause of poor supply of simple things."

29, It might be thought that supporting servicos would be worse in tho poorer
LICs. An analysis of this was undertaken and it was found that opinions about most
services varied very little according to the country. Howover, provision of petrol
and vehicle repairs was less satisfactory in poorer LDCs, whilst office services
were much less satisfactory, leaving 66% of TCOs in thoso countries dassatisfiod.

30. The questions on work experience arc by and large moro cncouraging (Tablo 1I).
Tt should be borne in mind that the answers may be biassed ~ the fact that only 28
TCOs felt that their input was not worthwhile, for instance,may be an optimistac
assessment. None the less, the answers are very definite, over 90% of TCOs feol
that their input 15 worthwhile and that they have good scope to use their initiative;
85% feel their work 1s more challenging than in the UK; and 77% feel they have
greater responsibility in their post than they would have in the UK. This indicates
that, despite the disadvantages and problems already outlined, TCOs oxperaence 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

18 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 botwoen the TCO's asgcssment
of the worth of his input (a mcasurc of job paticfaction) and his relations wath the
local counterpart staff. It 1s clear from the table that the better a TCO gets on
with his local counterparts, the more worthwhile he fecls s input to be. Nevorw
theless over two~thirds of TCOs werc satisfied with the relationships even if they
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congadered their own input rot worthwhilo so this cannot be ¢he main dotersanant of
the degree ¢f )ob sutansfaction, A euch sironger rolationship 18 to be found 1€ the
gazc =ceasure of ;ob satiglaction 18 cross-tubulated against the 7CO's relations with
theue ingtitutions with which ho 18 agsociated 1n the dovelopirg country. (Table XV).
Ncarly 9% of those who consmider thas rolationship satisfactory roegard their input

ag worthkwhile cocpared to only S1% with an unsatisfaotory rolationship. Thie
thercfore, appears to bc a major roagon for 7COg failang %o find satinfaction with
their work, Nevertheless (¢ should be rc=aabored that only 3.9% of 7C0Os do not
regard thear input as worthwhale.

Rolutionz

32. TC03 :in the nuturo of thoar work have to work closely with a nuabor of other
peoplc ard agencico. Ono irndication of how well thear work is going, and ths areas
where variouws 1aprove=ents saght take placo, is the dogroe of satisfaction wath
thcir 'mrious workang rolationships. This inforaation 1s gaven in Tadble VII, ranked
with tho least ungsatisfactory working rclationship at the top and the most
ungatisfactory at the botto=., The inforz=ation on the percontage of TCOs answoring
alpo giveu useful information on how puch working contact TCOs have with different
groups. Soce of the coro intoresting arc given in Table 5 below,

3}, Soveral intoresting points csorgo;

1. Xost rolationships aro not unsatiefactory. In only one case -
Covernzont 1nstitutions in the LDC genorally -~ do over a quarter of TCOs
fird tho rolationshap unosatisfactory.

11, Tho British Enbassy/ligh Commission, and more particularly ODA
Headquartors and Dovelopacent Iavasions got a relatively poor rating
(although undor 40% of 7TCOs respondcd to0 the question on Developaent
division, since zany arc in countries not covered by them).

111,  Individuals gct a highor rating than institutions, in particular
groups ouch as K ard forcign voluntoers, and othor bilatoral and
cultilatoral porsonnoi.

34. It ohould dbe remeadored that the relationship with a particular pergon or
instatution is spocific to the particular frasowork within which the relationship
takos placo. Thus where a rclationship 1involves sozo degreo of control over a
TCO's activatico conflict 1o aore likely to arise than where the relationship allows
groator frocdoa. Kovertheless control may bo necessary to the proper functiomrg
of the TCO oo that a poor ranking does not necossarily moan that tho institution 1s
working badly or izproperly.

Table 5: TCO rolations with other indaviduals and 1natatutions

i{;t;dinc rolationship Sau:;zto Satiofactory Snunl:.:tory fn::o:?oo
€9) (%) (%) (%) (

1. Bratich Council 26 61 1} 100 40

2., Local Countoerpart Staff 35 50 15 100 84

3. Britioh Inbassy/High n 51 18 100 88
Comnieoion

4. Inotitution with which 28 53 19 100 96
TCO works an LIC

S. ODA HQ in Lordon 25 53 22 100 96

6. ODA Developaont Mvicions 3o 46 24 100 39

7. Covornment Institutions 11 6l 28 100 90

in LI goncrally
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35. The nuaber of TCO3 actually answering & particular quostion algso ylolds
antoreating inoighte. 3or instance, tho fact ‘hat 844 answorod a queotion on

local counterpart gstaff, againot 96% answoring on tho local irotitution for which
they work rcflocts thas, i1n soce capog, thoro 10 a failure %o provado local
Cowntcerparts. Thore 10 ondently a good deal of genorul intoraction with goverraent
inetituticnn in the doveloping country, and eurprieingly aworo anoworod $hio quootion
T¥an Thal on The Triiion Ebusty/repn Cocmigssion. Whilc rclatiors with the Britigh
Council. wore godd, only qUs of .ols untwered thio question, whach o a ourprioingly
Tew proportion,

36. It 10 noticoablo that working rolationnhips aro moro oatiofactory for oldor
7CCs (Tablo XXV); *ho rolationship with tha Britioch S=bagoy/™iC and with ODA HQ
gec=s %0 bocczo markedly casior with ago. This cay oiaply roflect tho 2cllowing
effect of increasing age, whick 18 rot a charactoristic specific %0 0o; it 10 aleo
probable that older TCOs fill souro senior poots, arnd oo =ay have %o liai1n0 EOrC

with the BZ/HiC. A cimilar but lesc oa:ked pstiorn cun bo gecn in rclationnhipo with
locul counterparts.

Sgocxal Crouzo

37. Somo spocial analysis was =ade of the Corpo of Specialinis, tho Expanded Hoeeo
Bago Scheae, ard geroral seconded pergsonnwl. The Corpo of Specialiote (C of S) 18
a gzall body of people (currontly about 50 although the ceiling 10 94) wath special
experience and krowledgo of work overocag, and with opcclalizcd qualifications, who
arc c=ployod directly by ODA under corntract for periods up to 10 ycars, and ags far
as ponoidblo are vcconded oversoas contiruously during the period of their contractas.
Thoy thun havo a greator dogroo of jod security than contract TCOo, though not ua
auch as 7C0s seconded under tho :IMS or other arrangeciento. XNoot of tho Corpn of
Specialists aro in the ficldn of agroro@y or rutural rcasourvco. 7Tho £xpandcd Hoae
Bage Schemo (£3BS) 10 basically a form of sceondmen' whore gupornuserary postc aro
croated in the Caval Sorvice, wmiveroitics or cluewicre in ordor that a nuabur of
people eay be asccorded under the TC programde for short or longor-terc agoigneonts
overseas. Thup porsonncl in the scheae work under ouch tho samo corditiono a9 TCOn
gsocorded under nor=al arrangecents and ecne, indecd, may bo unawaro that thoy are
socornded under the sche=e. Nevertheleos they have toon scparated out as a group
dafferent froe geconded pergonnel. It =ay be the cane that the rumber of poople in
the ochcao 18 greatcr than those idertifying thezuclvea an such for the rcanon given
above. In addition 1t should be romeatered that only 14 ourveyed 7COg arc in the
Corps of Spoc:alints and only 18 arc geconded under the HBS oo that the conclusions
that can te drawn are recegsarily tentativo. On tho otker hand scconded pergonnol
ruator 159 oo that greater confidence can bo placed in the rogults.

Motivation

38. The "dovelopaont™ motivo appoars o bc moro izporiant %o tho C of S than to
other 7COs as a wholo ard, in particular, than to EIBS and sccondod porsonnol
(Table XXVII). This 10 %0 Yo oxpected sinco ko Corps of Spucialioto havo frooly
chogor ¢o0 operd a largo part of thoir carcer in devcloping countrieo whilc MBS and
seconded porsonnol aro often thorc as an intorlude in their 2ain carocr dovolopmoent.

39. For socorded porsonnol a morn 1apottunl molive {u thal provaded Ly the
opportunity to broadon :rofoomioral cnowlodge und expericric. (Twble XVII). This
was congiderably sore important for them in relation %0 other 7C0s. ‘his viow cay
te ‘axon becaugo thear parent inotitutions rogarded the socondaont so & usoful
professioral experiencce.

