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PREPACE

Rach year the Overseas Development Administration (ODA)
comxissicns s number of ex-post evaluation studies vith
two aims in mind; firstly, to assess the effectiveness
of its aid activities and secondly, to learn lessons

for improving the effectivensss of futurs aid activities.

This evaluation is cns such study.

Bvaluation studies are undertakex by individuals or by
teans especially recruited for their particular kmowledge
with Tegard to the subject under study. Sometinss these

teams vill {nclude perscnnel from ODA (increusingly
teams are 2 aix of ODA and external persommel).

In-.all cases the xrepoxrts and conclusions are attributadble
to the authors, vho are finally responsible for their
contents, and not to ODA.

Evaluation Unit
Marpover and Evaluation Department



RECRUITMERT -~ AN EVALUATION OF CERTAIN ASPECTS OF OIM'S
PROCEDURES BY THE MPU

INTRODUCTION

1. As part of its contipuing programme of evaluaticn and review
of various aspects of OIM's tachnical assistance progremme, the
MPU (4in conjunotion with the relevant Departmeats in OIN and with
T2T0C, IUC, and the British Council) organised during 1975 five
surveys of various aspects of OlI's recruitment procedures.
Rather than distribute these reports separately, it has been
decided to treat them 2s a whole, and this first seotion summar-
ises the main points arising from the five surveys and lists the
principal recommendations.

MAIN TOPICS COVERED

2., The five studies were designed to throw light on the
following questions:

(1) Are OIM's recruitment procedures capable of ensuring
that there will be an adequate supply of experts
available in the RNR field to support the new rural-
oriented. aid policy? (Report No. 1, by I Brunskill).

(2) In the same context, is the Natural Resources
Studentship Scheme acnieving its purpose of increasing
the supply of trained people in agriculture and
patural resources?(Report lo. 2,by C Plemming).

(3) Is the OM doing enough to encourage ex-volunteers to
apply for subsequent posts overseas? (Report Ho. 3,
by C Healey).

(4) In view of the difficulties ODM bas encountered in
£111ing TA posts for engineers, is there anything more
OIM can do to encourage eagineers who have already
gerved abroad to take up further overseas appointments?
(Report No. 4, by C Healey).

(5) Is there anything OIM can do to reduce the rate of
withdrawals of applications on the part of people who
have applied for overseas posts? (Report 0.5 by ?.Black-
ford).

MAIR PINDINGS AND RECOLMENDATIONS

(1) Recruitment of RNR Personnel (Revort Ro. 1)

7 (a) OIN should increase incentives for applicents with
children to work abroad (para. 5).

(b) OIX! recruitment procadures are weak with respeot to
the re-recruitment of experts who have already served

terms overscas. Iin partioular, OSRB and O -
/Appointments
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(2)

Appointments Officers should ocarry out a further
review of their present systems of alerting returning
experts to the fresh openings abroad that may be
available to them., The OIM should take positive steps
to reappoint returning experts (para.14).

(¢) The OIM should reinfaroe its support for those
universities which give training in the HNR field

(para.16).

(d) The OIM should make use of ths PAO Assooiate Bxpert
Schemes (para.18).

Bffeotiveness of NRSS ag an Avenu of Reoruitment (Report
0.

(e) To avoid students being rejeoted for overseas posats
after graduatug, the OIM should give more encoourage-
ment to LDCs to acoept NRSS students, even though
they may have bad 1little overseas experience.
Alternatively, the OIM should arrange for NR3S
graduates to work alongside experts abroad 8o that
they can gain the necessary experience (para.1.5).

(£) More efforts should be made to attraot ex-V30a and
supplemented staff into the KRSS socheme, as thsy
gligady have useful overseas experience (parasl 6 and

(g) OIM should take the {nitiative in trying to allooate .
RRSS students to overseca posts before they complete
their oourses, to avoid frustrating delays. Lists of
vacancies should de oiroulated to gtudents before
thay complete their courses (pars.2.3).

(h) The OIM should keep records of those students who
complete one tour but do not take up a second one
under the auspices of the OIM. 3Juch students may
well have gone overseas 08 alternative arrangements,
and it is important for an assessment of the effective-
ness of the NRSS for OIM to lmow about this (para.l.4).

(1) A oard index should be kept of KRSS personnel (and
possibly others) working overseas, and lists of
vaoancies overseas should be oiroulated to them before
they are due to return to the UK on completion of
their assignments (parss. 3.5 and 6.1).

(3) Bx-Vdlunteers (Rgport No. 3)

(J) The standard letter sent to returning VSOs needs to
be amended in ways suggested in the report. It would
be better for the letter not to be sent to the VSOs'
home addresses in the UK (because they often get lost)
but to their overseas addresses before they retura
home (para.i2).

/(x)



(k) Vacancies for overseas posts should be advertised
not only in the traditional newspapers dut also in
the Sun, the Daily Mirror, and the "New Civil
Engineering” in the ocase of teohnical and
agrioultural posts, and more use should be made of
thes VSO organisation's own pubdblications. OIM should
pay for a specisl sugplemantary Job Vaoanocies Sheat
to be circulated with "Orbit" ia April or June each

. year (paragraph 13).

(1) OIM leaflets should be wade available to all sending
agencies. ’

(m) The ODM i1s falling to make adequate use of the
reservolr of skilles represented by the returned
vS0s. It should ask the sending organisations for
names and addresses and clear details of all VS0s
who are due to return to the UK (paras 14-16).

(4) Bngineers Completing a Period of Service Overseas (Report
N0,

(n) Career security is the most important single factor
affeoting the willingness of returning engineers to
accept further assignuesats abroad (i.e. it seems to
be more important than salary levels), and the OIM
should provide more information on job opportunities
and home-baged posts. There is evidence that the
home-bage scheme is the preferred solution to the
problem of job security ?;ms.z(iv) and 2(vi),
4(141) and 5(I)(1)).

(o) OIM should consider giving more training between
tours and refresher training on return to the UK
(paras 4(111) and S5(I)(1)).

(p) OIM ehould improve its contacts with, and its support
for, engineers serving abroad (para.4(iv)(a)).

(q) OIM should do what it can to effeot some improvewent
in the standard of housing of engineers serving abroad,
whichis below the standard of that provided by private
oogpt;x(:%gs); or by international agencies (para.4(iv)d
an .

(r) OIM should provide more information about job vacancies
to engineers completing their tours, e.g. through the
BP0 Gazette and through trade magazines taken by
officers in post: it should also give more accurate and
oandid information on job requirements and on living or
working conditions in posts ?pam.4(v)(b) and 5(I)(11)).

(a) OIM snd OSRB should review their present arrangements
for maintaining contaoct with officers once they have
returned from overseas. Records should be kept in OIM
of all persons on TA or supplementation sohemes,
regardless of who initially recruited them (para.5(I)(44).
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(5) Persons Withdrawing Applications for Posts Overseas
(Report No. 5).

(%)

(u)

(v)

(w)

Delays in the recruitment procedure are a ma jor
reason why pecple withdraw, and the proceduree could
be speeded up if the resources were made available to
the recruiting agencies (paras 2, 10 and 11).

lack of a career structure is another ma jor factor =
this highlights the need to improve career security
e.g. by enlarging the Corps of Specialists and the
Home-Based Scheme,  better job-placement facilities,
re-training schemes and the like (paras 3 and 12).

Salary is also a significant factor but it seems that
only very large differences in salary would have
cagsed)applicants to change their minds (paras 4, 13
and 14).

Too little information about posts is given to
applicants at interviews and at other times in the
recruitment process. Once an offer has been made, an
ODM officer should be nominated whose task it is to
answer any queries the applicant may raise before he
takes up his appointment %paras 5 and 15).

(x) Developing countries which are large users of

supplemented staff should be encouraged to launch
tgﬁir own recruitment drives in the UK (paras 6 ‘and
16).
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A SURVEY OF OD¥'S RECRUITMENT OF PERSONNEL INTO RNR DISCIPLINES

INTRODUCTION

1. Background: MPU and other interssted Departsments within ODM have becoms
inoreasingly concerned at:

&, The apparent failure to match recruiting performance with the number of
requests from developing oountries for sidilled UX personnel,

b, The additional demand for skilled UK personnsl in RNR disoiplines that is
likely tc be generated over the next few years as a result of the rural developaent
forms of ODM's new aid strategy, ,

2, Objectiveg: to gain knowledge of the qualifications, experience and age of the
new entrants into the stook of Renewable Natural Resources manpower, with the aim of
asoertaining whether there are amy significant factors or trends in the intake and to
propose volicies to improve recruitment.

3» Summarised Conclusions: None of these are particularly startling or new, but
serve to reinforce impressions that appear to be quite widely held in the Office, It
is suggested that recruitment performance oould probably be improved by:

e, improving the procedures whereby those who have previocusly worked for ODM
are re-circulated into new overseas appointments.

be additional messures to increase the size and efficienocy of ODM's "internal
lsbour parket® - ie, inoreasing the number of RMR studentships; increasing
recruitnent efforts aimed at ex-V80's; involvement in the FAD associate expert
schems; increesing the amount of support to those universities producing skilled
personnel for whom dezand is partisularly acute.

¢. improving terms of service to oreate additional incentives geared to attract
sarried people with ohildren,

SCOPE_AND DETAILED FINDINGS OF THE SURVEY

4. Coverage: The study covered all new appointmwents in both 0SAS and TAO scheses
from July 1974 to Maroh 1975 inclusive. The oategories selected in this survey were
both professional and sub-professional agriculturalists, forestry and fisheries, other
agricultural staff and finally land surveyors. Out of the total number of 0SAS new
appointzents, only nine entrants came under the heading 'sub-professional’. A similar
breakdown between professional and sub-professional 1s not available for TAOs but as
Ti0s tend to be more specialist, the new entrants are more likely to come under the
professional heading, The nuaber of TAOs (88) employed compared to (59) OSAS
appointaents. This supports roceant findings (see Table I) that the number of 0SAS
sppointments are falling, while TAD appointzents are rising, This could firstly be
due to the fact that TAO assignments are for shorter periods of time, and secondly,
to the policies of localisation of less specialized posts, which are mors likely to
come under 0SAS,

/Marital



Marital Ba und and Age

5. Difficulties in reoruiting stalf to work abrosd have often been explained by

the problems that married expatriates with children may face while in developing
oountries, This survey indicates that ODM has been quite successful in attrasting
new appointees who are sarried and have children, But at the same tize, it is also
suggested that recruitment is to some extent affected by the problems facing married
people with children, because fewer new reocruits are married and have children than
one might expect, given the age of these reoruits, Thus, Table II shows the marital
background of the new appointments: Just over 708 of entrants are married, of whom
66% have children, To assess the significance of these figures, an age-grouped
figure ranging between 30 and 44 yeurs was compared with a similar age range in the
total UK National Population, as shown in Table III, (This age range was chosen
because it was thought that people between the ages of 30 and 4L nay be expected to
face difficulties with regard to children and schooling.) The coamparison showed that
a smaller percentage of the new appointees were married than those in the same age
group in the UK population, and, even more clearly, that the married new appointees
are more likely to be childless than those of a similar age in the UX national
population, One possidble conclusion is that ODM might be able to widen its reoruitment
net by dramatically incressing the incentives for skilled personnel with ohildren to
work abroad,

6. It has also veen thought that difficulties in recruitment may become more severe
over time because an inoreasingly szall pool of UK manpower with overseas experience
is available to draw upon, due to the retirement of those who at one time worked
overseas or in the oolonies, However, this survey indicates that the nsw sppointees
are relatively young, and therefore capable of working abroad for ODM for some time,
Table IV, showing the age range of the new appointees, demonstrates about 56% of the
total swrvey are under the age of 4O, TAOs are more evenly spread over the age range °
than 0SAS people ~ indeed there are 13 TAOs over the age of sixty. This oan be
acoounted for by the nature of TAD appointments. As already stated TA0s are generally
highly specialized and experienced persomnel who are often seconded abroad for short
periods of time, (Approximately 368 of all _AOs in this survey were on short-stay
assignments - ie of leas than a year), It ia of interest that nearly 75% of 08AS
personnel were under 40,

Educational Qualification and Previous Work Experience

7. Table V gives the educational background of the enmtrants. It oan be seen that
95% of all entrants either had a diploma, certifiocate or a degree. Nearly 50% of the
entrants had completed some form of post-graduate study, The small nusber of TAOs
with no qualifications were in the 50 + age group; some had gsined experience through
many years of work, others had attended courses but either failed their diplomas or
taken courses that did not, at the time, lead to any significant psper qualifications,
Those 0SAS people with "no qualifications” were under 45 years old,

8. 12% of the total number of new entrants had received Natural Resources Studertships
from ODM, It should be remembered that the NR Studentship scheme did mot start until
1963, and was then only open to University leavers; it did not broaden out to mature
students until the late 1960's. Thus, many of the sample in this survey would have
missed this opportumity for post graduate study due to the age range covered, One may
therefore conclude that NR Studentships are cspable of playing a significant role in
widening the availability of qualified personnel whom ODM can recruit, (MPU has
undertaken a separate study of the KR Studentship scheme the rusults of which will
shortly be oirculated),
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9., Also, if one sppreciates that the VSO scheme only became fully operational in
the mid 1960's, the faot that about 108 of new appointees were ex-V80's, suggests
that in future the growing pool of ex-V80's sbould provide an isportant source of
recruitment for rural development experts. (Again, MPU has prepared a paper on the
reoruitment of ex-volunteers for work abroad which has alresdy been given a limited
oiroulation,)

10, The most significant finding regarding the previous work experience of the new
sppointees is that 56% of the sample had worked for ODM before rejoining in the
period studied, Pirst time ODM appointees, i¢ those who have never before worked for
ODM, number 65 of those surveyed - 37 TAO and 28 0SAS appointees., It follows that
ODM's reliance on reoruiting fros a pool of labour that has experienced working with
ODM in the past is slightly more marked in the case of TAOs than in the oase of 0SAS
personnel, Clearly, this overall level of reliance on "re-recruitment” to fill RNR
indents should be reflected in any policy imitiatives that are taken to improve
reoruitasant performance,

11, Table VI breaks down the previous work experience of all the new sppointees
surveyed according to whether they had experience in the UK, overseas, or both overseas
and in the UK, or finally, no employment experience at all, MNore than half of the
sample, (83), had worked both in the UK and overseas, the remainder were almost
equally divided between those who had only worked in the UK and those who had only
worked overseas., It is possible to present a few more faots about that category that
had worked abroad as well as in the UK:

a, About 80% had held an ODM appointaent befeore.

b, 21 entrants had initially worked in the UK and then taken up an appointment
overseas, Of this group of 21, 8 had done two or more appointmsnts overseas
without returning to work in the UK, The remaining 13 entrants in this categary
had only done one appointment overseas prior to their recruitment in the period
under study.