Probleao

40. Tho special groups are in genoral much lesa worried by thoso aspects of tho
J0b that arc a special worry to other TCCo. Table XXIX fndicatos that ponsion
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provision 18 not a great problem for EHBS or scconded personnel and this is, in
any case, likely to bo 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 Specialisto go they aro in a better position than most
coniract TCOs: but the arrangements arc not as good as they usually are for EHBS
on scconded pergonnel. This 18 reflected in the fact that C of S personnel are
more patisfied than the former with their penmsion arrangements but less satisfied
then the latter,

41. Table XXX indacates that sooonded porsonnel are considerably more worrired than
others about the prospects of losing out on promotion and this, given their
situation 18 not particularly surprising, On the other hand, they are not much
worried about the extension of their secondment 1f they are offered another TCO
contract, either beoause they do not wish for an extension or because they believe
there will be no daffioulty in obtaining one,

42. The Corps of Specialists also appear to be somewhat more dissatisfied with
their salaries and allowances than TCOs as a whole (Table XXXI). Thas is difficult
to generalise aboul since the pay and conditions of members of the Corps vary but
one gourcc of contention 1o that thoy do not got induccment allowances as do
contract TCOs and thug thear pay somotimos compares unfavourably with that of the
lattor. [EHBS TCOs also appear to bb dissatisfied with therr salary but the size of
the sample for EHBS (17 in this caso) makes 1t unwise to draw definite conoclusions.
In any case thear opaniong are likoly to bo related to the pay of the parent
institutions although thoy 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 daffercntly from other TCOs although the EHBS are
sigmficantly more dissatisfied (but only 12 replied).

44. With regard to working relationships with ODA HQ and the Development Divisions,
there are no sigmificant differences between the groups for ODA HQ (Table XXXIII).
With the Development Division EHBS are more dissatisfied than other TCOs but the
Corps of Spcoialists 1s in goneral very satisfied. Agaan it should be noted that
the gample in the latier case 1s small (C of S = 20, EMBS = 11).

CONCLUSTONS

45. The main conolusions 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
experionco and the scope to use their imitiative. Older TCOs are more strongly
motivated by the desire to assist in tho development of developing countries, the
attractions of livang and working in a devoloping country and by their previous
good experiences 1in developing countries. Pay, responsibrlity, and a desire to
escape from the UK livang and working environment were subsidiary motives for all
age groups although not unimportant (para 9).

bs Job gatisfaction. Thorc 18 a slaght relationship botween the motive of wanting
to assist devolopment and the TCO's assessment of the worth of his input (para 10).

c. Initiative and Responsibilaity. Those who are motivated by the desire to use
their initiative or to exercise responsibility find in general that their motivation

33



10 oatiefiod by thoir actuul oxporionce on tho job. A rathor largo proportion of
=~C0s fird thcy haw ro mouic rcoponuibilily than Ln Lho UX compured Lo Lho proporlion
who aro able to use thoar initistive (pars 12).

2. Job Satisfaction

a. Countorpar: otaff. Thoro is oo=0 rolationship botwoen a TCO's satiaefaction
\(dth Ras anput and eatisfaction with hio rolationship wath local countorpart otatf
para 31).

b, LIC Inotitution. <“hero io a much strongor rolationship betwoon tho TCO's
asgsespacnt of haa input and has rolationship with tho LIC tnstitution to which ho
ig attached. Thio appears to be an icportant dotorminant, thorofore, of the TCO's
ability to =ako a worthwhile contridbution (para 31).

Ce ~reaining. Thoro was a sirong relationshap botwcen TCOo assooc=cnt of tho
arrangesonts for thes %0 advico on sraimiryg and thoir sscosomont of tho worth of
their own inputs. Thoro wao a e12a1lar rolationghip with roegpoot to countorparto
but theso arrangaconts wera consdorcd corc oatisfactory (para 17).

3. Trairing Arrangeaonto

a. Countorparts. Thoro is somo conncction botweon rolations with countorparts
and traiming arrange=onts bul rolationg aro satisfactory evon whore arrangeaonto
for training aro ursatisfactory (para 18).

b. Bratich Cour.cxl/ODA. A loon otrong rolationship io evident botwoon TCOe
rolationohip waith 0DA/Bratioh Council and their dogroe of satisfaction wvi¢h arrango-
ponto to advise thooc bodios on LDC traiming ncodo (para 19).

4 Job Probleas
a. Ago. Tho middlo age group of TCOe is gonerally moro worried about tho probleas

ansgociasced with the contract nature of TCO work. This 10 an important conclunion
(para 24). Witk rogard to working rolationships, thcse tond to improve uni formly

with age (para 36).

b. Pay. There io sczo ovidenco that tho samo =iddlo ago group ie ©oro dissatieficd
with pay but it 10 not otrong (para 24).

5. Futuro Baploysort

Ovor half of TCOs oxpressoed a preforsnce to continuc TCO work. Tho reot indicatod
a proforence for eaploymont in tho U¥, privatc companios, tho World Bank, tho ED@,
or diroct con'rac%o with overocao govorn=cntu. 4% wichod to transfor to OSAS/DPSS
toran (para 23).

., Corpm of Specialints

a. Motavat.on. The "dovolopment aotive™ 18 moro important for thom rolativo to
othor 7COs (para 38).

b. Pensions. Thoy aro ooro catiefied than ordinary TCOe with pension arrangements
wut leso than soconded personnel or B{BS 7COs (para 40).

Ce Snlar‘.on/.\llou:‘.coo. Slightly moro of thea aro disgatiofiod with pay and
allowances thar aro otker TCOs (para 42).



1. Socornded Porsonnel

8. NKotivation, Tho "devolupmont” motive {o loos important for them than other
TC0u whilce tho dosiro Lu broaden thear profoooional Inowledge and exporience is
=orc¢ icportant (paras 38, 39).

b,  Persioros. Thoy aro less worried than othor TCOs (para 40).

€+ Proqotion. Thoy aro moro worriod than others about this (ie bocause it is
darectly relcvant in their circumstances) (pars 41).

8. 3(8S Peroonnol
They genorally follow the pattern of seconded personnel. However the low numbers
in the £2BS 1n thas ourvey, and tho suspicion that some people aotually under EMBS

Day rot be awaro of it, mean wo havo to troat with caution the findings on EMBS
personnel presontod in the tabdlos.
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STATISTICAL AKNEX: CHAPTER )

Tho 1%cas in tho tablos on this annex are ranked on the basis of tho first two
coluano coabined 10 the highor the proportion of TCOs who considor tho item
ioportans, or satisfactory tho higher 1t is placod in the tadle. Due to rounding
no¢ all porcontages add oxactly to 100.

TABLE I NOTIVES POR WORKING OVERSEAS (% OF TCOs)

Thie illustrates tho apparently altruistic motivation of many TCOs.

£ Foeling notive is: Ve rtant rtant Not ortant
%ig E?) (%)

1. HWanting to aseist the
developaent of
developing countries 46.5 44.1 9.4 100

2. Poeitively attracted to
livang and working in
doveloping countries 48.6 38.0 13.4 100

3. Manting to eoxporience
other places and cultures 42.0 42.7 15.3 100

4. Bolieved thore wag more
ocope to use your
initiativo working over-
soas than in the UK 54.9 29.6 15.5 100

5. A good opportunily to
broaden your professional
knowledge and oxporienco 59.5 28.3 16.1 100

6. Provioun good oxperiences
of work and/or travel
ovorgseao 52.2 26.7 21.1 100

7. A foeling that you would
havo groater direct
responsidbility vhon working
overgoas *han in the WX 42.0 30.6 27.4 100

8. B ‘tor reaunoration than
in the UK 27.9 4306 28.5 100

9. Wanting a ohange froe your
UX livang and/or working
envaronment 2600 34.3 3907 lw

10. Others spoke %o you
favourably about working
ovorsoas 1.9 16.0 80.5 100
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TADLE IT ADVANTAOYS OF TCO WORK (% OP TCOo)

This 1llustrates satiafactory work experience. As in tho last tadle, thero z=ay be
so=o bias towards what the 7CO thinks ODA wants to hoar and, unsurprisingly, very
few havo folt their owm {nput was not worthwhile.

4 answoring: Yoo Scaewhat Ko

[€2) €9) ® (%

1. Your input into your project
is worthwhile 73.7 22.) 3.9 100

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

3. Your work is moro challenging
than in the WX 64.2 21.5 14.) 100

4. You have greater responsibility
than 1n the X 51.0 20,1 22.9 100

TABLE III PROBLENS OP TCO WORK (% OF TCOs)

Itez=s four and five are a little unoloar; we do not know if itema four was answered
with regard to promotion as a TCO, in a parent institution, or a mixture of both.

& COnMdcng‘l A Groat Prodlea A Prodlem Mot a Prodlea
(%) (%) (%) (%)

1. Contract employment
lacks longer tern
Job socurity 38.5 32.4 29.1 100

2. Anxiety atout finding
accoptadblo vacanoies
overscas or in UX 26.3 37.4 36.2 100

3. Llack of adoguato
ponsion provasion 35.1 28.2 36.7 100

4. Mo prospoct of
prosotion while on
oversoas contract 16.9 2.7 59.4 100

*5. Little poserbilaty
of extonding your
socondment 1f you
aro offored a
renewvul of your
prosont oontract 4.7 11.2 84.1 100

*Noto: This wes wrongly answored by many unseconded TCOs who report "Kot a Prodlea”
instoad of "Not Applicadlon,
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TABLE IV WORXDNG COXDITIONS OF TCOs (% OP TCOs)

Tho most satisfactory factors aro at the top of tho list, and the least satisfactory
at the foot.