0., Another zroup of entrants, numbering 2L, consists of people who have only been
able to work abroad intermittently. While L meabers of this group are oomnected
with a home base soheme, the other 20 appear to highlight ons of the oriticsl
recruiteent probleas facing ODM - they appear to have worked in the UK as a stop
gsp between overseas appointaents; the length of time between the overseas
appointments which they have held has rarely exceeded five yeoars,

d, A further 20 entrants who had experience of work in the UK as well as abroad
had been involved in short-term assignaents.

12, It would be useful to emphasise the importance of rapidly re-ciroulating experts
between appointments by showing, in detail, that a large number of sppointees had had
to walt for lengthy and frustrating periods in the UK while searching out suitable
ODM-financed employment openings abroad. It was not possidle 1o extract from the
‘files dstailed work histories for all of the relevant appointees, Nevertheless, the
files did contain concrete evidence showing that at least 10 appcintees had spent
fairly lengthy periods in the UK between overseas Jobs, during which they were

unesployed and/or searching for re-assigmments abroad,

1). Table VII shows that a rather large mumber of entrants have spent a consideradle
proportion of their working life abroad, Although only a sub-sample of entrants are
covered in the Table, it can be seen that mearly 70X of the officers had spent more
than 80% of their time abroad. In this group 41 had spent their entire woricing lives
overseas, However, out of this 41, 22 officers had only served one or two tours,
Three afficers had spent their time in the UX unemployed and/or looking for overseas
appointments, In each case the length of time between assignments ranged from 6 months
to a year, With regard to the 11 officers in the §0-79% range, L had spent their time
in the UK unemployed and looking for overseas posts - again time between asaignments
was spproximately one year in length, In the 40-59% range two officers belonged to the
hope base scheme, three had been employed in the UK by private firms and the remaining

/two
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two were ocontinuously ohasing ovorseas posts. The officer who had spent only 22% of
his time overseas had worked for private industry in the UK, No eviudenco is
available as to whether this officer was interested in overseas posts during his work
tise in the UK, It could even be that ODM oontacted him when this post becaae
available as he was a speoialist in his field,

1. The examination of the correspondence on the personal films of new sppointees
also suggested that .t was the machinery for the re-appointment of experts that might
be 8 weak point in thc ODM recruitment process. It appears that there are two

seotions dealing with the reappointment of returning officers, firstly the sppointments
officers themselves, and seoondly the Overseas Resettlement Bureau, The OSRB sends
out letters to all TAOs and 0SAS people approximately three months before the end of
their oontract, This advises the reoipients of the existence of this bureau and its
assistance available in finding fresh employment either in the UK or overseas,

Howeve>, to be eligible to register with ONRB, 03AS personnel require not less than
two norcal minimum tours abroad, while TAOs require not less than three years servioe,
This elli'‘nates many of the younger people in this survey, The response rate of 35%
which OSRB gets frca all letters sent out to 0SAS/TAO personnel could reflect the
non-eligibility of these people. OSRB does offer firast tour people the servioce of
informing the Recruiting Departments of ODM and/or the Crown Agents if the officers
concerned wish to change their appointments after the end of one tour, There seems

to be limited liaison between OSRB ard the appointments officers, It was notioed

that many times officers already registered with OSRB were writing in for details of
posts advertised by ODM and were then sent details of these posts. To try to

eliminate this probleam OSRB has begun (March 1975) to send round sonthly lists of
personnel on their books to the appointments officers ~ the effects of this move

have still to be gauged, On the other hand many returning experts write to the
appointments ofi'icers up t0 several months in advance informing them of their ooming
availability, On several occasions officers have been asked to write again nearer the
end of their contrast, as it is impossible to forecast future job possibilities, .
Eventually their names are logged at ODM for future reference., The chances are that
they will already be registered with OSRB, This informal system will also take into
account those who do not qualify to be registered with OSRB, The appointments offioers
also have a monthly meeting to check the people in their 1lists against the indents,

It would seem & good idea if a representative from OSRB ocould regularly attend theue
meetings and 50 improve liaison, However, it appeared from the files that it was
continually up to the returning officer to keep in touch with ODM for future re-
appoiniments. In a situation of recruitment difficulty, it would appear sensible to
shift the onus for taking an initiative away from the prospective employee and
increase the level of positive action taken by the employer (ODM) to retain and
reoiroulate between appointments, with the minimum of delay, experienced RNR persoanel,

Further Detail on the Work Experience and Univereity Background of
First-Time Appointees

15. Table VIII ehowe the break down of previoue work experience for firet-time ODM
appointees., All four entrants who have at one iime worked for the PAD are
experienced professional paople, Three - all TAOs - had also worked for private
industry abroad. The fourth entrant who was exployed under 0SAS terms was also the
youngest (born in 1943), Previous to his work experience in PA0 he had worked in
Research in the UK, He was also highly qualified - having a PhD in his subjeot.

The next section 'Ministry/University work' includes five entrants who worked for a
Mindstry or Research Counocil, One of these people had had an NR studentship previous
to this appointment, Three others had been University lecturers, while the remaining
four had just finished research (PhD) work or had been esployed by a university to

do research. Ten of these entrants were employed under TAO terms, Out of the five
entrants belonging co the category 'private industry - overseas', two had spent their’
entire oareers working abroad for private industry, The other three, had either
worked in the UK previous to an sappointment abroad or hed worked intermittently
abroad, With regard to 'private industry - UK only' all but one of the candidates

/were
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were under the age of L0, Two entrants’' experience consisted of related work
during studying. Four of the entrants had higher degrees, two via NR studentship -
both at Reading., PMive had no degrees, but diplomas in their subjeots and one
person had no educational qualifiocation - only work erionce, This category
included one of the two femalee in the whole survey. For 15 entrante it wae their
first overseas appointment, Uut of the totsl number of fifteen V3O entrants, a
total of nine were first time ODM appointees, all of whom were under the age of
thirty-two, This oould indioate that there is a growing link between V30 and the
supply of RNR manpower, Three out of the four entrants with no previous work
experience have MSos in Agrioulture - one through an NR studentship., One of the
entrants in this olass is female, The two females belong to the ODM Pirst
Appointment seotion, This may indioate two things. Pirstly that the seleotion
processsay now be considering female ocandidates as a valid wark investment with
regard to reliability, and secondly, that females are now entering a once all male
profession. Hopefully this is a growing trend,

16, One method of alleviating reoruitment difficulties may be by inoressing "the
level of production” of RNR skills at UK universities. The oase for ODM continuing
to offer financial support to certain UK universities is to some extent strengthened
by the findings of this survey: 4t appears that some positive relationship may exist
between the amount of financial support that ODM has given to oertain universities,
and the number of new appointees who received their training at these universities,
Por instance, 17 new appointees had studied at Reading, (of whom 6 were on MNB
Studentahips); and 6 new appointees had studied at Bdinburgh University, (5 of thea
on NB Studentships), Of oourse, the number of entrants studied, and the amount of
detail on past funding of universities, is too small to allow a preoise assessment of
returns (in terms of improved reoruitment porfomncoz to ODN's finanoing of speoifio
institutions., But the fact that Edinburgh, Reading, (and Cambridge) figure
prominently in the list of those universities at whioch new appointees studied, and in
the list of those univeraities receiving substantial ODM support, is some indication
of the usefulness of expenditures of this kind as a policy measure to improve
reoruitment,

Some Findinge Concerning the Pattern of Demand for New Appointees

17. The geographioal pattern of demand is illustrated in Table IX, which gives the
countries to which both 0SAS and TAO appointees were sent. It is broken down into

two ocategories - under 35 and over 35 - this was to see if there was any significant
difference between the two, Initially it ocan be seen that the over 35 group covers

a greater range of countries, The under 35 group are consentrated in Afrioca and

C & S America ~ indeed, 62% of this seotion went to Africa, This ocan partly be
explained by the fact that some of the Afrioan oountries are willing to acoept less
experienced pecple - Zambia, a notable example of this, took 26% of the under 35 group.

18, Countries like Zazbia, Nigeria and Swariland have been regarded by ODNM as

training grounds for their inexperienced personnel, However, it is becoming inoreasingly
difficult to place inexperienced people in these countries, To solve this difficulty
ODM oould make use of the PAO Associate Expert scheme in which young professional

people take posts alongside experienced personnel to gain experience, The duration

of such an assignment 1is flexible, but averages around 5 years, In this way the

scheso has a dual purpoee, giving practical experience to the young profeesicnal pereon
and contributing to the development of the country concerned.

19, Some evidense concerning the recent level of demand for different RNR skills is
given in Table X, which gives a breakdown of posts held by both TAO and OSAS new
sppointees, The Table is divided into two age ranges - under 35 and over 35, This
was to see whether there was any significant difference between the sidlls of the
younger officers corpared to the older officers. It can be seen that the officers

[over



over 35 years of age are apread zmore evenly over the range of skills - also the
skills are of a more speoialist nature. This oan be expected as these people have
had time to speoialise in ocertain aspeots of their disoiplines. The lack of any
under 358 in oategories 11-15 oould be explained by the age oriteria, However, on .
the other hand it ocould refleot a shortage of people going into these areas., The
greater number of pecple over 35 in the marketing and oco-operative skills ocan be
explained by the faot that these skills, especially in the co-operative area are
Dainly gained through work experience. The larger nuaber of people under 35 in
categories 5 and 8 could be the result of inoreased demand in these areas,
Category 16 represents posts which had no more than one person in them. In oomparing
skills of the first time ODK appointees against the "re-oirculating” entrants, the
result was similar to that in Table X, In the case of first time ODM appointees,
oategories 11, 14 and 15 each had one person in them and category § inoreased from
one person to four ~ possibly refleoting an increaeed demand for co-operative ekills.
In total it is fe)t that the number of entrants studied is too small compared to the
range of different posts for any ohange in reoruitment trends to be shown, other
than that the greatest demand for people was in categories (1-4) in all seotions.
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TABLE I: UK BILATERALLY FINANCLD PERSONNEL IN RENEWABLE NATURAL RESOURCES

IN POST
A 31,12,66(31,12,68 131,12,69 {31.12,70 131,12,71 [31,12,72(31.,12,73131.12,. 74
SUPPLE~
MENTED PO 1081 950 820 847 762 517 598
RNR STAFP®
T.A, .
RIR STAFR oo e 93 126 136 175 248 306 7?7
VOLUNTEER
RNR STAFP o o 0 192 178 210 12 168 126 16
TOTAL 1220 1366 1244, 1166 16, 178 99 1021
¢ Supplezention schemes only
Source: British Aid Statistics
TABLE II: MARITAL STATUS OF RNR NEW APPOINT. ERY
CATEGORY TAO OSAS TOTAL
No % No % No 4
TOTAL NO 88 100 |59 pnoo [A7 |100
MARRIED 67 76 |39 66 1106 | 72.1
MARRIED with Children| 45 51 |25 b2 720 | 47.6

TABLE III: MARITAL STATUS OF TOTAL UK POPULATION COMPARED WITH NEW APPOINTEES

% of UK wm married between M ¢ 00 00 00 o0 00 o0 e

% of popn in survey .. ..
% of sarried people in popn aged 30-4i with children ..
% of married psople in survey aged 30-4l4 with children

. (1)
60 00 00 00 00 00 00 o0 o0 o0

81
75.9%
89%
72.5%



TABLE 1V: AGE RANGE OF NEW APPOINTEES

AGE RANGE TAO 0SAS TOTAL
No | ¥ No | ¥ No | &
20 - 29 | 15.9] 23| 38.9| 37 | 253
3 -39 . 25 | 28B4 21 35.2 | 46 | 3.2
ko - 49 21 | 23.8 9] 152 | 30 | 20.4
0 -9 151 17.2 5 8,6 | 20 | 13.6
60 + 13| W7 1 .61 W | 9.5

TABLE V: EDUCATIONAL BACKGROUND OF NEW APPOINTEES

TAO OSAS TOTAL
No | % No % No %
No Qualifications '0. b5 | & | 6.7 8 S
Diploma/Certificate 19 | 21,9 | % ]23.7 33 2.4
Degree T | 72.9 | B2 |71 ) 106 ]| 727
Post Graduate Degree | 32 | 36.5 | 16 |27 W8 | 32.6
RNR Studentship 12 1}.-1 6§ [10.1 18 12.2

One pereon may be counted in more than one section.



" TABLE VI: PREVIOUS WORK EXPERIENCE OF NEW APPOINTEES

Ta0 OSAS TOTAL
No % No £ | ® 4
No Work Exper 1 1.1 4 6.7 5 3.4
UK Only 19 21.5 12 20.3 »n 21.0
Overseas/TK 48 H.5 35 9.3 83 56.4
Overseas Only 20 2.9 8 13.5 28 19.0

TABLE VII: PIRCENTAGE OF WORKING LIFE SPENT ABROAD SINCE FIRST ODM
T APPOINDHENT -

% % % £ [
0-1 20-3% 40 « 9 60-2 80 « 100
No
of - 1 ? 1 bl
Officers

Thie Table excludes First-time ODM Appointecs (and short-term
assignment pereonnel). The total number of Officers covered is 63.