< Pinding faotor: Vory Batisfactory Satisfactory Unsatisfaotory
(%) (%) (%) (%)

l. Provision for

spouse to

accompany 0.3 45.5 4.2 100
2. Availability of

domostic help 21.6 60.4 12.0 100
3. Arrange=onts for

UX boarding sckool J2.1 55.6 12.2 100
4. The olimato 2901 ”03 1206 100
5. Tho accocmodation
6. Salary and

Allomancos 15.6 65.1 19.3 100
7. Availability of

shopping facilitics 17.2 55.9 21.0 100
80 Travel

opportunatios 23.7 41.5 8.8 100
9. Social and leisure

facilition 15.8 54.4 2.9 100
10. MNodical care 14.7 54.7 30.6 100

11, Arrangements for
leave 12.8 53.9 3.2 100

12, Avalability of

accomeodation on
arrival 20.9 38.3 40.8 100

13, Availability of
good local schools 13.6 36.4 50.0 100

14. Pooeibilities for
spoune to work
locally 5.0 27.4 67.6 100



TABLE V SATISPACTION WITH THAIXING ARRANCDMENTS (% OP TCOs)

[
The percontage of 7COo replyang is given in this table bocause this 1s a pointer to
the oxtont ¢o whach tho respondents considered the question rolevant. While
arrangesonts for olassroom or sinilar formal training are the most satisfactory, they
are applicadble 0 less than half of 7COs.

Vo of TCOs
4 of TCOo finding: satiofactory Satisfactory Unsatisfaotory w

(%) (%) (%)

1. Arrangcaento for
clasorooa or
sicilar foreal
tr“nln‘ 19.0 5209 28.1 100 4506

2. Arrangcaents for
training people
other than
countorparts 11.0 60.5 28.5 100 66.7

3. Arrangeaonts to
adviso Aritish
Council/ODA on
traaning needs 15.9 55.0 29.1 100 70.1

4. Arrangemsonto for
training counter—
parts on the jod 11.7 52.6 35.7 100 70.9

Tho balance oither ticked tho box for "Not applicable™ or simply failed to answer
the queation.

TABLE VI SATISPACTION WITH SUPPORTINO SERVICES (% OP TCOs)

For itcas 4 and > a broakdown {o mado dotwoon tho oxperience of TCOs in LLICs, and
in other LDCe. Those wero tho only items where there is a signaficant difference.

Satisfactory Unsatisfaotory

€ Pinding Paotor: smg?o\o
== ¥ % @®

1. Office
Accoeaodation 18.6 53.4 28.0 100

2. Tools and oquipaent
eosontial for your

work 15.6 51.5 32.9 100

3. A Vohiole 21.0 37.6 35.4 100
4, Potrol and ropaire: All 7COe 17.0 46.1 36.9 100
LLIC 11.6 45.7 42.6 100

othor LIC 18.8 46.2 35.0 100

5. Office servioes: All TCOe 10.6 42.0 47.4 100
LLIC 4.} 29.4 66.) 100

other LIC 12.5 45.8 4.8 100
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TABLE VII WORKDG RELATIOXSHIPS

The proportion of TCOs considoring tho quostion to bo applicabdlo (last column)
varies from under 20%, coementing on relations with British wolunteers, to ovor 95%
rosponding to the question on the LDC institution with whach they work.

findi Vo of TCOe
Satisfactory Unsatiefaotory
rolationship: Snuiﬂ'%to answering
€9) (%) (%) (%)

1. Othoer dilatoral

and sultilatoral

aid porsonnol 28.7 66.9 4.9 100 74.0
2. Volunteors froa

other countriens 27.1 6.0 4.9 100 31.0
3. Britieh

Volunteers 39.3 55.0 9.7 100 19.3
4. British Council 26.1 6.3 12.5 100 39.5
5. Local counterpart

estaff 4.5 0.7 14.8 100 83.9
6. ODA Scientifio
7. British Badassy/

High Coomission 30.7 S1.4 18.0 100 88.2
8. Institution for

which you work

in LDC 2709 5304 1807 100 9509
9. ODA HQ in London 24.7 52.8 22.5 100 95.5
10. ODA Dovelopment

Divioions 3004 4602 2.304 1w 39.4
11, Covernmsont

instituticns in

LIC genorally 11.4 61.0 271.5 100 90.5
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TABLE VIII VARIATION OF MOTIVATION BY AGE

The breakdown 18 gaven by three broad age groups.
different motives for different age groups is also given,

% of TCOs 1n each age
group fanding motive:

1,

2.

3.

4.

5-

6.

Te

8.

9.

10.

Wanting to assist the
development of developing
countries

Positavely attraotod
to living and working in
a developing oountry

Wanting to experience
other places and oultures

Believed there was more
scope to use your
initiative working over-
seas than in the UK

A good opportunity to
broaden your professional
knowledge and experience

Previous good experienoce
of work and/or travel
overseas

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

Better remuneration than
an the UK

Wanting a ohango from
your UK laving and/or
working environment

Others spocke to you
favourably about working
overseas

37.5
46.9
58.6

4.9
50,8

54.8

51.1
40.5
30.7

51.1
57.0
574

65¢5
60.0
34.6

40.6
543
65.2

40.7
42.1
44.0

26.8
28.9
28.0

27.0
25.6
24.8

4.3
4.2
1.2

4

Ver
ImﬁE?%gnt Important

(%)

49.0
44.6
36.6

41.2
35.9
36.6

40.5
45.1
42.5

355
26.7
25.1

25.4
28.8
31.9

28.5
28.5
21.7

35.4
29.8
24.6

43.6
45.8
40.6

34.0
41.0
25.5
21.6

13.8
10,8

Not
Important

@
13.4
8.5
4.8

16.9
13.3
8.6

8.4

14.4
26.8

13.4
16.3
17.5

9.1
11.2
33.5

30.9
17.2
13,0

24.0
28.2
31.4

29.6
25.3
31.4

39.0
33.3
49.7

14.1
82.1
88.0

(%)
100

100
100

100
100
100

100
100
100

100
100
100

100
100
100

100
100
100

100
100
100

100
100
100

100
100
100

100
100
100
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The ranking in importance of

Age
aron
21-35
36~50
51-75

21-35
36=50
5175

21-35
36-50
51~75

21-35
36-50
51=15

21-35
36-50
51=75

21-35
36-50
51=15

21-35
36-50
51=15

21-35
3650
51=15

21-35
36-50
51=75
21-35
36-50
51=75



TABLE IX RELATIONSHIP BETWEEM DEVELOPMENT MOTIVE AND JOB SATISPACTION

This tablo illustrates the conneoction botween desire to aid developmsent as & motive,
and the 7C0's asgoosmaont of the worth of his Job input.

Work experience: % finding input:

Worthwhile Somowhat Worthwhile Mot Worthwhile

(%) (%) (%) (%)
out of those for whom the
development ootivo was:
Vory Important 11.4 19.5 3.1 100
Important 70.8 25.2 3.9 100
Not Important 61.17 23.1 9.2 100

TABLE X RELATIONSHIP BETWEEN DEVELOPMENT MOTIVATION AND RELATIONSHIP WITH
COUNTERPARTS

As this tadble illustrates, there is little relationship.

€ finding relationships with counterparts:

Vory Satisfaotory Satisfactory Unsatiefaotory

(%) (%) (%) (%)
of those for whom the
dovelopment potive was:
Vory IDmportant 39.0 45.7 15.2 100
Isportant 3o0.8 54.0 15.2 100
Not Important 271.6 58.6 13.8 100



TABLE XI RELATIONSHIP BETWEEN MOTIVATION AND WORK EXPERIENCE REJ ARDING
RESPONSIBILITY

Thin 1llustrates tho exporience of rosponsidbility on the job according to how great
increasod rosponsibility was as & Dotive, and shows that expeotations weore largely

rowarded.
% finding responsibility on the job:
Oreater than in UX Somowhat Greater Mot Greater

€9) €9 S )
of thoso for
wkoa this motive wast
Vory Inportant 79.6 11.5 9.0 100
Ieportant 51.2 32,2 16.6 100
Not Ieportant 32.8 18.6 48.6 100

TABLE XII RELATIONSHIP BETWEEN MOTIVATION AND WORK EXPERIDNCE REGARDING SCOPE
FOR DITTIATIVE

This shows that by and large those for whoe scope for initiative was an iaportant
zotivator also exporienoed more scope for initiative on the Job.
% finding scope for initiative:
Somowhat Good Kot Good

Hoomme  mge

of those for whom
this initiative wes:

v.ry Inportln! 77.8 1707 40 5 lw
Ilportlnt Qo9 2708 803 100
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TABLE XIII DEVELOPNENT MOTIVE AND ODA AWARD/SCHOLARSHIP HOLDERS

ODA award/scholarship holders folt a stronger motivation to asoiet in dovolopment.