TABLE VIII: PREVIOUS WORK EXPERIENCE OF FIRST-TIME ODM APPOINTEES

Bsployed Minietry/ Private Private No
at one University/ Induetry Induetry V80 York _
time dy FAO Hegp. /UK Overeeas UK only Experience
4 23 5 20 9 b

i\



TABLE IX: DESTINATION AREA OF ALL NEW APPOINTERS

Georrapbical Area Oxer 55 Under 75
No No ?-
A!rica
Zanbia 5 18
Malawi 1 4
Nigeria 4 - 6
Botswana 4 2
Kenya 1 4
Sthiopia 3 1l
Swaziland 2 3
Sudan & Zgypt 4 2
3ierre Loone &k Gambia 1 1
:Lesotho - 1
Upper Volta 1 -
.EBAC 1 -
Ghana 2 1l
Togoland % Cameroon 3 -
TCTAL AFRICA 4 62.
‘ fl 41.0 3 3
Central & South America Ill 4.0 12 17.4
Asia 15 19.2 2 2.8
Caribbean !10 12.9 4 5.7
India Ocean & Facific Islands | 5 6.4 ? 10,4
Atlantic ) 3.9 °
Surope | 2 2.%. . 1 1.4
. .
' ]
5rand Total 78 69




TABLE X: OCCUPATION OF ALL NEW APPOINTEES

Position Held Yo 35% ;@”_32;_‘
1. Agric Officera/Agronomists 10 12.8 1 15.9
2. Animal Husbandry & Livestock Officer ? 3.8 8 11.5
3. Vet Officer 9 1.5 13 18.8
4. Foreatry Cfficers 6 7.6 6 3.6
S. Fisheries 1 1.2 5 7.5
6. Market & Co-operative 3kills 6 7.6 1 1.4."
7. Fara Machinery - 3 b3
8. Land Use Planning Cfficers - 5 © 7.5
9. Agric Engineering Technician b S.b 2 2.8
10. Surveyor 4 S 2 2.8
11l. Agric Dev Adviser 3 3.8
12, " Tea/Cotton Adviser 2 2.5
13. Banana/Coconut Adviser 3 3.8
14, agric Chemist 4 5.4
15. Agric Iducational Adviser 2 2¢5
16, . Otkers 17 21.2 3 18.8
ToTaL 78 100.00 69 100,00




ADDITIONAL TABLES FOR FIRST-TIME ODM APPOINTERS ONLY

Total No of TAO's 3?7
Total No of OSAS 28
T0TAL 55

.‘I‘ABLS ﬁSQ: MARITAL STATUS OF FIRST-TIME ODM APPOINTERS

MARITAL STATUS
Category ~ TAO 0SAS — TOTAL |
[ ® | % W] % |
Total No | 37| 200 28| 100 65 | 100
Married 271 72.9 15| 53.5 42 | 64.6
Married with children 19| 70.3 8| 28.5 22| wn.s

TABLE IV(a): AGE RANGE OF FIRST-TIME ODM APPOINTEES

Age Range TAO 0SAS TOTAL
NO| % NO | ® ) o
20 - 29 29.7 18 | 64.2 29 | .6

n

30 - 39 9 | 243 8| 28.5 17 | 263

ho - b9 9 |23 2| 75 n | 1.9

50 = 59 3] 8.2 - 3] 46
5

60 13.5 - 5 706




SURVEY OF THE NATURAL RESOURCES
STUDENTSHIP SCHEME

MPU
December 1975



A SURVEY OP THE MATURAL RESOURCES STUDENTSHIP SCHEME
1, SMMARY

1.1 Puppose of Study
The purpose of this survey of studentships taken up between 1965/6 and 1970/1 was
tom].rnthow&incdmuotmoohm.nrunhrhﬂthmul

(1) the punbers of students not taking up their undertaking to work in o
dmlcpugomwfcrnunotmiuhmmudsmm
the scheme.

(2) the mmbers vho undertaks either & second tour or & second posting
on completion of their initial posting. Also to aaks recommendations
cn measures vhich would help prevent & waste of resources vithin the
schems.

1.2 Maip Copclusions
(1) There vas & high proportion (19% cn average) of students who did not
mwmuwummuuthm Bat only 50% of
all those 'reneging' did so voluntarily.

(2) Around 60% of students vho went abrosd have taken & seoond posting or
a second tour oversess, inoluding non 0SAS or TA posts, and the trend
1dentified is for a further 60% of these to take a third tour or posting, or
Mdeﬁooﬁﬂnﬂthm.

(3) There is a definite need for the information channels regarding fature
eaployment to be improved doth for students vishing to take their firet
appointment overseas and for those people vho are looking for a second

or subsequent posting and vho are overseas already.

1.3 Yoxm of Study

A forval survey of all those taking studentships vas not undertaken. The nlmt
particulars were obtained from the personal files of those caoncermed and inoluded
{nformation on their careers subsequent to their studentship, with note deing taken

of the time intervals between periods of appointment, of any appointments taken outside
ODM but in a developing country, and the numbers of the original yearly quota vho are
at11l serving overseas in a developing country vhether vith a private organisation,
within a university or with the central governzent of the particular oomtry. Of an
overall total of 170 persons taking scholarships between 1965 and 1970 there vere 16
for vhom no records at all were available, and a further 14 vhose files had either beer
destroyed or oould not be trsced in time for analysis. Of these latter 14, only 8



took up & firet post (see Tadle I). This question of first posting is the culy issus
for vhich altemative data sources exist. '

1.4 ¢ f Awvard Unde

The allocation of awards between disciplinss may be seen in Table I. The greatest
nuzber are allocated vithin the agriocultural disoipline, (one or two of these were
sgrioultural econcmice). Since 1973 human mutrition .hn been added to the list of
disciplines covered already, vhilst there has been a reduotion in the ousber of
geology studentships allocated, vith nome in 1972/3 and 1 in 1973/4 compared vith an
original quota of 3 yearly. This is dus to a fall in the mumber of requiremsents for
overseas geologists,

1.5 Most of the avards axe of one year's duration and up to 1970/1 not many students
had overseas experience since most students took up postings overseas having cnly
studied in the UK. Por the years 1972/3 and 1973/4 there has been s marked change
in the courses mdertaken. In the agrioultursl disoipline the majority of students
novappou-totakoatvoyonltudmtmpwuﬁvithmofthoyommt at a
university or an sttachment to a research team in a developing countxy. The course
vhich most agricultursl students toock prior to 1972/3, the Diploma in Tropical
Agriculture at the University of the West Indies, vas ths course vhich provided the
most soope for field work of all the courses taken by natural resource students, dut
1t has nov ended. However the newv pattemn of courses taken appears to be a lot more
favourable in providing practical experience, although there is still rooe for
improvement. For instance, most of the veterinary studentships are offered at
Edinburgh University wvith no practical experience for future work in developing
countries. There are § cases vhere veterinary students have been turned down frome
jobs because of insxperience. It may be recommended that more encoursgesent should
be given to developing countries to be willing to accept less qualified staff or that
more pecple may be placed beside experts overseas to gein the necessary experience,

1.6 Matue Studente®

Almost 50% of mature students had been in jobs overseas before taking up their
etudentships employed either under 0SAS or TAO terms. A further 29% had worked in
developing countries wnder VS0. Henoe a high proportiom (70-79%) of aature students
entered the natural resource studentship scheme having preactical experiensce overseas.
It zay be worth oonsidering, therefors, that more effort should be directed towards

* mature students are here defined as thoee wvho go on an NASS course after a period
of work experience.



attraoting both ex VSO persomnsl and other supplemented staff. (In addition several
of those not classified as mature (almost 75% of total students) had cadet V30
experience. This scheme is nov discontimmued). There does not appear to be any
tendency for mature students to bde either more or less likely to take a second posting.
It vas found that 52% take second ODM postings/tours, vhile 61% altogether remained

in some type of overseas development work, compared to 51% and 58% respectively for all
students vho take up a first post. The data also suggested that mature students are
more likely to take up a post after their training than these straight from University.

1.7 Aspjcultupsl Eoogomigts
Bo of Agricultursl Agrionltuzel  TAO 088

Studente Egopomigty
1965-6 18 . 2 11
1966-7 19 - - -
1967-8 21 1 1 -
1968-9 17 2 1 1
1969=70 16 1 1 -
1970=1 14 1 1 -
TOTAL 105 7 5 2

There is a very low proportion of agricultural economists as seen above and the
importance of this group may be such that a separste olassification should be made
for themy with a specifio quota of awards ammally.

2. Apslvsie of Studegte Taiing wp Firet Post

2.1 Some 80% of students take up their first appointment in a dewveloping comtxy
within three months of the end of their oourse. This included those students who have
bdeen allowed an extension to their etudentship in order to complete an MSo Thesis.
However vhen it {s realiged that the information channels regarding their first tmhxt

ment normally open in March/April and they do not aotually go overseas until Decemder/
Janvary the pioture ie not so favourable. The time lag involved may be explained by:-

1) a failure by ODIM to find suitable vacancies even although they are well
avare of ths faot that a certain nuaber of students will be finighing their
courves in June,

2) the slov reply by the overseas government concerned after the initial
application has been made by ODM,

2.2 Of the 28 students who did not take up their first postings on completion (or
within three months) of the end of their ocurse 10 were employed elsewhere for a time.
Of these 7 were employed in developing countries - 3 for short period assigmments with

N



PAQ, 1 for five years with the lLand Resources Division, 1 with Tropical Stored Projects- *
Centre Overseas, and 2 in Kenya under the auspices of the colleges at vhich they had
undertaken their respective courses. Of the 18 remaining the majority (10) did not
take up a post immediately sizply because of a delay in proceedings regarding the
particular post they were after. A furthsr 3 were held up bscause applications were
aade for jobs for vhich they were tumed down due to lack of experience. The remsining
5 had jods offered to tham but did pot aocept them for various reasons commected

vith the cmtent of the jod, thus further vacanoies had to bde sought,

2.3 Unoertain knowledge about suitadle future vacancies in the early stages of a
student®s course means that there can de no simple formula for reoruitasant into
overseas posts: in the majority of cases the procsss of finding suitadble employment
for students degins adout 4 or 5 months dbefore the end of the course. OIM would
poraally expeoct to make the initial approach to students about vacancies, dut
approximately half take the initiative in contacting OIM first. This refleots doth
thoir understandable concern with future employment and possidly a lack of interia
liaison from ODM in terms of explaining the uncertainties and delays vhich accompeny
recruitasnt overseas. While advisers and recruitment officers msy have the students®
futures very much in mind, the students themselves are perhaps not as awvare of this
as thsy might de. It might de advantageocus to oonsider whether a list of suitadle
vacanoies could be prepared and circulated to the candidates as a part of the normal
recruitment procedure, eo that prefersnce ocan be expressed and action taken on
appointments vith a viev to plaocing people adbroad soon after the end of their courses.

2.4 Ae regards the nature of the postings taken by students there {s no significant
trend, although it does appear that students do take jods which follow on well from
the course taken.

3. Apalysip of Thoge Takipg up a Seoomd Pogt op Tour

3.1 Table I shovs that about half of those taking a first post go an for either a
second tour or second post. This refers to second pom/tm-mdorms or TA omnly,
and in fact vhen other development orientated jobs are added in, the proporticn rises
to 59%. It can be seen that in agriculture there are far fewer people taking euch a
second post in later years. One reason is that they mxy not yet have resched that stage
in their caresrs (eg a two year studentship, an extension, a lag between postings of
6 months is not wnusual), howsver comparisan with total mumbers still overseas can
account for most of these possidilities. Making such an adjustment, there etill
appear to be cnly half as many (in percentage terms) taking a second post in the last
J years as in the first 3 years. A final adjustment can be made for non 0SAS or TA

/I/’l/‘



posts (all of vhish, in Agriculture, fall in the last 3 years), however even then the
figures are 54% for the last 3 years (as a maximum), and 63 for the first 3 years.
The downward trend indicated in Table I camnot be explained away. As the numbers of
students are so much smaller {n the veterinary group, such a trend is difficult to
support statistically, however, taking siailar } year averages a declining praportion
oan again be seen. (Making allovances as above, the percentages are 8% for the first
ByomuhnmmmASuﬂnmmmtafmmthhm.m%forﬂu
last 3 years). Veterinary students have a slightly higher average of taking a second
post than do agricultural students, 57% and 49%, 0SAS and TA only, respeotively.
Porestry and other students have a similar retainment rate, of 50X, It should be
borne in mind that there were a higher number of relevant aissing files in agriculture
than in veterinary (although not in percentage terms), and thus the trus proportions
may be more similar still. The number of missing files is not great emocugh, or
distriduted {n such a way for the results stated here to be significantly incorrect.
The only problem in this respeot is any analysis of the category tothers’.

3,2 The number of those who have undertaken a second post (26) is rather less than
the nunbers who have simply taken a second tour in the same post (34). The mmbers
of thoss taking up their second appointments with organisations other than through
OIM is very low (7). This may bs compared with the 6 who tock postings outside OIM
on their first posting, but were accepted by OIM as fulfilling the undertaking to
work abroad. It is also of interest to note that 11 of those taking up second posts
applied to PAO but thoro was only 1 recorded susccess.

3.3 There is no evidence to suggest that those first ezployed as TAO are more nko].y
to take up a mecond appointment than those employed under 0SAS, or vice versa. Table
II shows 51% of TAOs continued, and 55% of 0SAS officers. There were only 9 vho were
recorded as interchanging betwsen the two schemes. Overall the mumber ezployed under
03AS (68), for the ysars 1965 to 1970 was cmuah larger than the number beoconing TAOs
(39). There is a significant trend inorease in TAOs relative to 0SAS officers, the

3 yoarly average proportion of TAOs rising from 3236 to 45% over the period (agrioultux
and veterinary only). '

5.4. For those who have definitely not taken up a second post abroad it is useful

to note the various circumstances o that recommendations may be made to improve the
recruitaent process. '



Agriculture R ' V ﬁ\mhbr Non TA or Those who expressed interest

08AS Poats in further posts
1965-6 4 - 4
1966=7 8 - 5
1967-8 6 - T4
1968-9 8 1 5
1969-70 6 -1 4
1970=-1 7 2 3
39 4 25
Yoterinaxy
1965=6 1 - -
1966=-T 1 1 -
1967-8 2 1 1
1968-9 2 - 1
1969-70 2 - 1
1970~1 4 - 2
12 - 2 5
Foruatry and Others 6 1 3
51 7 33

Note
Figures in the first column for 1970-1 include a few students who have not finished
their firat tours yet.

The above table indicates there is considerable interest in further posts, although

no post is in fact taken, suggesting some failure in the recruitment process, Of

those oxprouing interest in further posts about 11 (3%6) only did so for a period

of up to three months after the end of their initial tour, and a further 3% showed
interest for a period of up to a year. The remainder comprised those who had taken

a job in this country or undertaken a Phd thesis and wvho expressed interest in further
overseas work at a later date, maybe three years after completing a first tour with

OIM. For those who did not appear to express interest in a second tour there is a great
lack of information in the file. It may be recommended that records should be kept ‘
of the subsequent careers of such people, since it may well be that they have since

gome overseas to a developing country under alternative terms, knowledge of which would ’
undoubtedly be useful espeoially for an assessment of the success of the reoruitment
syaten.

%



3.5 The inadequate nature of the information channels regarding employment prospects
and suitable vacancies is again obvious. The possibility of circulating a list of
vacancies to all those comocernsd should be considered, together with the use of a

ga.rd index of all those sexrving abroad and who are likely to be looking for employment,
go that information about vacanocies may be made available to these people.

4. Those Taking Third Postings/Tours

4,1 Nothing meaningful ocan be ascertained from an sggregate analysis of this, as only
those students in the first year or two will have had this opportunity. We may note
from the firat two years a similar retention as was noted after the first postings,
viz about half of the students taking a second post or tour remained for a third. 9
out of 19 are the figures in agrioulture, 3 out of 4 in veterinary. As befors one or
two also took relevant jobs under other terms than O0SAS or TAO., The data from the
third years students, combined with numbers still overseas under 0SAS or TA, such aa
it is, also supports this trend., Extrapolating this evidense over the whole period,
we roughly estimate 50% retention on aggregate; this implies that just over 20%

of studentship holders go on to do three tours or posts under 0SAS or TA., This
percentage will not alter significantly if all relevant posts are inoluded,

Se of 8 tg Not Unde Service raeas

5.1 The form signed by all those taking a course of training under the Hatural °
Resources Studentship Scheme commits students to a deolaration that they will “take

up an appointment overseas if offered a post by the Minister of Overseas Development

or otherwise ........ subject to the approval of the Minister of Overseas Development,use
(their)eoss training with a commercial firm or other organization in the developing
oountries overseas"”. ’

5.2 The table below shows the number of students who do not in fact undertake an
appointment overseas undex ODM together with those people who have taken up employment
overseas with other organizations (vith OIM accepting this as in lieu of their moral
obligation in most cases).



Ho % of Total Students

(by aisoipline)

Aszicultuxe
1965-6 4 ne
- 1966=7 1 5
1967-8 2 10
1968-9 4 24
1969=70 4 25
1970-1 4 33
19 18

Yoterinary
1965-6 2 40
1966-7 2 40
1968-9 2 28
196970 1 20
1970=1 2 28
) 9 24
Forestry 1 12
- Other - -
- TOTAL 29 19

5.3 This table showvs that about 20% of students do not take 0SAS or TAO posts.

The proportion is alightly higher for veterinary students. Six of these students took
overseas posts accepted by ODM as fulfilling their moral obligation, leaving a drop-out
nto'ot 15% overall. In agriculture the number seem to be slowly rising in line with
those declining a second appointment. However the exceptionally good years of 1966-7
and 1967-8 can perhaps be explained by a favourable period for suitadble vacancies. .

5.4 Of the total of these students recoxrded, 6 of the perscnal files were aissing,
Yut for the other 23 the reasons given for not undertaking an appointment in a
developing country were recorded and analysed. A variety of reasons may de identified:
the first three categories clearly do not refleot any unwillingness to serve adroad.

1) Exempticn from "undertaking® dus to poor
recruitment situation - 4.

2) BRelevant vacancies required higher qualified people = 2.
3) Offers made by other organisations and accepted dy OIM - 6,
4) Fanily reasons - 3, _



5) Inadequate pay - 2.
6) No particular resson - 6.

Ttus, ‘hard-core’ dmp—mﬁmmtmfofmtotd,orw%ofﬂntom.tﬂmt
{intake.

5.5 It would perhaps have bdesn expeoted that a higher mmber than 3 people would have
failed to take up an appointaent for family reascns. There vas no evidence that people
were ocncerned about the security of employment on an overseas sppointment, doth for
those hkinsupmavpommtmdforthonmtummup. Algo there does not
appear to be any correlation between age/marital status vith those not taking up an
appointment.

6.

6.1 The main conoclusions of the stuly are set out in paragraph 1.2. Additional
connntvﬂ.lbcronootodbythonrimmmumtntwumtnm
upmtndmromoouml\mkinsotthosohm

1. The information channels regarding suitadle vaoanoies should de improved
and the digtribution of material regarding vacancies should become normal
praotice, so that all those likely t0 vant either a first posting or a
subsequent posting are kept well infoxmed. The use of & ocaxd index system

(s recommendation vhich MPU has supported and agitated for, for a oonsidersdle
t1me) would provide the best aystem of keeping up to date records ca '

4, all those students attending courses dut wvho will de
looking for eaployment at a known date.

44, all those who are in developing countries on an Aypomhnt
and vho are likely to be ending a contract.

If all vacanoies in each digoipline are compiled on & neve-gheet, this would
provide an easy and relatively cheap sethod for keeping students and present
exployees fully awvare of the vacancy situation, and would prosote s auch quicker
changeover betveen postings. .

2. There is no advertising dome for recruiting people into this scheme o that
the possidility of ex VBO or ex OSAS officers, who do not sudsequently go to
wniversity (vhere the recruitment takes place), hearing about it is slight.

As pointed out in parsgraph 1.6 it would be bsneficial to try and attraot a higher
proportion of these people eince they are i{n ths favouradble position of having
some overseas experience, and their scoeptance rate of the noral odligatica to
sexve averseas is socmewvhat highsr than for those struight {rom college.

Migs C Plemming 9 ’1//\1



TABLE 1 ANALYSIS OF POSTS (0sas oR JA ONLY) TAKPM BY NRSS STUDENTS Of 1965-1973

NO.OP
STuneNTs NO PURTHER |MO.STUDENTS | No.TARING | mO.TARING
SUBJECT AND N0.0P NO RECORDS NO.TAKING | Mo.MOT NO.STILL
. YEAR OF stunenrs | Avatuamig | ANALYSED A POST TAKING POST Amvuuauz mx.'m'rmsm gatmmmst Pagdlard OVERSEAS
COURSE POSTING .
Agricul ture
1965-6 18 - 18 14 & - 14 10 & 3
1966-7 19 - 19 18 1 1 17 9 s 5
1967-8 21 - 21 19 2 1 18 12 2 8
1968-9 17 - 17 13 & 3 10 2 - 1
1969-70 16 - 16 12 4 2 10 4 - 1
1970-71 14 2 12 8 &4 = 8 A = )]
TOTAL =05 2 103 84 19 7 n 38 n 21
Veterinary
1965-6 s - 5 3 2 - 3 2 1 -
1966-7 5 - 5 3 2 - 3 2 2 1
1967-8 6 - 6 6 - - é & - 1
196A-9 9 1 8 6 2 - 6 P 1 5
1969-70 5 - s 1 1 - & 2 2 2
1970-1 1 2 8 £ 2 = 4 2 - 3
ToTAL %0 3 57 28 9 28 16 6 12
Fores
Y romaL 1. 2 9 8 1 - 8 4 - 2
Others
TOTAL pL] 2 2 3 = 1 ] 2 = 2
GRAND TOTAL 170 16 1% 125 2 8 17 60 17 37

;

1. Por the analysis of whether students took Up & first posting with ODM (0SAS or TA) there is slmost
& 100% coverage for all groups except 'others'. This group is too saall to have any significant
impact on the analysis of the aggregates, however for the group itself, inference fros the sample
to all ‘other* students is open to substantial error,

2, The categories 'Forestry' and 'others' have been aggregated as they are too ssall to allow ssaningful
analysis of time trends.

3. The column 'no further records available'is poseibl blased in favour of those who did not take
8 2nd post. However the numbers are too saall to me ¢ much difference

4, 'Others’' are geology, fisheries and economics.



ABLE 11 S| INGS, ANALYS]IS
AND NO. OF °* e
YEAR STUDENTS TAO C3AS SECOND TOTAL SECONT] TAO TAKING |OSAS TAKING
couasg', ANALYSED OnLY ONLY BT TOUR| SECOKD PoST POST ] 21D TOUR/  [2ND TOUR/
Agriculture
1965-6 14 ] 8 1 7 3 10 2 7
1966-7 17 2 11 & 5 & 9 - b
1967-8 18 9 8 1 5 7 12 6 5
3 10 & 5 1 1 b 2 2 -
}333:;0 lg 3 g 1 2 2 &4 2 2
= = 2
TOTAL = mn 2 28 41 = 1 21 S ¥/ 1 38 1 13 2
Veterins
196 2 - 2 - 1 1 2 - 2
1966-7 3 1 2 - 2 - 2 1 2
1967-8 6 - 5 1 2 2 4 - &
1968-9 6 1 5 - 2 2 & 1 3
1969-70 & 2 2 - 1 1 2 1 1
1970-1 & 4 2 = 2 = 2 P 1
TOTAL 7 ] 18 10 6 16 &4 13
Fores
i/ AL 8 2 6 1 3 &4 2 3
Others
TOTAL . -1 2 2 = 2 i 1
CRAND TOTAL 16 n 68 1) 26 69 20 8
NOTES ® This colusn corresponds to ‘Number of Students further snalysed*’ in table I except

for this particular nuaber, where this additionsl dats ¢

availabdble,

These coluans include those takin
exclude those who were employed
the preceeding column,

g second posts with other organisations, and
under both schenmes.

or one student was not

Thus they do not add up to
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SURVEY OF THE PROBLEMS AND POSSIBILITIES INVOLVED IN RECRUITING
EX-VOLUNTEERS FOR OVERSEAS POSTS

1., Following reports that only 44% of overseas indents for personnel,
had been filled after 15 months, attention was drawn, (among other
things) to the possibility of increasing recruitment for British Aid
programmes from ex-volunteers. To explore this question further
discussions were held with personnel in the following ODM Departments:
Recruitment Executive, Information, and advisers from the statistics
and agricultural fields. In addition, discussions were held with
officers from VSO, UNA and RVA (ie Voluntary Service Overseas, United
Nations Agency and Returned Volunteer Action, respectively). The former
two organisations are volunteer sending agencies, the last an
organisation which seeks to maintain contact with, and use the skills
of, returned volunteers.

Ex-volunteer interest in further work overseas

2. If ex=-volunteers are to be a target-group for recruitment activity,
it is necessary to establish what interest they have in working overseas
again. A number of surveys have looked at this question, but the
results vary depending on the question asked. RVA's questionnaire

was given to all volunteers returning in the months August to October
1974; 70% of the questionnaires were returned, and of this sample 75%
answered 'yes' to the question "Would you like to return overseas to
work?" VSO sent questionnaires to 200 returned volunteers (RVs) who
hadbeen back for months; 60% of these were returned, and of this
sample, 25% answered the question "What do you want to do in the long-
term?" with 'Go/stay overseas'. UNA conducted no surveys, but in talks
with volunteers on their return, the impression was gained that 20% of
all UNA's RVs wanted to return overseas at some stage. The MP Unit

of the ODM carried out a survey in 1973 of all ex-volunteers who had
been working in the RNR fields in 1972, There was a 71% response rate,
and of thissample, 56% answered 'yes' to the question "Would you like

to work overseas again, either now or in the future, under a British
Covernment Scheme?"” There is obviously a large differential between
these percentages, but this may be explained in a number of ways.
Perhaps the most important factor to note, is the different phrasing

of the questions., Both RVA's and MPU's questions are directed at

an indefinite time-period, and an unspecified time in the future. VSO's
may have been read to imply ‘'career' plans rather than asking what the
1likelihood was of a return at some stage, for some length of time,
overseas., Another explanatory factor might be the time involved between
the RVs return and receipt of the questionnaire. The sending agencies
referred independently to the existence of a lag between a volunteer's
‘return and his realisation that he would like to work overseas again,

at an indefinite time in the future, for an indefinite period. This

lag could be of a 2 month to 2 year duration. It is possible that UNA's
*low' percentage might be explained by the fact that the estimate was
based on conversations while debriefing newly-returned, and possibly
disoriented volunteers. It may be concluded that both the figures 75%
and 20% represent extremes which are unrepresentative and in certain
respects confusing to compare, given the different questions asked

and circumstances under which they were asked. It is not yet possible
to discuss any variation between disciplines as far as desire to return
overseas is concerned,

3, Whatever the exact size of the interest, with approximately 15,000
RVs on record and 600 volunteers returning each year, there are

'.,/cortainly
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certainly large numbers of experienced and qualified persons who
might consider returning overseas on some basis, at some time in the
future., It is not known how many RVs are presently employed on
Covernment schemes overseas, but the number is felt to be rather small;
precise figures may emerge from a study now in progress.

Limitations on ex-volunteer recruitment

4, Assuming that the number of ex-volunteers taking contract with
ODM is much smaller than the number showing interest in further
overseas work, a number of explanations may be presented:

i, Inadequate publicity of general opportunities,
specific posts and training schemes,

141, RV's unsuitability due to insufficient qualifiations
or experience in the relevant field,

111, Competition from other bodies - international or
private. .