£ for whom ™anting to assio! dovolopment” wan:

Very rtant Important Not Important
% 1) ky (%)
Holdere: 49.4 48.1 2.5 100
Non Holders: 46.2 43.6 10.2 100

TABLE XIV JOB SATISPACTION AND LOCAL COUNTERPART STAFF RELATIONSHIP
Thero is an evident conneotion botwoon tho TCO's relationship with local countorpart
staff and his assessnent of the worth of his input.

4 findang thoir job input:
Worthwhile Scaewhat Worthwhilo FHot Worthwhilo

of those whose (%) %7 %) (%)
rolationship et

Very Satisfactory 83.0 16.0 1.0 100
Satisfactory 70.8 24.9 4.3 100
Unsatisfactory 57.3 9.8 7.9 100

TABLE XV JOB SATISPACTION AND RELATIONSHIP WITH LDC INSTITUTION

A stronger direot comnection is evident hero

4 finding thoir job input:
Worthwhile Scaewhat Worthwhile Mot Worthwhile

%) %) %) (%)
of those whose
relationship ise:
vor’ &tiﬂrw‘or’ 8905 904 1.0 100
Satisfactory 15.0 23.1 1.9 100
Unsatisfactory 50.8 35.5 13.7 100
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TADLE XVI JOB SATISPACTION AND RELATIONSHIP WITH ODA SCIENTIPIC UNITS

Becauac of tho amall nuabors involved this tablo must be interpretated with caution
but a relationship is ocuggostod.

% finding their job input:
Worthwhile Soaowhat Worthwhile Not Worthwhile

2] (%) kT (%)
of those finding
this relationship:
Vory Satisfactory " 19.8 20,2 0.0 100
Sat:afactory 81.4 18.6 0.0 100
Unsatisfaotory 60.5 ).2 5.3 100

TABLE XVII JOB SATISPACTION AND COUNTERPART TRAINIMG ARRANGEMENTS
This suggests that counterpart training arrangesents are an important contributory
factor to )odb satisfaction,
£ finding their job inputs
Worthvhile Sonewhat Worthwhile lJot Worthnails

9] X7 X7 (%)
of those finding
arrangeaents:
Very Satisfaotory 89.8 10.2 0.0 100
Satisfsotory 19.1 20.1 0.7 100
Unsatisfaotory 58.5 1.1 10.4 100

TABLE XVIII JOB SATISPACTION AND MON~COUNTIRPART TRAINDID ARRANCEMENTS
This shows a similar conneotion to that betwson counterpart training arrengements
and job satisfaction in the tadblo above,

£ finding thoir job input:

Worthwhaloe Somewhat Worthwhile ot Worthwhile

TX) %) %) (%)
of those finding
arrongoeoents:
Very Satisfaotory 92.3 1.7 0.0 100
Satisfactory 80.2 19.1 0.7 100
Unsatiefaotory 55.1 39.6 10.3 100
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TABLE XIX RELATION BETWEEN JOB SATISPACTION AND ARRANGENENTS TO ADVISE BC/ODA
0¥ TRAINDIG

The connection evident here suggests this might bs one way in which nc/om polioy
oould iaprove TCOs' job satisfaction. .
£ finding thoir Job inputs
Worthwhile Scaevhat Worthwhilo Mot Worthwhile

%) 4] 6] (%)
of those finding
arrangemsonts:
Very Satisfaotory 96.3 3.7 0.0 100
Satisfactory 76.4 20.7 2.9 100
Unsatisfaotory a.l 1.9 6.9 100

TABLE XX RELATIONSHIP WITH COUNTERPARTS AND TRADIING ARRAM)ENENTS
Relationships with oounterparts are sore satiefaotory whero training arrangezonts
aro well organised.

4 finding rolationship with counterpart:

Very Satiefactory Satiefactory Unsatisfaoto

TX) ¢9) ( (%)
of those finding
traaning arrangeaente:
Vory Satiefactory 79.3 20.7 0.0 100
Satiefactory 36.9 56.2 6.9 100
Unsatisfaotory 15.0 50.9 M. 100

TABLE XXI RELATIONSHIP WITH ODA AND ARRAMODMENTS TO ADVIBE BC/ODA O TRADIIN
¥EEIS

Whore arrangements to advise are poor, working relationshipe also deteriorste.
€ find relationshipt

Very Satiefaotory Satiefaoto Unsatiefaocto
%7 (%) 4] = (%)
of those finding

arrangenents to advise:

Very Satiefactory 57.5 ‘ 35.0 1.5 100
Satinfactory 24.0 58.9 17.1 100
Unsatie t.O'or’ 1402 460 1 3907 100



TABLE XXII HELATIONSHIP WITH BC AND ARRANGEMENTS TO ADVISE BS/ODA

This table shows a similar rolation to that above, waith regard to the BC rather than
om.

% rogarding relationship as:
Vory Sstisfactory Sati{sfactory Unsatisfaotory

of thoso finding J %7 42} (%)
arrangesonts:

Very Satisfactory ) 58.0 36.0 6.0 100
Satisfactory 21,5 70.1 8.} 100
Unsatisfaotory 12.5 55.4 J2.1 100

TABLE XXIII PROBLEMS OP TCO WORK BY AGE

Thie sk va that many of the inhoront problams of TCO work are groatest for the middle
ago groups, 36~50.

% of TCOs considering: Croat Problem Problem No Prodblea Rank Age Group
¢9) 69 %) (%)
1. Contract caployment 36.9 3.5 28.6 100 1 21-35
lacks longer-term
0b security 41.0 1.6 21.) 100 1 36~50
29.1 30.7 40.2 100 1 51-75
2. Annoty about 27.4 40.1 J2.5 100 2 21=35
finding acceptabdble
vacancies in the 28.7 39.8 Jl.5 100 k) 36~50
UK or overseas in 21.7 30.4 47.8 100 3 51=75
your field
). Llack of adequate 29.1 0.7 40,2 100 ) 21-=35
pension provieion 40.2 8.7 3.3 100 2 3650
4. No proaspect of 15.1 25.4 59.5 100 4 21-35
proaotion whilst on
overseas contract 3.1 215 49-4 100 4 3650
5. Little poosibilaty 3.5 10.9 85.6 100 5 21-35
of oxtending your
eocondaent {f you 6.4 13.3 80.3 100 5 3650
are offered a 4.1 8.9 87.0 100 5 51=75

ronowal of your
presont contraot
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TABLE XXIV SATISPACTION WITH SALARY/ALLOWANCES BY AOE OROUP

This shows tho broakdown of satisfaction with ulary/allonncn by brosd age groups.

£ finding salary/ Vory Satisfactory Satisfactory Ursatisfactory Ago Croup
(

allowanoces: €] - ) €9)
2l.1 %9.4 19.5 100 21-35
12.5 66.0 21.5 100 36~50
12.6 11.6 15.8 100 51-15

TABLE XXV SATISFACTION WITH RELATIONSHIP BY ACE GROUP

Thoso soleotod exaaples show the ;Teator satisfaotion with sany working relationships
azong many older TCOs.

firdi
%‘!T‘Hh Vory Satisfaotory Satiufactory Unsatiofactory Ago Oroup
i

o €)) €3] €)) (%)

Britich Mabassy/ 20.6 56.1 23.2 100  21-35

High Coemiseion 27.1 53.0 19.8 100 36~50
49.1 42.1 8.2 100  51=15

Local Countorpart 3l.1 53.3 15.6 100 21-35

Staff 30.5 54.0 15.5 100  36=50
4.9 42.4 12.7 100  51=75

ODA HQ 16.3 55.8 21.9 100 21-35
20.2 55.6 24.1 100 36-50
42.2 44.9 13.0 100 51=15



TABLE XXVI DISTRIBUTION OP TCOs BY PREFERRED FUTURE BEXPLOYNENT

Juat over half of TCOs oxprossed a preference to work again as a TCO.

Preferred Baploymont 2 of TCOs
1. TCO 50.4
2. U¥ Dopartaent 13.2
3. Privato Coapany 10,2
4. MWorld Bank 6.2
5. OSAS/BESS 4.0
6, Buropean Development Fund 3.2
7. Diroot Contract with overseas Government 0.8
8. Other 1.5
9. Not going oversoas 4.0
10. Total 100.0
11. o roply (% of all TCOs) 13.6

TABLE XXVII DEVELOPMENT MOTIVE AND S8PECIAL GROUPS

This broaks down developmont motive by mamdbership of speoial groups.
£ oconsidering ™wanting to assist development” to be:

Very Icportant FParly Iaportant Not Important

(%) (%) (%) (%)
Corps of Specialiste 57.1 39.3 3.6 100
EXBS 38.9 38.9 22,2 100
Sooondod Porsonnel 41.8 4.8 16.3 100
All TCOe 46.5 4.1 9.4 100
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TABLE XXVIII PROFESSIONAL DEVELOPMENT AND SECONIMEMT

This shows the groater iaportance of profossional dovelopacnt as a sotive for
secondod porsonnel.

€ considering "good opportunity to broaden
professional knowledge and oxporionce™ to bo:

Ve Isportant Important Not Important
&; %) &; (%)

Secondod Personnel 63.7 24.2 12.1 100

Others 53.2 29.5 17.3 100

TABLE XXIX PEYSION PROVISION AND SPECIAL GROUPS

The special groups are very guch less worriod over pensions than most TCOs.

£ considoring punoion provioion to bo:

Creat Probloa prodblom %o Problem
(%) (%) (%) (%)
Corps of Specialists 27.3 27.} 45.5 ' 100
EHBS 13.3 13.} 73.3 100
Seconded Personnel 13.5 10.9 75.9 100
All TCOs 35.1 28.2 36.7 100

TABLE XX OTHER PROBLENS OP SECONDED PERSONNEL

This looks at othor particular prodblomo of aocondcd porsonnel.

£ rogarding secondnent extonsion as:

Oreat Problem Problea Ko Prodblea
(%)
Soconded Personnel 1.2 15.9 76.8 100
£ rogarding prosotion prospocts as:
Creat Probles Problea Ko Problea
Secondod Personnel 22.7 31.2 46.1 100
Othors 15.4 21.8 62.8 100



TABLE XXXI BSATISPACTION WITH SAUR\T/ALWA.‘OC

Thio tadlo examinos satisfaction with ulu-y/allonncol aaong special groups.

4 finding salary/allovances:

Vory Satiofactory Satiefacto Unsatisfaoto
%) €9) %)

Corpe of Specialists 11.8 Q.8 26.5
EXBS 2.5 47.1 29.4
Others 15.6 65.8 18.6

TABLE XXXII SATISPACTION WITH COUNTERPART TRAINDO
Again, this is broken down by special groups

4 finding training arrangezonts:
Vory Satisfactory Satisfactory Unsatisfaotory

(%) (%) (%)
Corps of Specialists 15.0 50.0 35.0
EHBS 8.3 25.0 66.1
Others 11.6 53.4 35.0

TABLE OXXIII SATISPACTION WITH WORKING RELAT IONSHIPS
Two working relationships are broken down for spooial groups.

4 finding relationshipi

Very Satisfactory Satisfacto Unsatisfacto
(%) %)

oDA HQ

Corps of Specialietn 21,2 57.6 21,2
EHBS 5.6 T12.2 22,2
Others 2504 5200 22.6
ODA Dev Div

Corps of 8pecialiste 59.0 35.0 10,0
EXBS 18.2 45.9% 6.4
Others 29.0 47.1 23.9
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CHAPTER 4 ISSUES ARISING FROM MAIN FINDINGS AND POLICY IMPLICATIONS

1. The main findings of the TCO survey have been given in the preceding chapters.
The purpose of this chapter 18 to seleot those findings whioh oould or should have
an impaot on ODA policy, and also to consider future ways of improving the planning
and monitoring of ODA manpower aid 1n the light of the survey. Action has already
been taken in ODA on some of the topios covered by the survey and others are
inoluded in the ODA submission to the CSD.

A. THE SURVEY IN CONTEXT

2. There are of course limitations to the use whioh can be made of the survey
results. One problem 18 the 1nevitable bias in a postal survey of this sort, a

sel f=-seleotion operates among TCOs, since not all of them completed and returned
the questionnaire and it seems likely that the more motivated ones took the trouble
to oo-operate. However, the response rate of about 80% was high for this kind of
postel investigation (and inadequate postal services in developing countries
probably acoounted for most of the rest) so this wes not & serious probl em.
Secondly, it should also be stressed that the results we have are simply a "snapshot"
of TCOs as they were around March 1978. The anformation 18 already, to that extent,
out of date and, more seriously, 1t presents only a static picture of TCOs. While
the age dastrabution of gkalls, jobs etc among TCOs gives some pointers to how the
TCO cadre is changing we do not have any hard anformation on trends, and this
dynamic element 18 m.ssing from the report. Proposals are put forward later for

an on~going system of momtoring of TCOs.

3. The report concentrates on one specialised group of experts and the fandings
cannot be related directly to the much larger number of UK staff serving overseas
under supplementation schemes (0SAS and BESS). Although TCOs meet a drfferent need
from OSAS officers there 18 evidently some overlop in personnel and career develop—
ment terms, and 1t 18 significant that 9.4% of the TCOs surveyed worked as OSAS
officers immedrately prior to taking up their post. Moreover many of the opinions
expressed by TCOs about thear working conditions etc would probably be true of

0SAS officers. Neverthelese absenoe of comparable information on 0SAS staff
undoubtedly limts the extent to which ¢on¢ lusiont, regarding the total programme can
be drawn from the survey results, to annex all UK manpower overseas. The possibility
of conductirg a similar otudy of OSAS/BESS officors 1@ being considered.

4e There 1s other source material withan ODA some of which has been used to
supplement or to check the survey findings. Our experience has shown however that
it 18 not always readily avaalable 1n a way that would be helpful for manpower
planning purposes. More 18 said about this aspeot later an this Chapter. The MU
bulletin grves a very broad picture of overall and country trends in manpower
assiotanoce, broken down between OSAS BESS and TCOs, but does nox as yet, glve any
more detarled information (eg occupational breakdowns), although it would be
possible to include such information from data on the Chessington pay-roll computer,
and this 18 being considered.

Se TCO_terminal reporis are & possible source of usefil information whioh because
of time and staff constiraints have not been utilised for general evaluation purposes
as much as they might have been. The relatively unstructured nature of these
reports means that a great deal of work 18 requared to extract anformation from them
in a way that could be used to supplement the survey fundings. Apart from using the
TCOs terminal reports for general evaluation purposnes there 1u also the question of
how the 1nformation might be used bv management in order to monitor projects and
identify inefficiencies and more 18 sa1d about thei ¢ aspects later. Work 1o under-
vway on 2 brief post-assignment questionnaire which will allow an assesement to be
made of each manpower assignment as well as to follow-up trendr in vome of the
variables covered in thio TCO survey.
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6. Manpower Revaews provide & useful source of information on OSAS staff an the
countries with substantial supplementation programmes, but they do not gave much
detailed anformation on TCOs sinoe they are a smaller and more diffuse part of the
ODAs manpower assistance than OSAS staff. Under the newly 1ssued Guidelines for
Manpower Reviews greater emphasis will be placed on the work of TCOs, in relation
to TC as a whole and attempty will be made to interview a selection of TCOs during
the Review.

Te Other reports by advisers (eg Education, NRAG, Medical, TETOC etc) ;ave
information on TCOs working in particular fields, In addition wiserts by PSE and
OMCD give feedback on TCOs' satisfaction with pay and general conditions.

8. All these sources provide a continuous flow of anformation on TCOs,

and the Survey of TCOs 13 best regarded as a one-off in~depth evaluation of all
TCOs at one point in time, &s ceen from their own pornt of view. As such it
complements 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 1t will be important
to different ODA Departments. The 1tems considered below have been selected by MPU
because of their relevance to current policy issues on the planning of ODAs
menpower assistance.

Age Distribution

10. The age distribution of TCOs (111lustrated diagrammatically in Chapter 3) 18

of particular interest. The distribution by age group 1s fairly even, 1t peaks early
in the 31-35 age group, dropping to a lower level in the 36-40 age group and there—
after 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 are

quite young, which presumably refleots the growing demand in LDCs for new and often
specialized skills which they cennot meet themselves. The survey suggests that the
i1mportanoe of the "Colonial Pool" of mature people with experience dating back to
oolonial 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 (1e to have been reoently trained) yet also to have
sufficrent experience to carry out their assignments. It will be interesting to
monitor trends and to see 1f the beiance swings towards the former.

12.  Cere should be taken, however, in interpreting this data. Because of the
"one-off" nature of the survey we were only able to undertake a statio analysis.
The pattern of "“wastage rates" (ie TCOs who do not take up subsequent contracts
overseas) by each age group for example is not available and 1f there 18 a tendenoy
for higher wastage rates among the younger age group, ooupled with any significant
decline in ODA reoruitment of TCOs this could well have a significant affect on the
future 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 their
sk11ls 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 13 significant. (Table XVI Chapter 3), It appears

that from the age group of 31-35 onwards there 1s a s1gnificant increase in

the peroentage of TCOs who have had more than one ODA assignment, 1e a good number
of the younger TCOs are setting their feet on the first rung of a oareer ladder an
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overseas development. This is a healthy sign for maintaining a future cadre

of TCOs but if there were any radical ohange in reoruitment poliocy experience
from other manpower planming case studies shows that 1t does not take long for

a change in wastage rates to oocur especially 1in the 30-35 age group, and to
spread. like a disease to the 40-45 age group, leaving very serious management
problems. Unfortunately the "disease" tends to spread more (quickly among those
occupations for whioh there 1s already some soarcity in the UK labour market and
the affect 18 exacerbated if they happen to be in the 30-45 rather than the 4565+
age group. It should of course be borne in mind that the TCO oadre is dafferent
from most corporate bodies, and wall in 1ts nature have a high rate wastage rate,
with many TCOs turning to other employment on compleizon of their contract.