Publicity directed at ex=volunteers

5. ODM recruitment executive receives lists of RVs from the sending
agencies, The 1lists give names, addresses and (occasionally) some
reference to the RV'a previous Job overseas, A standard letter
(annex 1) is sent to all RVs at their home address, timed to coincide
with their return (usually July-September). The letter refers to

ODM vacancies overseas, and lists where they may be advertised, It
also contains the offer of a year's free subscription to 'Overseas
Development', This paper contains details of current vacancies on
the Aid Programme, in addition to general overseas news, The statistics
department ODM has recently started to take lists of volunteers

due to return, and the lists are checked in order to find volunteers
who might be useful to that department. All such volunteers are sent
a standard letter (annex 2) invited further details of their
qualifications and interest - if any - in working on the Aid Programme
in the statistics field. In addition to the above-mentioned forms of
publicity directed specifically at ex-volunteers, is the lecturing
undertaken by departmental advisers in ODM, as they circulate
universities and colleges. The advisers give full details of the aid
programme, the types of vacancies in it that may occur in their own
field and the training schemes available., These lectures are not
directed at volunteers but students in general. It is likely however,
that prospective volunteers may attend such lectures,

6. All sending agencies debrief their RVs immediately on their
return. The debriefing procedure varies from agency to agency, sometimes
consisting in a brief welcome and general talk about the progress of
the projects engaged in by the RV, sometimes consiting in a more
thorough discussion of the RV's impressions and experience with the
addition of some career information., All debriefing includes the
distribution of RVA's questionnaires and introductory leaflets. RVA
has a 'resources room' which contains pamphlets and details of Jobs
and career opportunities in general, It does not as yet have any

ODM pamphlets, but RVs using the room may be verbally informed of the
Aid Programme and vacancies on it. The numbers of RVs using RVA's
facilities are small but increasing. Both RVA and VSO publish
bi-monthly newspapers which carry among other things, Job=sections.
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Neither of these papers regularly carry British Government vacancles,
largely because they rely on details being sent to them, rather than
using their own resources to gather information.

7. Volunteers sent overseas by VSO all have a tcorrespondent' at home
to whom they may write for resettlement advice; although only 8%
(approximately) make use of this facility, information of Government
schemes may be given., The only other sources of careers advice to
which RVs are directed are university careers offices, and SCUAS - a
newly set-up organisation, offering careers advice to all graduates
regardless of the further-educational college or university they
attended. SCUAS recently contacted VSA informing them of their
existence and asking that RVs be told of the service they offered. As
with individual university careers bureaux SCUAS will have details

of government posts.

Volunteer Qualifications

8. All sending agencies recruit graduates only depending on the

agency concerned, a greater or lesser stress is placed on skills and
experience, or further qualifications. No figures are available as

to how many volunteers hold post-graduate qualifications, Of all the
sending agencies UNA places the greater stress on experience and skill,
rather than paper qualification, but a degree or diploma in the relevant
f£ield is still a minimum requirement. UNA, CIIR and IVS recruit
exclusively from graduates in technical and rural disciplines, unlike
VSO, 60% of whose volunteers are in education and 30% in rural and
technical disciplines., However, since VSO is by far the largest sending
agency its '30%' represents more volunteers than the '100%' of any

of the other agencies. The 1974 figures of volunteers sent by each
agency are: VS0-10703 1VS=104; CIIR-89 and UNA-71. VSO 18 gradually
adopting - in line with the other senders - a more tdevelopmental’
approach, rather than tvolunteer utilisation' - accordingly, the
proportion of its volunteers in rural and technical disciplines may be
expected to increase in the following years.

9. Many volunteers have said on return that they want further
qualifications before returning overseas to work. The recent VSO survey
mentioned above also indicates that 30% of recently returned volunteers
are now in further education. Again,it is not yet known what proportion
of these are in rural or technical fields.

10. The qualifications held by RVs,combined with their minimum of

2 years overseas experience, would seem to correspond to those demanded
by ODM recruting officers. This is certainly true in the agricultural
disciplines, but less certain in other disciplines.

Competition from other agencies

11. This may take the form of better publicity or terms of service;
either would be hard to evaluate in comparison with ODM, but it is
thought that as far as 'terms of service' are concerned, ODM is
becoming more competitive. A research project now under way = title
unknown - by Virginia Cook of Birkbeck College, may shed some lighton
what RVs accept and how they hear of them.

Possible inadequacies in publicity and suggestions for iggrovement
12. In the light of the above, the present recruitment letter

/(annex 1)
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(arnex 1) has a number of deficiencies., Firstly it is misleading

as by definition all RV's have post-graduate experience and both
recruitment offices in ODM, and a recent survey carried out by MPU
have indicated that a large percentage of employees overseas do not
have or need post-graduate qualifications, Secondly, the letter omits
any mention of training schemes or contracts other than 2-3 years,
Thirdly, the most important point is that the letter is sent to the
home address. The low response to the letter may be explained by the
frequent inaccuracy of home address given prior to the volunteers
departure from the UK, It is likely that the letter would have greater
effect if it were sent to the overseas address two months before the
volunteer was due to return home, This is the time when a volunteer
is most likely to be considering his future, and is less bound up with
his work in the overseas country.

13, With regard to the papers in which vacancies are advertised it
may be found worthwhile to use the 'Sun', 'Daily Mirror' and 'New
Civil Engineering' for technical and agricultural posts; VSO recently
started advertising for volunteers in these periodicals and received
a noticeable increase in recruitment in these fields. Furthermore,
much greater use might be made of the agencies own literature. Both
VSO and RVA are eager to include details of vacancies in their Jjob=
sections of their newspapers, if these are sent to the agencies,
Orbit, the VSO paper, is sent to all overseas volunteers and
approximately 40% of returned volunteers. RVA's paper is sent to
1000 RVs and all newly returned RVs. VSO is also willing to print a
supplementary sheet to Orbit, for the April or July issue, carrying
whatever details of vacancies and general opportunities with the Aid
Programme that ODM sends. Printing costs would have to be paid for
in this case, whereas the regular adverts in the job-section are free.
It would be worthwhile to accept the offer of a supplementary sheet at
this time, as again, it is then that volunteers would be considering
their future plans.,

14, All sending agencies are willing to include ODM pamphlets in their
debriefing procedure, if these are supplied., RVA would also like to
include as full details as possible of the Aid Programme opportunities
in their ‘'Resources room', The agencies are eager for closer liaison
with ODM since their concern with development is ongoing, and they would
be able and willing to send ODM lists of RVs with greater detail of
qualifications and skills, VSO has records of all past volunteers
although the information will not necessarilg remain current as it

is difficult to maintain contact with RVa, RVA has lists of RVs from
all sending agencies, who returned the questionnaire they were given

on debriefing - 2000 at present.

Summary

15. The hesitation of recruitment personnel in ODM, to direct
recruiting efforts at RVs, may be due to their out-of-date knowledge

of the qualifications held by the majority of volunteers. Although it

is not possible to say whether it is inadequate publicity, insufficient
RV qualifications or their loss of interest in further overseas work
which 13 responsible ultimatelivfor the low apparent numbers employed

in the aid programme, 4t is obvious that greater attention could be
taken of RVs, at a relatively low cost, and with possibilities of a high
return,

/16.
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16. Problems over maintaining contact contact with, and current
details of, volunteers who have returned, seem to make it leas worth-
while sending letters to RVs, or trying to maintain links with them
individually. It would seem sensible to concentrate recruitment
efforts on the lasttwo months of their term with a sending agency,

on debriefing material, and on the agencies' literature and resources
rooms., This would be relatively simple, especially since the agencies
are keen to liaise with ODM for development purposes.

Miss C Healey
MPU
August 1975



'ANNEX 1

Ministry of Overseas Development
Eland House Stag Place London SW1E 6DH

Telephone 01-834 2377 ext

Your reference

Out reference

RC 228/02

197

Dear Returhing Yolunteer

1 understand that you have recently completed a period of voluntary
service overseas. We are very conscious of' the good work done by 8o
many volunteers and we should like to thank you for your efforts.

We hope that your intsrest in overseas service will be maintained and
that you may wish to consider undertaking an appointment for 2-3 years
at some time in the future., Vacancies are available under the
auspices of this Administration and of the Crown Agents for Overseas
Governments and Administrations, and applicants are usually required
to hold full academic professional qualifications together with some
post-graduate experience. Vacancies are advertised in the national
press and in professional journals and, once you are suitably
qualified, you may apply by writing to the Appointments Officer at
this address or the Appointments Department, Crown Agents, whose
address is 4 Millbank, London SW1P 3JD, and in the case of
appointments in Technical Education to The Council for Technical
Education and Training Hr Overseas Countries, Grosvenor Gardens House,
35-37 Grosvenor Gardens, London SW1W OBS.

To enable you to keep in touch with life overseas I enclose a copy of
our bi-monthly publication "Overseas Development"”, If you are
interested in receiving complimentary copies for one year will you be
good enough to complete and return the slip below.

We would, of course, be pleased to consider any contribution about
your service overseas which you think would be of interest.

Yours sincerely

for A Kehr

To Room E122 (RV)
Ministry of Overseas Development
Eland House Stag Place London SW1E 5DH

I should like to receive complimentary copies of "Overseas Development®

for one year and have completed the information below. The address
given is that to which the paper should be sent.

1.
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ANNEX 2

I am often asked to suggest names of suitable persons to £111
statistical and computer posts in developing countries under various
technical assistance schemes, Because of their overseas experience
former volunteers are often excellent candidates for such posts and
a number have been appointed to them.

1 understand that your tour as a volunteer in is due

to end . I would be interested to learn whether
you are interested in further overseas service under normal technical
assistance or supplementation schemes. If so perhaps you would let

me know what particular interests you have, le geographical preferences
and field of work, and also let me have an up to date curriculum vitae.

Obviously I cannot guarantee you an appointment overseas at any
particular time but a number of vacancies do occur from time to time,
1f we know well in advance of your availability and wishes there is

a greater likelihood of being able to match you to a suitable vacancy.
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SURVEY OF ENGINEERS WHO HAVE COMPLETED A PERICD OF SERVICE OVERSEAS

1.

Alm oi the Survey

The following survey of engineers who have completed & period of service overseas
forms part of the continuud search for and investigation of factors within ODM's
control which influence decisions to work overseas on the aid programme, either for
the first time, or on remewed contract. The search itself originates in ODM's concern
over its recruitment record for such posts over the past few years.

2.

Main Conclusions

t. Of those who had completed at least one contract overseas the majority
are willing to work overseas again. Most respondents are interested in
working overseas for &hort periods in a career which is based in the UK,

ii. Respondents were not in general, highly critical of the conditions

that they found when serving on contract overseas., However there are pocksts
of dissatisfaction with regard to certain conditions, most notably promotion
opportunities under tho British Aid programme and on retwrn to Britain, and
opportunities for training and job security.

iti. More concern was expressed over conditions of Job security than over
salary levels. This was also the case with those engineers who expressed
reservations about working overseas again under the British Aid Programme.

iv. ' The most preferred solutions to the problem of job security and career
structure were the expansion of the home base scheme, also greater provision
for training and greater access to information on Job opportunities.

v. There is clear scope for improving the liaison between ODM and personnel
working overseas,

vi. For the future, ODM should give highest priority to improving job
security and continuity rather than salary and fringe benefits. Methods of
increasing opportunities for training should be investigated.

vii. 70% of terminating engineers said t'ey would be willing to work overseas
again and only 5% were definitely unwilling, However, amongst & group of
pesople to whom career factors are of great importance, a wastage factor of

up to 30% is high enough to warrant some changes in ODM policies.

1
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Form of the Study

i, The survey covered all engineers terminating overseas contracts on OSAS

TA BESS and BACS schemes within a 12 month period in 1974/5. "Termination" is used
here to include those whose contracts had ended, those who left prematurely

but not those discharged. As far as is known, none of the engineers surveyed
had taken up another overseas post with ODM. The term "engineer" was

interpreted widely to embrace fields from civil engineering to electronics.

ii, Lists of terminating engineers were obtained from records in DPS (OSAS

and BACS) and PSE (TA and BESS) and numbered questionnaires - Aanex 1 - sent

to their latest home address - in many cases these were of bank branches.
Records were made of the scheme, last post and country of service and question-
naire number of each person. In addition any details available in ODM or CA

of age, marital status and qualifications were recorded, but in several cases
personal record files were incomplete. A statistical breakdown of thess details
will be found in Annex 2. Reminder letters were sent two weeks after the
initial letter with a copy of the questionnaire, In addition phone calls were
made where possible, after a further week.

iii. Description of the survey population
OSAS TA BESS BACS TOTAL

Survey size 119 8 3 4 134
Sample size 6 1 2 87
Mean age sample b2yr
No's professional in sample 27
No's sub-professional " 38
Unknown 22

iv. Professional Status

This proved problematic; the main difficulty arose from some inaccurate ODM
records of professional status. The fault seems to originate in the instruce
tions for job-coding, which lead to classification being made on the basis

of job-title rather than qualifications; with engineers this may result in
mistaken coding. Subsequently such classifications as were on file have been
disregarded as misleading, and instead information on PF's regarding qualifi-
cations or memtership of professional bodies has been used, following
consultation with advisers in the engineering department of ODM. Professional
engineers are defined in this survey as “lLose with a minimum of a first degree,
and/or membership of a recognised chartered engineering institute. Because of
the large percentage of respondents of "unknown" professional status, the
potentially revealing breakdown of response by professionals and others was

not attempted.

v. In the analysis, reference is made to three groups of respondents. These
are: a. those who have indicated that they would like to work overseas sgain
now or in the future, and yet who are in, or actively seeking UK posts.

b. those who indicated that they would like to work overseas with ODM now or
in the near future, and who are in or actively seeking overseas work, and

¢, those who are undecided or do not want to work overseas for ODM now or in

|



Le

i.

ii.

114,

the near future. _Thoso groups may be identified by reference to questions
9 and 7.