13, Whle we can say that the age distrabution of TCOs does not appear to present
immediate problems, 1t 18 difficult to decide how satisfaotory a distribution it

18, This 18 because while the survey has yxclded information on the existing supply
of TCOs by age group, we do not have sumile information on the demand from the LDCs
or 1ndeed from possible employers in the U£. In both cases the occupation of the
TCO 18 craticel. On the latter (demand for TCOs) there is very little we can do

an ODA, other than 4o monitor changes in requeste. On the supply s1de 1t should

be possible to make some predictione about future ntocks and plans of TCOs making

a number of assumptions and carrying out tiimple exercit su using the information
already availablo from this survey and elocewhere in ODA. This could give some
pointers to the future availability of T(Ou by orcuvibional category.

Job Structures

14, The job struoture of TCOs is given in Table X of Chapter 1. A wide variety
of jobs are held and only one category (Agronomist) acoounts for over 10% of TCOs
(with a further 3.1% listed as Agronomisﬁ%ela.ted Scientists). The major job
categories which account for 5% or more of TCOs are:-

Agronomist (10, 1%)
Educational Admnistrator and

Non Teaching Staff (7.2%)
Physical Sorentists/Techmioians  (6.6%)
Lecturers (641%)
Aocountants/Financial Experts (5.4%)
Ammal Husbandry (livestook

experts) (501%)
Managers (5.0%)

15« Great difficulties were experienced in tabulating the replies {0 this question,
and eventually an ODA job olassification index was used. Amalgemating these jobs
into broader categories shows the following breakdown covering about two thirds of
the TCOs.

Broad Job Tatle TCOs
Agronomrsts and related

sorentists 13.3
Fducational Staff (teaching

and admnistrative) 13.3
Physical screntists, other life
scientists and technicrans 113



Broad Job Title (oont'd) TC0s

Amamal husbandry/l1vestock
vets brologists and zoologists/ 10,2
dentists and pharmaoirsts

Finance and economios 9.1
Engineering 8.0

16.  For many of these jobs there is a wide range of TCOs by age group. For
others however there 18 a noticable bias towards older or younger age groups

(see Table XI, Chapter 3), Agronomsts, and some other soientafio personnel

are younger than average, Lecturers are mddle-aged, concentrated in the 36=50
age group, and Finanoial Adwisers, Educational Administrators and General Managers
are all noticebly older than average. Again great care should be exeroirsed in
interpreting this informetion. It could indicate one of several things.~ that
greater experience 18 necessary for some admimistrative Jobs, that young soientists
are in demand because of their up-to date skills, or that the Job=breakdown of the
TCO cadre 18 becoming more scirence~orientated (since Yyoung TCOs are closer o new
TC0s). What is defimitely shown 18 that 1f there 15 a continuing future demand
for Physiocal Scientists, Agronom.sts etc then there 18 an existing group of young
TCOs 1n relevant fields and 1f the inflow continues the stock of trained TCOs in
these fields 18 likely to increase, but 1f there 1s a contanuing demand for
Financial Advisers, Managers eto and an 1nadequate inflow of younger TCOs in these
fields the ODA wall have to consider how to eventually replace the older TCOs
currently filling such posts. The reorwitment and training policies towards these
groups therefore would have to be very different depending on what view ODA takes
of LDC future requirements and 1ts obligations as an employer or agent for
assignments overseas,

Commitment to LDC Work

17. One 1tem of major interest is the degree of commitment of TCOs to LDC work.
Indeced one of the objeciives of the curvey was that i1t would indicate o what

extont TCOs appear to rogard their overseau asoignmenis as an interruption of a

UK career or as an integral part of a carcer spent overseas, This 18 relevant to

any oonm.deration of the possibility of confirming future overseas career struotures
for TCOs eg through longer-term contracts along the lines of the Corps of Speoialists.
Apart from the direot 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 eto.

18,  Half of the TCOs surveyed were on their first ODA assignments The average
nurber of ODA assignments inoreased wrth 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 evadent that for most of these older TCOs at least their overseas
oontracts were an integral part of their careers other than indicental. Taking
the TCOs as a whole, half of them hed worked less than 6 years an LDCs, less than
four years being under ODA auspioed. For most TCOs, however, ODA was the main
souroe of work in LDC8 = for 52,3% of TCOu, 80% or more of therr work in LDCs had
been under ODA auspices,
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19, The number of years worked in LICs tends as one would expeot, to inorease
with age. There is a sudden increase in the trend however, between the 41-45
age group, and the 46=50 age group (Table XIII of Chapier 2). This may suggest
that over the age of 45 the presence of those personnel remaining from the
moolonial pool", with long experience of work in LICs, is making 1tself felt.
The fact that the number of years spent working in developing countries rises
steadily from 2.23 for the 21~25 age group to 20.5 for the 61=T5 age group
(Chapter 2 Table XIII) shows that a substantial proportion of TCOs spend a good
part of their working lives oversoas. Table XIV of Chapter 2 shows that about a
third of TCOs have spent over half their working oarecr in LDCs.

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

TCOs. Half of them are on thoir first ODA assignmont, and many of them have little
or no experience of LIC work outside ODA auspices. Howover, among the older TCOs
many have had several ODA assignments and 15 years or more gervice overseas., A
significant minority, 36.2%, have spent over half their career in developing countries
and would therefore seem to have a strong commitment to this type of work. It would
be quate wrong to think of most TCOs as picking up one-off sssignments overseas as

a way of adding some spice of variety to a UK job., A substantial number of them have
dedrcated themselves to a career spent wholly or partly, in developing countries.

The survey therefore lends support 1o the notion that it might be appropriate to
consider a more satisfactory longer—-term career structuro for at least selected
categories of TCOs. It also shows that previous overseas experience is an important
faotor on the selection of TCOs.

Motivation of TCOs

21, Also of interest was the motivation of TCOs. Most TCOs felt that assisting
in the development of LDCs was 1561l a major motive. They wore also attracted to
the overseas environment, and the job itself. The scope to broaden professional
knowledge was a very strong motive for some, though not applicable to all,
Remuneration was not of overriding importance, but was regarded as fairly important
by many. The implication that TCOs are by and large well-motivated, and are
positively interested in LIC anvironments and work, 1s an encouraging one from
ODA's point of view, although 1t w1ll come as no surprise to those in ODA who have
been responsible for recruiting TCOs and have worked closely with them.

29, Tt should be noted that there is some difference between the motivations of
younger and older TCOs., Older 7C0s, are more attracted to 1lafe overseas, presumably
due to previous experience, and are also more interested in assisting LIC development.
Younger TCOs seem to be less altruistically motivated, but have a stronger desire to
broaden their experience, both in terms of laving somewhere new and oxtending their
professional knowledge and experience. (1t is possible that the older TCOs wanted

to create a good ampression, in the hope of getting more overseas assignments but we
are reluntant to discount this as a serious factor). These age diffeorences 1n
motivation may be amportant to recruitment policy, either where ODA desires to f1l1l

a post with a TCO from a particular age group, Or more generally where 1t 18 desirable
to expand the older or younger ranks of TCOs either by design or through necessity.

If for instance there were not enough young entranis %o TCO work, a greater emphasis
could be placed an advertising posts on the scope for broadening professional
knowledge and experience with a view to enhanced pay and career prospects in their
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 influenoed by ODA ~
suoh an the olimate =~ but whioh can at least be highlighed in briefing. Other
problemo, such as the availability of aocommodation on arrival, may be open to
aotion by ODA, although in most cases desks will already be well aware of the
problem. Sinoe conditions vary from country to country, 1t would be advisable
for aotion to be taken only where 1t 1s 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 ciroulated 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 gome expatriates have helped to meet the shortage of English speaking
teachers and any local initiative of this kind might 1tself need support (eg
training and support services) by ODA.

Accommodation 18 generally satisfeotory, but 1ts availability on arrival 1s a
problem for 40% of TCOs, Thise percentage might be reduced with satisfactory forward
planning, or else provision of acoommodation for TCOs may be a matter for discussion
with particular LDC governments before any appointment 1s taken up, thereby reserving
maximum bargaining power and incentive for surtable aocommodation to be located.
Failing any improvement, the point must be made clear at formal briefing so that

the TCO 18 able to adjust his own planning whioh could mean deferring the arrival

of a wife and children until satisfactory acoommodation were found.

Local Schools prove unsatisfactory to many TCOs, either because of quality or because
places are not available. This problem 18 to some extent mitigated by the
satisfactory arrangements open to TCOs to use UK boarding schools.

Arrangements for leave were unsatisfaotory tu one third of TCOs and olearly a problem
which should be investigated in more detail, to i1dentify the specifio problems. It
was not at all clear from the response exactly why 1t was a problem and this may be
one aspect that tte TCO terminal reports will throw further light upon. Several
aspects of gupporting services prove a problem (summarized in Chapter 3 Table VI).
Of these office services such as telephone, typing etc were considered by 47.7% of
TCOs to be unsatisfactory. The availability of vehicles and petrol was also a
prcblem, and 32.9% of TCOs found the provision of tools and equipment essential

for their work unsatisfactory. This 15 a very serious problem, and consideration
should be given to how best 1t can be overccme, either through better kmowledge 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, suoh measures
would undoubledly improve the effioiency of TCOs in the long terms At the very
least there seems to be some scope for improvement in the arrangements for informing
TCOs about existing faoilities for improving support services.
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In contrast, provision for the spouse to accompany, the availability of looal
domestic help, arrangements for UK boarding school, the climate, and accommodation

were all consadered satisfactory, and these ocould be used as plus points when
advertising TCO jobs., The favourable comments on work responsibility, job ohallenge
etc summarized in Table II of Chapter 3 could be similarly used.