Analysis

Por the purpose of analysis, answers to the questionnaire may be divided
into 4 sets of factors likely to influence deoisions on future overseas
work with OJM. These ares Rrolumentsj Career; working/living conditions;
Job=information. Sach of these seotions will be dealt with firstly in
torms of ceneral responses, secondly in terms of their siimificance for the
group of respondsnts mentioned above (2 v,). Itshould be noted throughout
when referring to raw-score results (Annex 1) that "dissatisfaotion" scores
of 20¢ or greater, or "satisfaotion” scores of less than 50%, indicate
significant sources of discontent.

Snoluments

This seotion deals with salary, fringebenefits and other finencial
concessions, which influence the level of real earninss. This area seems to
be important both in terms of sugrestions it should be given by O (q 11)
and the frequency with which money matters are referred to in advice for
future aprlicants (q 6). Tae similarity of response pattern to question Lia
(on salary) and 4il (on overall aesessment of terms) is conoistent with the
hypothesis that the level of salary is the most imp.rtant single item in the
terus of service. Amongst the financial terms of service there is
tissatisfaction felt with rent subsidies, bagzage allowances and looal leave
conditions. ¢row the response to question 11, it would seem that salary is

a nore important consideration however than fringe benefits. Finally, with
reference o ~roup a, mentioned above there is a positive correlation between
those rating salary as 13t vriority with regurd to improvemants in conditions
of service (q 11) and those who are in or aotively seeking UK posts, although
they have expressed a desire to work overseas with OLU now or im the near
future.

Caresr Career/job security considerations were given first priority over
salary and fringe benafite by the majority of respondents (oee q 11). They
were frequently mentioned by respondents to question 6 (advioe to those
thinking of working on the Ail Programae.) The similarity of response pattern
for quastion Jilo on job security anl Liik on general assessment ol career
faoctors is avain consistent with the hypothesis that job security is the

zost important sinzle faotor in the assessment of career factors. Despite the
faot that the section on career faotors attraoted the highost, and at the
sane tima vervy significant, dissatisfaction ratinrs, unier 30° of resvondents
falt that the 570 ects with internntional a1jencies (q 13) or orivate
or-anisations (q l4) wore any better than those with ODN. 'Yhen ways of izproving
fob security are considered (q 12) spproxinately 2/3rds of respondents asreed
that greatoer information on job opportunities and home baeed posts were very
sisnificant. Approximately 2/3rds of the sample consilered fixed 10 year
contracts insignificant while longer contraots within the range 2-10 years
woull be a significant improvement., There was widespread agreoment over the
significance of the availability of training between toure and on return to
UK with approxitately 50% finiing eaoh "very significant” and just unier

504 finding each"significant”. With regard to group 6 people 2nonttonod in
parograph 3 (v)) thore is a correlation between those placing career firut
priority (q 11) and those #ho are in, or actively seeking, further overseas
work, who wouldl like to work azain for OIM,

3
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iv.

Ve

dork Living conditions

a. Jorking conditions Although approximately 80% of the samplo found
the ‘intrizsic interest' of their job to be generally satisfactory (5a)
there was widespread dissatisfaotion with the working enviromment in
general (c) and in particular with the "availubility of competent supporti
staff” (5b). Other faotors such as the availability of essential oqu.‘.pnontni‘jo)
local recurrent and oapital funds (5d,e) and the quality or departmental/
project manageaent (srf were also sources of great dissatiafaotion. There
is also a loese well defined, but important trend of responses indicating
dissatisfaction with Ol support and oontaot abroad (4lo). This point
was raised a eignifiocant number of times in comparison with intermational
agencies (q 13) and private organisations (q 14), both of which were
generally felt to provide greater personal oontact and assistance abroad
than ODM.

b. Livinz conditions Yith the exoeption of housing provision these
living oonditions over whioh ODM has influenos, were not mentioned.

There housing was mentioned (q 6) advice to futurs applioants) it was
invariably in the forw of a statement of the inadequacy, late provision,
poor quality ani great expense of housing. Furthermors, OIM always

fared badly when its provision of housing was oompared with that o either
international agencies or private companies (q 13, 14). Approzizately 1/3
respondants mentioned the atatus/trnmont given to employees of
international agenoies, as being much better than ODM employees enjoyed.
Other livinz conditions mentioned q 6, were conoerned with cultural
environmental changes, and politioal stability, whioch are not under 0Dk
control. There does not appear to be any oorrespondance between groups
aybyor o (T v.refe) and working/living conditions.

Job inforwation

‘This area will be dealt with in two parts; a. information given by ODM/CA
when recruiting/advertising for posts; b. the type and source of information
on vacancies ootained by officers in post.

a. Tuis area is mentione.l by 20¢ sample in question 6, = advice to

t..088 thinking of worxing overseas with ODk. The context in whioh this
faotor was mentioned, was invariably cautionary, advising that exaot
information was obtained of the nature of the post, the politioal climate
and {ts alt'act on operations, and the quality of assistance, if any. There
was a general impression that QDM reoruitment boards rarely had accurate
information of this type, and that alvertisements were amisleading both
with regard to terms of service, and the nature of the job required. T:ere
is bowever, no indication that this influenced people in ieciding to work
for QX azain, if reference is made to qQ 1 and the comaents by thoss undecided,
or not wanting to work for OZX in the future.
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b, The importance of this factor is borne out by the 60% (approx) of

the sample who voted greater information on job opportunities (vacancies
(12f)) 'very significant' and the further 30% (approx) who found it
‘significant', Despite the importance of this area, (both to the
engineers and ODM) over S50% of the sample had received no job information
during their last tour, 20% (approx) read of vacancies in trade and other
publications, and 13% (approx) had been contacted by OSRB, The remainder
had themselves contacted ODM/CA or had received information through
informal contacts., The large majority of the sample were dissatisfied
with their degree of access to current job-information. There seems to
be no correspondence between responses in this area, and the groups a, b,
¢ (§ v. refs),

Summary of Implications for ODM

In this section, the influential factors discussed in the survey over which ODM may
have some control, are divided into two groupe.

Factors over which ODM has direct influence:

i. Salary assessment/levels; and other financial inducements; information on
and provision of training schemes; job continuity etc (via home-based posats

or similar); contact and support to overseas officers; inforsation on job
requirements and conditions/vacancies in general. The cost of improving each
factor would vary considerably, nor are all factors to be considered of equal
importance. Salary levels may be regarded as the single most important factor
in emolument-improvement, and job-continuity, the mosat importan: factor in
career-structure/job-security improvement. Action could usefully be taken on
both salary and job-continuity, but there may be some difficulty in assessing
how this last may best be achieved. While home-based posts score highly (12a)
as a means to improve job-security, §rds of group (b), those who are in or
actively seeking overseas posts, and want to work for ODM now or in the near
future, have also stated that they would like to spend the rest of their carwer
overseas (q 8a). There need not be any conflict over these results since
different measures may be taken to satisf{y persons in this category, and who
would prefer to alternate between home and overseas work (q 8b). The provision
of training schemes, and much greater publicity for the same, are 1aportlnt
here.

ii. Perhaps the least expensive and most cost-effective option for ODM would be
to publicise more frequently and widely - in BPO gazette and other trade amagazines
which are taken by officers in post; and to give more accurate and candid informe-
tion on job-requirements and living/working conditions in post.

iii. Finally, there seems to be no mechanism at present for maintaining contact
with all officers once they have returned, and OSRB only contacts officers who
have coaspleted two tours with ODM. It might be found productive therefore, to
contact all officers in the last six monthas of their tour with general information
of opportunities, and vacancy lists, and to establish a procedure for keeping
contact with all who have worked overseas for ODM. With reference to this point,
PFs should be kept of all persons on 0SAS, TA, BESS and BACS schemes - regardless
of by whom they were initially recruited - with comprehensive records of their
qualifications and experience. At present there are many officers with no such
recorda on ODM or CA files, and a further group with no PF's,

ive It should be possible and would be useful to officers, if ODM gave greater
support and kept contact with them while they were in post.

TN
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Factors over which ODM has no direct influence:

Problem areas in this section cannot be tackled directly, but only via
representatigas to hoat-country governmenta. The most important are
housing - usually provided by the overseas government, and local tax and
exchange regulations. These affect 2upplemented personnel more than TA's
sirce the latter are paid by the British Government entirely.



ANNEX 1

. . P ) raw score of resulte

YOUR ORIGINAL JECISION TV #ORK OVERSEAS 8 on questionnaire
Suplo 7 ‘.pl.o

1. How long have you been woriing overseas in totalv

e 0313 s wm m s g
response E @ @ @ (1) that section.

2, The following is o list of some faotors which Say. influsnce people to work
overseas. dould you please cast your mind baok to when you first sought a
Job abrvad, and assess the significance of each of these faotors in your own

thinking at the time. Please 8ive an angwer by ticking the appropriate box
for esch faotor listed,

v Not
Factors: Stgnt A cant Significant Signifioant
a. Interest in a oareer involving work %) @ @
overseas
b. Bnhances overall career prospects (1) @ @
o. Baploymsnt diffioulties in UK ) (3) D) 7%
d. Greater job independence and - (1 @ @
responsibility
¢. To assist the developasnt of the (1) @ @ CZL
poorer countries
Other factors - Please apecify
r. O.......'...'.........’.............. D D G
8- oaoooooo;cooo-oooooooooooooooo...o..o ' D D CJ

Je When you first went abroad did you intend your service overseas to be:

a. A long-ters planned career until retirement? @
or

b. A short-tera periocd of oxperience in a career otherwige spent in (4)

Britein?
G

1.



CUNDITIUNS OF SERVICE

In the next three seoticns you are asked to 8ive your views on living and working
conditions overseas in the light of your experience under British Government Scheamss,
. Please give your views i1 reapect of the last country in which you served,

. Gonoﬁlly Unsatisfactory Very
Li, Terms satisfactory in sooe aspects unsatisfaotory

a. Salary (taking incoms-tax 4 |
exsmption into asccount)

b. Gratuities - if applicadbles (7) @}

g

\n

0. Bexmt subsidy : (20) ikt

d. Bduoation allowances (32) -

¢. Children's holiday visit  (32)
Passages

f. Baggege allowances

g+ Looal leave : | (2),

h. Overseas leave

i. Degree of contact with or support
froa ODU or other British (1)
Government representatives whilst
.bmddo .

ELNE Ui G

Others - please apeoify
J. 0000..0.'OQO..O.............O

k. ...........‘.................

1. Overall assessment of teras
(?)

2.

8 00 0O BEEEHE
B 00 ® GEE0EeEE

& OO0



4ii. Career faotors

b.

d,

g8

h.

Opportunities for prosotion (11)
within the British aAid

Progranss

Promotiop opportunities on. (21)
return to Britain
Degree of jodb-seourity (6)

Opportunities for ¢ (19)
prior to .taking past o

Upportunities for training (48)
between tours ’ ;

Opportunities for up~dating (17)
training after finishing work
for Qverseas Development
Ministry

Base of keeping abreast of (s)
developments ia your
professional field

Base of xeeping abreast of (7)
Job opportunities i

Others - please speoify

i.
Je

.......OQ.O....0.‘.0.0.00.0..

Overall assessment of ocareer (2)
faotors

Generally
satisfaotory
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in sozs aspects
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YORKING ENVIRUUMEIT

5. a. Iutrun'io interest of job

b. Availability of competent (3
supporting ataft

Oe Avallagbility of essential @

Generally Unsatisfactory Very
" satisfactory in some aspects unsatisfactory

equipment ' . . .
d. Availability or‘ local uonmnt(”
o« Availability of loal capitar () @)
fo Quality of departasntal (or @
projeot) management
Other r.oiou « please .pooity__
‘0 ......000..0..0..0...0...0.00...\. O

S

i. Your overall assessment of :
working environment XL @

6500 B0 6EC
00 ®E6E 660

Suppose that a friend or oolleagus asked your advioce about woridng overseas for
the first time under a British Government Scheoe. Generalising froa all your

experience abroad, which faotors would you tell him to think most carefully about
before maldng up his aind?

The order you place the factors in does mot aatter, but please undsrline the faotor

which is, in your opinion most ieportant. Frequency No pereone
of mention mentioning

[ k‘imﬁn&ﬂ- om“hM”:””’/‘d”t.btl‘t:.ooooolooo& oooooooooaocc oo

b, Folitical security - interferance with work etc 43

0....‘............0.0...O..0.....0..'.........0......0..........C..'.....0..'

c' gnnq‘c;o.oo}:%tmeoaclotomeoh.oorot”’oeoo‘ot-co000oo.ooooooooooooo.ooo'ooooo;oooooouoooo

d. G8599%.<.4qR.nequirenent e/conditiona etc

. ...."...0..'..'..."..'...........'......

¢, Tinancial - ealary/gratuities/allowancee/tax ets S5 be .

L] .0.'....'..‘................................C...............'..'...............
f. Information: on tour/conditions/contact & ODM etc 19 15

8. Houeing: be . 24 22



YOUR PRESENT CIRCUMSTANCES AND PLANS FOR THE FUTURE

7.

or

or

9.

oone doublé-ecorins

Are you at present: occurred with thie
. question.

a. In (or about %o take up) a job in Britain? ',” ~

b. In (or about to uko up) a Job overseas? '22 '

0. Aotively uouns a Job in Britain?

d. Aotively seeicing a Job overseas? g

e, In (or about to take up) a course of further edusation? @
f. On leave with no definite plans? CD

g detirea?z ()

Looikdng ahead, would you like to see yourself:
a. Spending the rest of your oareer in a developing country?

be Alternating betwesn periods of work overseas in dsveloping a
countries and pericds of work in Britain?

oe Returning to Britain ona ponmont basis?

If you gnawered "yes" to quuuon 70 plun g0 straight to questions 10-l4
inclusive.

If you snawered “yes" to either 7a or 7b plesse continus with questions 3-l.

Would you liis to work overseas again, either now or in the near future, undsr
s British Governmsnt Schems?