24. Training emerged as a disappointing aspect of TCOs' worke It was apparent
that meny appeared not to be direotly involved with this aspeot of their work (30%
dad not respond to a question on satisfaction with counterpart training arrangements)
and that of those who pursued 1t found arrangements unsatisfaotory (this was
true for gn;;yof TCOs who responded to the question on counterpart training arrange-
ments). This should be a cause for mich concern in ODA beocause the Polioy Board
has decided that training should be the priority objective of TCOs but also beoause
of the 1mplied loss to LDCs sinoe skills are not being efficiently transferred.
This 18 particularly serious in the current financial situation, where there mey
be cuts i1n UK traiming aid. Unsatisfactory training arrangements may also be a
contributory factor behind lack of job satisfaction among TCOs, sance the tables
show that there 18 a direct connection between satisfaction wath 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 importanoce of training
in the TCOs role, and the effeotiveness of these measures should be carefully
monitored.

25. The conclusion 18 that improvements in training arrangements may bring about
an increase m T0s' job satisfaction and their value to LDCs, Perennial prollems suoh
as lack of counterparts for traiming are outside of ODA's daireot oontrol, 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 referenoce for particular jobs, and in TCO# briefing, Finally, while 70% of TCOs
responded to a question on arrangements for advising the British Counoil/ODA on
training needs, almost 30% of those responaing found these arrangements unsatisfuctory.
It 18 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
asslgn some responsibility for improving TCOs' training arrangements to a post suoh
as regronal 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 surtable next vacancy, were the most important; 70.9% of
TCOs felt that the former was eirther a great problem or at least & problem, and the
lack of adequate pension provision was a great problem for over one third of TCOs,

27. These worries indiocate the diffioculties that arise for TCOs through the lack
of a stable oareer struoture with ODA ain their dhosen field. It should be remembered
that these very high figures for TCOs worried by the lack of longer term job
security have oome from a survey of TCOs in post, wrthout 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 qualified TCOs, thoso who can readily got 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 1t 1s at least a feasible interpretation.

In either situation the results highlight the importance of the present review an
ODA of possible ways of improving the the career development, job security, end
pension provision for TCO-type personnel (see OMCD's Review of Manpower Aid of

May 1979)«



Working Relationships

28. Another important finding of the survey concerns TCOs' working relationships
with LDC Government institutions, which are reported as being poor. It 18 not

always clear from the response as to the precise reasoning behind the dissatisfaotion
and one suspects that the fault 18 not always (or even usually) on the TCOs sidel

It might be that ODA can do lattle about this finding but much will depend upon the
reasons 1n 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 compleints during their assignment 1t 1s unlikely that improvements will be
effected., The responses about working relationships with ODA Development Divisions,
O0DA, British Embassies 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 18 not possible to identify the precise reasoming behind the
difficulties experienced in each case but 1t 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 '"lieison officer" function
since TCOs may either be unhappy or unable to make complaints through the exasting
channels. Given that TCOs are such a scarce commodity and in view of the motivation
factors i1dentified there maght be both longer term and cumulative savings to be made
from flexable trouble-shooting arrangements. It 1s certainly an aspe~t worthy of
attention,

C. POLICY RECOMMENDATIONS

29. Several different policy recommendations emerge from the findings highlighted
above., Some of these relate to ODAs policy towards technical cooperation and
personnel. Others refer to the need for improvements in monitoring, management and
planning of the TCO (and other) cadres by ODA, Many of the speoific 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 1n 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 ncu available on the existing cadre of TCOs by age, sex, skills
etc 18 not being matched adequately to information on the demand for TCOs from LICs.
Precise information on future demand by LDC's 18 not likely to become available but
as a second best monitoring of new requests and of new posts filled would give some
1dea of the trends in demand. -

32. Such 1nformation on demand could be supplemented by assessments of future
requirements from advisory personnel (and in due course, also of supplemented
personnel) taken from advieers reports and manpower reviews. Combined with the
momitoring 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 thas
anformation on supply should include stocks of OSAS/BESS as there 18 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 LICs,
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 TCO
posts. This coupled with information on termination detes would allow ODA to
inform in advance those TCOs looking for further acsignments and a career
overseas., In career planning for TCOs it might even be possible in vomo cases
40 provide short term and relevant training betweon ussignments. This would
all help to reduce the TCOs' anxieties over future job prospects that became
apparent in the survey,

ce 1n general, earlier identification of a potentiul mismatch between the
supply and demand of TCO skills should also feed back into recruitment a.nd/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 basio sources would be,

a. supply - taken from the information now available from the swrvey: plus somd
continuous momtoring of those joining and leaving the TCO 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, supplementod 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/LIC requirements for 6 months ahead,
but spotting areas of longer term recruatment or termnation diffioulties in
order to make some forward adjustments in ODA action.

d., this information and some of the above propecsals would be of more value if
the collection and use of the information were extended to all supplemented
personnel irrespective of the particular uvcheme.

34. It would be fitting 1f this section were to end with a warning. Any procedure
designed to enable a more centralised and cystematic flow of data on manpower to be
supplied to ODA management cannot be regarded simply as a trivial exercices ODA
management must ensure that the introduction of any new data retrieval system will
be readily accessible for meeting the needs outlined above, This 1n turn means
ensuring that the correct information 18 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 admimstration of overseas personnel.
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MINISTRY OF OVERSEAS DEVELOFMENT

Burvey of T0's and their Views
on Technioal Cooperation

Questionnaire to all
TCO's in Post

The answers which you give in this questicrnaire will be
confidential to the ODM in London and no record of any
of your replies will be entered on your pewsonsl file.
The completed questionnaire will not be seen by anyone
in your country of service.

Manpower Pilanning Unit
Ministry of Cverseas Develorren:

Eland House
January 1978 Stag Place

London SW1
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PART 1 - BACKGCROUND INFORMATION Please

ring

The purpose of this section is to odtain data on
TCOs' previous experience bdoth at hooe and abdroad.
Although you might have given OIM this information
previously, we would be grateful i{f you could
repeat it here please,

Q1

a. Mane {n full (dlock capitals, surname first
please):

b, Present oountry of eervioce:

Sex Male 1
Temale 2

Vhat vas your age last dirthday?

Present marital status:

Married and acoospanied by spouse
Married and unacoocpanied by epouse
Single (inoluding separated, divoroed, widowed)

AV N

Please oirole the nuadber of childres if you have
any in each oategory»

a. Bo Children . o
b, Children normally residing vith you at posts
aged 0-5 1 2 3
aged 6-11 1 2 3
aged 12-17 1 2 3
aged 18-21 1 2 3
aged 22¢ 1 ? 3

0. Children not normally residing vwith you at
post (eg at a UK doarding school), or
wbolly independent of yout

aged 0-5 1 2 3
aged 611 1 2 3
aged 12-17 1 2 3
aged 18-21 1 2 3
aged 22+ 1 2 3

CARD 1

5-6

14

16
17
18

.(”7,'




PAR? 1 - BACKCROUND DFORUTION Plesse

ring

The purpose of this section e to odtain data om
TCOs* previous erxperience bdoth at home and adroed.
Altrough you aight have given OIM this informatics
previously, ve wvould de greteful {f youw oould
repeat 1t here please.

Q!

s. Jlame {n full (dlook capitale, surnmame firet
please):

b. Presemnt ocuntry of service:s

Sex Kale 1
Pemale e

Vhat vas your age last birthday?

Present marital etatus:

Narried and eocoompanied by spouse
Narried and unaococospanied by spouse
Single (inoluding separeted, divoroed, vidowed)

N -

Please oirole the pumder of ehildrem L{f you Mave
any in esoh categorys

a. Bo Childaren ]

b, Childrem pormally reeiding vith you at pest:

aged 0-9 1 2 3
aged 611 1 2 3
aged 12-17 1 2 3
aged 18- 1 2 S
aged 22¢ 1 2 b )

e. Children pot norually reeiding with you at
post (eg at a UX doarding echool), er
wvbolly independent of yous

aged 0-5 1 2

aged 6-11 1 2 3
aged 12-17 1 2 3
aged 18-21 1 2 )
aged 22¢ \ 2 )

CARD 1

56

10
11
12
13

14

16
1k
10




Qo

Qualifications odtained by examioation
(please ring the codee for sll the qualifscstions
you have):

Rone

City and Cullds certificate, ONC, OND, INC, TOND
Clericsal), comzercisl, or dook-keeping oertificate
Recognised trace spprenticeship completed
Bureing, parasedical qualification
Teaohing certificate ?10 belov B E4 degree)
Univereity diploza -

. degree §ﬂrn)

- degree (higber)
Membership of Professional dody (eg Banking,
Surveyirg etc)
Other (please otate)

Whioh foreign languagee do you have & seund
vorking knovledge of?