Yes No Undeoided @

10, Por those who do mot want to work overseas again for ODM or are undooigd: please

indioate tnose faotors shich were/are dominant in your resching that decision.
(If there is not emough rooa, please use the reverse sids).

5

No Perecne sentioning
such factors

Factore: Financial
Career
Peroonal
Political

\A\A N O



11, Please consider the following three aspeots of conditions of service whioh the
Overseas Development Ministry has iaflusance over. In deoiding the best way to
igprove oonditicns of service, what priority do you think sheuld be givea to
each aspect. (Please tiok on box in each column),

some double
lst 2nd Jrd ecoring
sl ) a peeurre
b. Pringe benefits m  (3€) (53)

o+ Job security/career structure (1) @ GD @

12, Please consider ways of improving job seourity and career strusture, what rating
would you assign to each of the following msasures?

Very Significant Not
significent significant

as Home=based posts (ie. posts on the
establishment of UK organisations)(3)

with comxitments to periodic servioe

Others - please speoify

6.

(=) 3
overseas
be u.nd 10 year coatraocts (")GD
ce ::.ng:;-oo;:::ou within a range (1)
sy, 0® 0 @ O
between tours
. 2"',:.%.“’3‘3,‘3 Salifioations () €D
on return to Britain
o e g @) ® -
O O
- O




13, You may at soas poinmt have woriked, or considered woridng, tor an international
agenoy, (eg. U.N.) You will in any case, have probably coze into contact with
personnsl ezploysd by sush agencies. Would you please say how you think the
goperal conditions of service (eg. salary, tringe bemsfits, oareer structure,
etoc) for contract appointments with international agencies, cospare with those
applying under British Governsent Schemes? (Please use the reverse side if you

nsed more roos). International ODM better than
better than ODM International
Salary 55 1
Perkea/fringe benefits 4s 4
Career 24 3
Vorking conditione 21
Living conditions ‘9
Statues/local treatment 19
Houaing 2
Tax position 15

Medical S Car ? Education 2

14. Weo would alao be interested in your views as to how gensral terms and conditions
offered by the privats sector compare with those applying under British Governasnt
Schemes. (Please use the reverse sids if you nsed more room),

Private better ODM better

than ODM than Private
Salary 35 "
Fringe benefits/perks 4o 13
Ceroer 6. 5
Living Conditions 6 S
Working conditions 6 9
Statue/Local treatzent S 6
Tax - 4
Houeing 26 -

Car 15 [Education 2 Medical 5

15. Did you receive any information sgbout further job opportunities during your last
tour? Please give details of how you received the information and shether the
Jobs were in the UK or abroad,

No information - 47

Trade/Other Publications = - Neow Civil Engineering, Britieh Post 0“100
Gasette

OSRB contact - -

ODM/CA publicity - 5

Own efforte/contacts - 8 NB. Thie vas on return to UK in 5 cases.

I
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Statistical brenkdown of Sample:

He

ANNEX 2

VARITAL STATIUS | NO
Single 11
Uarried 63
Secarated/Div 1
Unknorn 12
Total 87

46 vere knoén to have

™! .
[+10 R T

SCHEIE | NO 4 b4 PROPESSIONAL STATUS | NO .
084S 72 89 Profesnional 27 n
TA ) 8 Sub Professional B! W
BACS 2 2 *Unlmown 22 25
BESS 1 1

Total 87| 100
Towal | 87 | 100

x ®* Se0 1v pain survey.

AGE NO | % dJ4 LAST COUNTRY OP SERVICE | HO| ¢
20-30 4 5 2ambdia 2 25
3135 91 10 East Africa 18| 2
36-40 171} ‘20 Unlawi 17 20
41-50 S 29 Kenya 6 7
51-60 12 1, Gambia 2 2
61+ 4 5 . Seychelles 2 2
Unknown | 16 | 18 & Swaziland 2 2

— Other (one officer only)| 18| &
Total 871 100

Total 81| 100

d0ountries in 'Other' seotion:

Arpentina
Bahrain
Barbados
totswana
Burma
Jdalaysia
ontserrat
Mauritius
Honduras
Sabzh
Sierra Leone
GEIC

BSI-
Dominica

P



SURVEY OF PERSONS WITHIRANING APPLICATIONS FOR OVERSEAS POSTS

T Blackford
Manpower Plamning Unit
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SUMNARY OF CONCLUSIONS AND RECOMMENDATIONS

1. The prinoipal conolusions and recommendations of tho m\dilod questionnaire
survey of persons withdrawing applications for overseas posts, which was mounted by
OIM with the assistance of Crown Agents and TETOC in 1975, are swmarisod below

(Paragraph 2-6).

2. Delays in reoruitment prooedure are oonsidered to be of prime and direct importance
in influenoing the deoision to withdraw for applicants to all three agenoies. Both
03AS and TC posts were signifioantly affeoted by delays (in the latter instance, 11

out of a total of 19 respondents oited delays as a major factor in withdrawing)e Much
of the problem lies within the agenoies' spheres of influence, with improvewent
spparently dependent upon faster processing of application between first applicaticn
and interview, und between interview and after offex/rejeotion. Clearly improvement

is to a greater or lesser extent oonstrained by the resources at the disposal of the
reoruiting agenoies. Any additional resources involved would have to be appraised in
view of the oost/benefits of suoh action (Paragraphs 10 and 11),

Jo The lack of career structure and the effeot of overseas cmployment on subsequent
career prospeots in the UK are another major area of oonocern. Fifty ono respondents
(41% of the total sample) were concerned about the effeots on their careers in one way
or another. This result (which is oonsistent with the findings of soveral other MPU
studies) lends support to OIN's plan for furthor expansion and better management of ths
Home Based Scgeme, and for further expansion of the Corps of Specialists in some
oocupations. It also suggests & need for wider publicity of existing OIM facilities
for assisting with job~placement on completion of overseas service, and possibly
further expansion of guoh assistance undor OSRB. The large proportion of the sample
with overseas experience, and the significanoce of delays iu reoruitment procedure,

may suggest that there would be significent benefits from developing an improved
reoruitment information system in order to re~deploy people with relevant experience
moro rapidly on completion of contract. Again the oont/bone.‘.‘it trade-off merits
further study. (Paragraph 12) .

4. Salary scales were the subject of many responses. However, the apparent significe
ance of salary is aitigated by the dispari‘y between the nuuber of respondents who
cited salary as an important factor in withdrawing their application (64 our of 121 =
53%) and the number who would have aliered their decision had a higher salary been
offered (42 out of 121 = 35%), a disparity large enough to indicate that mere salary
inoreases alone would not have solved reoruitment difficulties, even amongot those
for whom it was an important factor., The graph at the end of the report shows that

a rise of £1,000 p a would have induced only 11 people to hawve ohanged their minds,

(Paragraph 13 and 14)

Se It is worth noting that many respondents made unsolicited comments about the lack
of information on their posts, and the vagueness of the job desoriptions There ssems
to be a need for greater dissemination of literature and information on the post, its
dutios, living arrangements, and so on, at all stages of the recruitment process, not
simply after an offer has been made, The interview procedure, tco, is an area which
was the subject of some criticism - specifically the inability of the interviower to
answer questions and the lack of direot contast with officers experienced in the
relevant field, (It should be noted, however, that some shortcoaings at interview may
be the result of the candidates® lack of preparation, and their expecting the interview
to provide information which could, and should, be properly obtained olsewhere,) It
may be worth considering, nonetheless, whether there is scope for oloser involvement

of specialist officers and advisers from within OIM, and represcatatives of the country
inwolved, at interview. A further possibility is for an applicant tc be invited to

1
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oorroopond direotly with an experienced officer within OIM who oan deal direotly with
any onquiries the applicant may have aftor boing invited for interview. Again there
is an apparent trade—off between implementing these measures and both the extra ooot
involved, and the potential delays likely to ensud. (Paragraph 15)

6. Finally, reoruitment could well be improved by the encouragemont of large 0SAS
users to make reoruitment visits to the UK = ag with the visits in the recent past by
offioials from Botswana and Zambia. Such reoruitment 'drives® would inorease the flow
of information to applicants, especially at interviow, obviate the need to refer
oandidates out, thus saving time, and possibly inorease the suitability of the candidate
eventually seleoted, to the benefit of all oonoerned. It would be useful to examine

the results of reocent reoruitment visits in order to dotermine whether they can justify

the oost. (Paragraph 16)
Introduotion

To This paper is the final report of an NPU Survey, mounted with the oo=operaiion of
TETOC, and Crown Agents, to investigate ways of improving recruitment performance for
overseas posts. It is based on a questionnaire, given at Annex A, that was mailed to

a sample of people who withdrew their applioation to OIM, TETOC or Crown Agents for

UK Qovernment-funded posts between 1.6.75 and 1,9.75 at a stage in the reoruitment
prooess subgsequent to being invited for interview., The survey's original intention, to
inolude all those who withdrew in this period, was hampered by diffioulties in identifyw=
ing all the individuals involved. Altogether 134 questionnaires were sent out, and

121 replies received. Whilst it is realised that not all of the responses can be taken
at face value, we believe that the strongest trends should be nc.od and, where practic—
able, acted upon.

TABLE I Distridbution of Questionnaires

lomte. T (Gus) () oML

" Questionnaires sent 59 24 kY] 20 134
Questiomaires received 53 21 28 19 121
Response rate % - 90% 8t = 90% 95% 90%

No speoifioc ocoupational or geographical bias emerges in the sample, other than that
whioch reflects the pattern of total recoruitment aotivity over the survey period.

8. Everyone received an identical questionnaire, a similar covering letter, and a
pre=paid label or envelope for return of the questionnaire from OIN, TETOC and Crown
Agents. TETOC figures for questionnaires sent and received are low because they (TETOC)
do not advertise vacanoies during summer holidays as a result of past reoruiting
experience. The figure would have been even lower had TETOC not decided to send
questionnaires to those who had withdrawn in the three months bofore 16.56.75. However,
this in itself does not oreate any partioular bias in the sample. The stages of with-
drawal defined in the survey were as follows:

1. Invited for interview but did not attend
2. After interview, befors offer

3+ After provisional offer

4. After fim offer



“o¢ must be emphasised that the survey was intended to loak at witadrawals and means
of influencing the decision to withdraw, and not the overall renruitment programme.
The results and recommendations should therefore be interpreted in the context of

these terms of referonce and not ag a survey or a oriticicm of the whole recruitment
procedure per se, .

Regults

9. Three major areas of interest emerge from the responses received =
i, delays in reoruitment procedures; ii. salary levels; iii. oareer struoture and
eoffects on career prospects of overseas employment. Table II summarises the main

ﬁnding‘!.

10, Delays in the recruitment process are probably the most important issue to ariso
from the survey, OIM fared better than TETOC or Crown Agents as far as 0SAS respon-
dents are oconcerned (32%) indicated that they were dissatisfied with the extent of
the dolays, 43 far as TC posts are concerned 11 out of tho 19 respondents oited
delays as a major reason for withdrawing their applications. Of these, 7 respondents
withdrew before they had received an offer. (Similarly, 22 of the 33 O0SAS respondents
withdrew at the same stago.) This suggests that these withdrawals could be influenced
by the recruiting agenoies! faster processing of their applications (espeoially if
the recipient oountry is not involved at this stage of geloction). Improvement in
prucessing seems to be necessary betwsen first application and interview, and betwaon
interview and roferral out to the recipient country.

11, The mmber of withdrawals who accepted alternative posots is interesting both
intrinsicel.y and for itgs oonnection with delays in recruitment. 21 of the 121
respondonts (17%) accepted alternative posts overseas, and 28 out of 121 (23%) acocpted
alternative posts in the UK, Thege reasons for withdrawals secm to have been of more
importance for TC respondents: 15 out of 19 marked one or other of ikese boxes us a
significant reason for withdrawing, and 9 gave either ona or the othur of them ag the
major roagon for withdrawing; exactly why they accepted this 3lternmative post is not
made explicit by the questionnaire, but salary does not geem to have been an importaat
factor and neither do doubts about career. Overall, howewer, 30 out of 121 (247)
ocited both delays and acceptance of an alternative post, and for TC appoin‘ments 10
out of the 15 who marked the boxes for accepting alternative posts also markod the box
oi'ting delays. These findings ceem to reinforce the conclusions reached about delays.

12, Career is an important area of concern indicated by the survey. Two boxes in the
questionnaire covered this = Box 8 '"Lack of oareer gtri.cture”, and Box 12 "Doubts atout
the effects of overseas employment on subsequent career prospects in the UK®., 29,84
(37 out of 121) of the sample marked box 8, 38% (46 out of 121) marked box 12, No
corrolations between occupation or geographical area and career ooncern emerge. Tho
doubts about effects on careers were expressed by a wide range of respondents, both
0SAS and TC. From the recruiting agency's point of view there has been an increased
awareness of the need to safeguard career prospects and the career structure of
overseao~gerving officerc. In light of this, the expansion of the Home Baged Scheme
and the Corps of Specialists is to be welcomed, The survey — taken fogether with the
results of other studies undertaken by MPU = also londs support to suggoestions for an
expanded role for tho Qverseas Servioe Resettlement Bureau

13, Salary scales are a further area of some importance. 53% (64 out of 121) of all
respondents expressed concern over the level of pay in one form or anothor; 39% = 48 =
thought salaries wers too low in comparison with prevailing overseas rates; 15% — 19
out of 121 = oited both. The apparent significance of salary is mitigated to a cortain
extent by a later question in the questionnaire which asked whether an inoreane in
salary would have induced a change of decision to withdraw. For OSAS poats, 15 out of
102 reupondents (34%) would have changed thoir minds. 9 (973) might have donc co, and
[ (50%3 would not have altered their dooision. 7 did not snawer. Of the 19 TC

1espondents, 4 would have ¢ d their decision 13 would not and 2 did not ancwer.
Overall, therefore, of tho fu1l seaple of 121 39 would howo taken up their posts
k)
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hed a higher salary been offered (32%) 9 might have done so (7%), 64 would not hive
{53%) and 9 4id not answer (8%).