Sooe
Aredieo
Prench
Spanish
Sahily
Other (please otate)
Bave you ever received any of the folloving
OIM eponsorships or awards
(please ring the codes againet any you have
received):
Baturel Resources Postgresduate Studentship
1n-Service Training Sohene
Education Levelopment Avard
Teacher Refresher Couree Scheme
An OIM Research Crant
ODI Muffield Foundation Studamtship
' Booe of theee

1f you are preesently serving wmd.«r ¢ither of
the folloving schemes please riny the ombder
alongeide:

Expanded Eome Dase Schene

Corps of Specialiste
Belther

Are you presently eerving wnder seecnd
toTan?
Yoo
Bo

If "Yee® please state here your parent bedy:

Please

riag
oods

B WAN 20O - PO WN -2 O

ORI \WN »

ON -

19

2

23


http:Momberh.ip

11, Ve are intervsted (n building up & ploture of the kinds of careers TCOs have had, particularly as regards thelr previouns
Could gvu please provide the folloving profile of your career to date in chronological order (ending

overeeas assignments,
vith your precent appointment

Please use the continuation sheet overleafl if necesoary.

CAXERX TO DATE SINCE LEAVING SQMOOL

OVERSEAS

APPROXDUTE DATES UK: Please give an ocutline -

CRIDDC ACDRYY KDIISTRY O8
) chrooological order) :':‘m'o::.uoo.-plo:- (eg TN, ODM, ?E‘l';“f’ AFY 308 TrTLE axp | DFT_TO wiacH
¢ foreign govt, oto) . DESCRIPPION ASSICYYD

private cospeny) (1f any)

—

o




CAREZR TO DATE SINCE LEAYINO SCBCOL

OVRRSEAS
APPROXDWUSTE DATES UX: Please give an outline WINISTRY OR
in chronological order) | of further educatiocs esploy- STNDING ACKCY SCHEIYE 1P ANY 0EPT 10 WMICH
®ent, other eto (er ON, OM, (eg 0SaS, BESS | coowrry | Jop Trrie asp| Sl 0o0
foreign govt, otc) DESCRLPT1OM (1f any)
private coopeny)




PART II - OPINIONS SURVEY

Thie section asks you for your views on your
work, and on living oversess. Please feel
free to add any remarke after any question,

Unlecs othervine statod please ring the oode
for each subqueation as appropriate; you
aay ring sore than one code if applicabdle.

Q2.

Going to work overseas is quite a major
deoision for ncaeone to take, Could
you ploase ring the codes against each
reason to {ndicate hov important it
vas vhon you deci{ded to acoept your

Present posting?

a. Positively .nttmtod to um and
vorking {n a developing oountry,

b, Previous good experiences of work
or travel overseas,

o. Others spoke to you favouradly adout
vorking overseas,

d. Vanting to experience other places
and oultures.

e. VWanting to aseist the development of
developing countries. -

f. A good opportunity to drouden your
professional knovledge and experience.

§. Better reaunsrsation than {n the UX,

h. VWanting & ohange from your UK living
or vorking enviromment.

1. A feeling that you would bave greater
direot responsidility vhen working over-
seas than in the UK.

Jo Believed there vas more soope to use
your initiative vorking overseas than
in the WX,

k. Other (please state)

Yoy
important important important

1

Please
ring

Fairly

2

Not

3

CARD 2

10

1

12

13
"




Q3

Q4

[ 1Y
|

v,

4.
[

£,

The everyday vork of a TCO has its advantages and
dravdacks, Please indiocate by oiroling the
appropriate codes hov trus you find the folloving
factors in your own case!

Your vork ie more challenging than im the UK
You have greater responsidility than in tho x
You have good scope to use your initiative
Your input into your projeot is vortbwhile
Other (please specify)

Vozking overseas has loager-term implicaticns,
Pleaso indicate by ciroling the appropriate ocodes
bov much of a prodlem you regard the following
faotorss

Contreoct employsent lacks longer-texm jod

Axxziety adout finding acoeptadle vecancies ia
the UK or overseas in your field,

Little possidility of extending your seocndment

Yoo

- e b o -

A great

prodlem prodles jprodles

1

1

4f you are offered a reneval of your present comtreot, 1

lack of adequate pension pxovisiocn.

Bo prospeat of promotion vhilst on an oversess
oontrect,

Other (please specify).

1

Bit

Some-

vhat Jo
2 3
2 3
2 3
2 3
2 3
A Bot a
2 3
2 3
2 3
2 3
2 3
2 3

\?

ra



Q15 uiving overceas has its advantages

end dravdacks. Pleare indicato dy
ofroling the appropriate codes how
satisfactory you rogard the follow-
ing faotore

a. The acooamodation provided

b. Availadility of accommodation
on your arrival,

o. PExistence of sooial and
leisure faoilities

4, Medical Care
o, Awvailladility of domestio belp.

f. Availadility of ehopping
tuollitht.

8. The olimate
h. The travel opportunities
i. Salary and allovances

3. Arrangements for leave

k. Provieion for spouse to aococapany
you,

1. Availadility of good local schools,

8. Arrungenents for boarding school
education in UK, -

n. Possidilities for spouse
odtaining work locally.

0. Other (pl?uo speoify).

Yoy
satiefaotory

1

Please
oode

Satisfaotory

~N [ ] NN N N

N

Unsatis- Not

feotory applicabls
3 4
3 4
3 4
3 4
5 4
3 4
3 4
3 4
3 4
5 4
5 4
3 4
3 4
3 4

-3 4

DY

26

7

28



Please

oode

Q16. Training should be an important part
of the work of msost TCO's:

Yeory Unsatis- Not
satiefactory Satisfactory feotory applicadle

a. If you train one or more

ocounterparts on-the-jod how

satisfaotory are the arrangesents

for doing thie? ) 1 2 3 4

Y. If you trsin people other than

oounterparts on-the-jod, hov

satisfactory are the arrangeaents

for doing this? 1 2 3 4

0. In addition to on-the-jod

training, if you do have any clase-

To0m Or eizilar formal training,

hov eatiefactory are the arrange- :

ments for this? 1 2 3 4

4. Hov satisfactory are the

arrangeaents for you to advise

the British Council and/or OIM

on training needs in your secotor .

of the country? 1 2 3 4

e. Ve would de interested {n any
further remarks you oay have
adout your role in Training’

A\




R17. In your present jod, hov satis-

faotory do you find the supporting

services (if appropriaste)?

Provieion ofs
a. A vehiocle
b, Petrol and repairs

0. Tools and equipment
ossential for your vork,

d. 0ffice sccommodation

o.‘ 0ffice services (e
typing, telephone, ctog

f. Other (please epecify)

Very -
satisfaotory

Please

ring
ocode

Satisfactory

Unsatie- ot
faotory applicadle

3 4
3 4
3 4
3 4
3 4
3 4

45

148

47
48

49




Please
.ring
oode

Q18. 4As a 7CO how satisfactory do
you {ind the following relation-
ships in your present pocting?
Ploase ansver with your wvorki
rather than social relationshipe

in aind,
u::gutory Satisfactory UI::::. l”:io:lblo
Your relaticnship with:
a. O HQ in London 1 2 3 ‘
b, OINM Development Division 1 2 3 4
o. OIM Solentifio Unit(s) 1 2 3 4
d; British Embessy or High
Commission, 1 2 3 4
. British Cownofl 1 2’ 3 ¢
f. Pritieh Volunteers 1 2 3 4

€. Yolunteers from other
countries. 1 2 3 4

h. Other dilateral and sulti-
lateral aid persomnel you
enoounter in your work generslly, 1 2 3 4

4. The institution for wvhioh

You are presently vorking in

ths developing country. =1 . 2 3 4
3o local counterpart staff 1 e 3 4

k. Government institutions in )
the developing country generally, 1 2 3 4

Please add any remarks on
vorking relationshipe:




Q19.

If you vere to vork overseas again
which one of the following employers/
type of contraot would you prefer?

a. Hot going to seek another overseas
oontrect,

b As a TCO

0. 034S or BESS(OIM)

d, A UN Department

¢. \Vorld Bank

f. Baropean Development Pund

8. Direot Contreot v.tth overseas government
h. Private oompany

1. Other (please speoify)

For your choice in questicn 19, please ring

up to three reasons vhich you felt were the
most isportant vhen making that choioes

a, You would have better back-up in your work,

b. You would have more soope to da fulfiling
wvork,

0. There would be greater opportunity to
troaden your experience.

4. You would make a more useful oontriduticn
to the country's development.

o, There vould be better comtimuity of
employnent contraote,

f. It offers the best career prospects.
8. Other (please specify).

Plesse
ring

o 3 OO0 v &6 W N

Please go %0
next page
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Please feel free to add anything else here.

Thank you very muoh for Your assistance,

A