14. Further information ‘is given in the acocmpanying diagram (diag 1), whioh
$1lustrateu the goale of inorease in salary needed tv induce individuals to take

up their posts, A rise of £1,000 p & would have induced 11 people out of 112 who
replied to this question to change their minds, whilst a rise of £2,000 p a would

have induced 20 people to change their minds. A final point of scme interest is the
faot that of the 29 respondents who would have ohanged their minds, only 5 were single,
widowed or divorced, Clearly, the eatimation ‘of salary as a faotor in living and
working overseas should not be understated, ecpecially, it secams, for the married
applicant., However, the disparity between the number who cited salary ac an important
faotor and those who would have altered their decision is sufficiently large to indie
oate that other variables are of more importance for a oonsiderable number of individuals.
and that there remains considerable scope for less oostly ways of improving reoruitment
performance, whioh may be as effeotive as salary induoementa.

15. There are a signifioant number of ungolioited oomments at the end of the
questionnaire about the lack of information and the vagueness of job desoription.
There is an apparent noed for greater dissemination of literature covering all aspeots
of the appointments = duties, living oonditions, health eto, by all the agenoies at
all stages of reoruitment., This would, of oourse, entail some additional expense, but
the likely benefits for reoruitment could well justify a moderate outlay. Naturally,
this would have to be examined in greater depth before a conclusion oould be reacked.
As far as interview prooedure.-is concerned, there would seem to be a need to achievo
a better dialogue beiween interviewer and applioant, Whilst it is appreciatc. that
the interviewer promises to get any information whioh he cannot supply at interview,
the information is only made known oonditional upon the applicant being offered a post.
Many commonts refleoted the lack of confidenoe in the intexrviow prooedure generally
whioh must be counter-produotive,

16. Several areas of improvement suggest themselves, subjeot to oost and administratiwve
oonstraint := oloser involvement of relevant subjeot advisers within OIM, and BPigh
Commission or representatives of the country oonoerned, at interview (where appliocableé
ie for 0SAS poots); involvesent, whero poscible, of officors with first-hand experionce
of oonditions in the country in question; the appointment of an officoer within OIM %o
lisise direotly with the applicant after offer (for OSAS posts = PSE officors already
provide this servioe for TC poats, although it may not be realised by all). One
further possibility is encouraging large OSAS users to make recruitment visits to the
UK = as with the recent visit by representatives from Botswana and Zambia. Such visits
would serve to increase the quality of information immediately available, espeoially
at interview, and would obviate the need to refer candidates out., It would be
interesting to evaluate such vioits, in order to determine whether the benefits can
Juatify the cost.

Baomund Faotors

17. 'Table IV summarises the findings of a ocomparison made between those people who
withdrew their application and those who took up their posts, with regard to age,
marital status, and previous overseas experienoe, In order to exclude those drop—outs
who might not have been offered an appointment, ocmparison is made only between those
45 people (0SAS and TC) who had been offered a post, either provisionally or definitely,
and & seleotion of people who were reoruited for RMR posts in 1974, using data from.a
reoent MPU survey.

!

18« The only significant oonolusion to emerge is that drop-outs with overseas
experience numbsred 69% as opposed to 50% of RNR recruits. This suggests that the
majority of our sample were well=qualified for overseas employment in this respeot
under the Aid Programme.


http:prooedure.is

\

19, With regard to the overall sample of 121 reaspondents, it should be notnd that
there are no statistically significant biases towards any one country, reglon or
oooupation other than those which rofleot doliberate recruiting drives.

20, The answars to questioan 4b, conoerning the reason of greatest importance ia the
deoision to withdraw, oxhibit a wide scatter of seleotion roughly tho same in proportion
a8 the responses to question 4a, with the exception that 16 respondents seleoted

box 18 ie "unforeseen ohanges in personal or famil situation', the largest single
response. However, when taken together, the number of respondents ciroling the two
boxes for acoeptanoce of an alternative post (overseas and UK) totalled 20, the highest
overall response. 23 respondents did nut seleot a single major reason.

21, Theorstically, OIM ought to be able to influence all of those areas other than

box 18 ie other than strictly personal reasons. However, the involvement of a

reoipient country, and the pogssible inaccuracy of some responses olearly makes this an
improbable oconolusion, Nevertholess, the areas which OIM oan influence are surfioiently
large to merit oloser examination. Under any estimation thers is a valuable pool of
resources being lost, and even if those respondents who withdrew before offer are
disoounted there is atill a largs enough number to warrant investigation,

T Blaokford
Manpower Planning Unit

September 1976
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TRZ I pussone ef greatest isportance i ths dsolsion to withiraw (Question 4a)
Box No and Heading Crovn Agents  TETOC OIM (0SAS)  SUB~TOTAL % OIM (TC)  TOTAL y 4
53 People 21 People 28 People 102 People 19 People 121 People
2. "Salary and allowanoces
insuffioient compared 25 9 11 45 44 3 48 40
with UK rates®
). "Salary and allowances
insufficient compared :
with other cverseas 19 6 8 33 32 4 31 30
opportunities"
8. "Lack of ocareer
struoture" Ky 5 17 k%) 32 k} 36 29
12, "Doudts about effects
of overseas esployment
on subgsequent career 23 1 n 4 40 5 46 38
prospects in the UK
14. "Delay in process of
reorui taent™ 22 6 5 ;3 32 1 44 36
16. "Acoeptance of
alternative post in 8 2 4 14 14 7 1 17
uxm
17+ "Acoceptance of
alternative post 8 6 6 20 20 8 28 23

overseas™



TABLE IIX
a. Distridbution of sample by Age

Crown Agents TETOC om TOTAL
¥o - 4 No % Yo ¢ No
Age Range .
20 =29 14 27.6 6 29,0 21 45 M 339
30 -39 ) 45.2 7 33.3 16 34,0 47 38.9
40 = 49 12 2,6 T 333 8 1.0 27 22,3
S0=5 3 5.6 1 4.7 2 4,2 6 49
Ave Age 34 TOR 36 T4 TR 34 T8
b, Distribution of Sample by Marital Status
Crown Agents TBETOC o TOTAL
No 4 Mo 4 No % Mo
Married 40 7% 16 76 26 55,3 82 67.7
of ‘these
Married with .
depndent 30 (56.6)12  (ST.1) 21 (44.6) 63 (52.1)
ohildren
Single 13 25 5 24 21 4.1 38 32.3
c. Distribution of Sample by Previous Overseas Experience
Crown Agents TETOC o TOTAL
No £ % 4 No % No %<
Worked Overseas 26 49.0 13 61,0 30 63.8 69 57.0
Of these, worked
in LIC 19 (35.8) 9 (42.8) 21 (57.4) 55  (45.5)
Of these, workoed in :
UK Covt~funded 9 (16.9) 5 (23.8) 23 (48.9) 37  (30.5)

sohene



“+ABLE IV

Fortyfive people in the ssmple were made offers ~ provisional or firm, The
following table ocapares their age, marital status and previous oversess exporience
with those of recent reoruits in the RMR field on a percentage dbasis,

Total Sazple of Applications

Age Range wvithdrawa withdrewn RR
appliocationu after offer Reoruits

| % $ %

20=-29 3.9 37.8 25.)

40 = 49 2.3 20,0 20.4

50 = 59 4.9 8.9 13.6

60 - - 9.5

100.0 100,0 100.0

Married 67.7 66.0 T72.1
Married with dependent

ohildren 52.1 44.0 4706

Previous overseas
experience 57.0 69.0 56.4

Key to Box Mumbers f&r Tables V and VI

1. Reservation adout nature of appointment and duties of post

2. Salary and allowancee insuffioient ocmpared with UK rates

3. Salary and allowances insuffioient compared with other opportunities oversess
4. BHousing arrangements unsatisfactory

5. Blucation allowance insuffioient

6. MNedical arrangenents unsatisfactory

7. Insuffioient leave

8. Llaock of oareer structure

9. Other (please epecify)

10, Doubts about effeots of overseas employment on ohildren's edusation

11. lack of eaployment opportunities for wife

12, Doubts about offeot of overseas employment on subsequent oareer prospects.in 1) 4

13, Possible political instability or other threat to perscnal or faally uonruy
in oountry of proposed asoignzment

14. Delay in process of reoruitment

15. Tiaing of appoifitment inoonvenient

16, Acoeptance of alternative post in UK

17. Acceptance of alternativo post overseas

18. Wnforeseon obsnges in personal or faaily situation

o



TABLE V Distridution of inswers to Question 4a: Reasons Which Were Significant In the Decision to Withdrew
Application For Overseas Enployment

BOX No  CROWN ACENTS  TETOC om(0343) SUB~TOTAL £ S-TOTAL OmN(TC) TOTAL £ TOTAL
(53 people) (21 people) (28 people) (10202:3310) (19 pecple) (121 people)
1 12 4 5 21 20.5 3 24 19.8
2 25 9 11 45 . 44.1 } 48 39.6
3 19 6 .8 3 32.4 4 37 30.5
4 12 2 5 20 19.6 1 21 17.4
5 6 2 2 10 9.8 10 8.2
6 7 1 3 1 10.8 1 12 9.9
1 1 4 4 15 14.7 2 17 14.0
8 21 5 1 3 32.4 k) 36 29.8
9 8 2 2 12 11.8 2 14 11.5
10 6 3 6 15 14.7 15 12.4
1 7 ;3 6 17 16.7 2 19 13.7
12 23 7 7 4 40,1 5 46 38.0
13 8 3 2 13 12.7 1 14 1.6
14 2 [ 5 kX ) 32.3... 11 44 36.4
15 3 1 6 10 9.8 1 11 9.1
16 8 2 4 14 13.7 1 1 17.4
17 8 6 [ 21 20.5 8 29 24.0
18 7 4 9 20 19.6 k) 23 19.0
*For key to box nos see preceding page



TABIE VI Distridution of Answers to Question 4b:

BOX Bo®  CROWN ACENTS TBIOC
(53 people) (21 people) (28 people) (102 pecple) (19 peocple)

O O~ O\ & W N =

- -,
- O

12
13
14
15
16
17
18
no reply to

this question8

2

7
2

-~ s -on

N - -

W b b s

1

3

to Withdrew
OIN(0SAS)  SUB TOTAL  OIN(TC)
2 5 2
10 1
4 2
2
1
1 1
4
3
2 6
1 2
2 9
8 2
2
4 4
1 7 5
7 15 3
8 19 o

*For -key t0 bDOX nos see preceding page

The Reason of (reatest Dxportance in the Deoision

TOTAL
(121 people)
7
11
6
2

VW N AW h ==

10

12
18

19

5.8
9.1
4.9
1.7

0.8
0.8
3.3
2.5
4.9
1.7
7.4

8.3
1.7
6.6
9.9
14.9

15.7



TABLE VII Distribution Of Answers To Question 53

CROWN AGENTS
¥o %

YES 17 35.4

NAYBRE 4 8.3
21 56.3
48 100.0

NB Mine candidates 4id not answer this question

TEIOC
¥o %
7 35.0
2 10,0
1 55.0
20 100,0

"Miould You Have Alterod Your Decision If Righer
Salary Had Been Offered?”

om (0sas)
¥o %
" 40,7
1.1
13 48.2
27 100.0

SUB TOTAL
¥o %
35 36.8
9 9.5
51 53.6
95 100.0

om(rc)
Bo p 2
4 23.5
13 76.5
17  100.0

1

TOTAL

o %

39 34.8
9 8.0

64 51.2

12 100.0
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COPY OP QUESTIONNAIRE
(Totals in Boxes)

antioanuro luaber R Xy
1. Have you over worked overgeas?

£52] Wo = Go straight to Question 3.

@ Yes ~ Please indicate country(ies)ie

2. Have you ever worked overseas on UK Government funded sthemes?
@ No
2] Yes Oversess Service Ald Scheae
m "  British Expatriates Supplementation Soheme
(3] " Technical Assistance Officer
g " Voluntary Service Overseas

3] " Other (Please speoify)

3. Have you relatives or friends who are working/have worked in a doveloping

country in the last two years? Yeos D
[T
¥ COXFIIEXCE



4.8,

DN CONPIDENCE

Please tick below each of the reagons whioh wore significant cleaments ...

your deoision to withdrew your application for overseas employment,

Reservations about nature of appointment and
aution of gont

Please speocify:

Conditions of Servios
Salary and allowanoes insuffioient occopared withi
8, United Kingdom rates

be Other opportunities overseas
Housing Arrangements unsatisfastory

Blucation Allowanoo inguffioient
M¥edioal Arrangeacnts unsatisfaotory
Insuffioient Leave

Lagk of Career Struoture .
Other (please specify)

Qenersl Considerations

Doubts about effeots of overseas employment on
ohildren's education

lack of employment opportuni:ies for wife

Doubts about effects of overseas employment on
subsequent career prospeots in UK

Possible political instadbility or other threat to
personal or faaily seourity in country of proposed
assigment

Delay in proocess of recruitment
Tiaing of appointaent inconvenient

Acoeptance of alternative posti= a, In UK

be Overseas
Unforeseen changes in personal or faamily situation

IN CONPIDENCE

Box No
1

10

1

12

13
14
15

16

17
18

Box Nos
4%

4a
&7 (7

I glisvg
ol
Vsl

& [
&z [77
a7
&7 [T
ay o

ary ¥
&7 [T

& g

lirgaig
& T
ar L7

&7 L7

&7 07
&J (&



4.B.

Se

6.

Te

IN CONFIIERE

Other reagons (please speoify) 9w 707

Please now oirole the one reason which was of greatest importance in
forming your dsoision to withdraw,

Would you have altered your deoision if a higher salary had been offered?

Yos 39
Naybe 9
¥o 64

If your answer to 5 is '"Yes', please state approximately how muoh more,
in pounds per annum, would have induced you to take the job.

Have you any other ocomments on how we oan make employment under the Add
Progrezme more attraoctive to you?

IN CONFIDEXCE



