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i : . "" We are pleased to submit herewith-our report entitled Second 
EvlainO .1C International And It's Programs In GhanaAnd 
Nigeria. In this evaluation we have built upon the basel ine data.. .. 

!developed by our firm. As a result i hsreotw hv o repre
S ladelpia, PA.e 19144tosAicn ::•: 

on those elements of the program which con tinue to be performed, ' 
~ ~~~~effectivelyo criticaleadWe have focused this reportn around, te.issues which-;-" : 

:should beadesed and recommendatin fordelnwihtm.I
 
addition, we have updated basic program operation data and informa­
r.tion. D.o.o Directouy 

QIWe express our appreciatonfor prticipation of all OICI staff
 
rommedtosfrdaln.ihtewhosheioubeadriessecontributed toandthis study. Our secali othe Asein a I 

onathose e nment and industrywhico proine toe perhtsaboutrmed 
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Wilbur E. Hobbs 
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Dr. RobertO0. Washington. 

~Senior Associate is.. ­
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CHAPTER I 'IN-TRCDUCTiON 

The work descrilbed in this report was carried out by Community Sciences, Inc.
 
under contract with the Opportunities Industrialization Centers International,
 
Philadelphia, PA.; during the period from- October, 1972 to January, 1973. .
 

It represents a follow-up on-site study to a baseline analysis of the central 

office operations of OICI and individual local programs in Lagos, Nigeria and 
Accra, Ghana which was conducted during the spring of 1971 .. 

A. The 	Objectives oF the Study : :" *;:, 

the progress. of
 
OICI and the African programs in achieving the original objectives of the proec,
 
and to measure the effectiveness, impact and efficiency of the local programs in
 
moving toward self-support. In addition, the study was to focus upon a progress
 
analysis of the overall effectiveness of the OICI central office, with respect tO,
 
the organizational structure and staff compete....
 

overall objectives of this second year study was to .asess 

The study was also designed to collect data which would assist the central office
 
in making decisions about the two local programs relative to:
 

I, The nature and extent of community involvement and participation.
 
2. 	 The nature and extent of local community financial support'and the prognosis
 

for future financial support. 
 ' '' 

3. 	The nature, extent and impact of the involvement and contribution of private 
andustryondbusiness, employer associations, and unions. 

4.The nature, extent and impact of the private business sector and unions upon , : 
the skills training curriculum,, job development and placements. . r 

5. 	Their relationship with approiate local, state and national agencies responsi­
. efor manpower. ...... 

6. 	 The impact of policies and actions taken by the national governments. ' 
7. 	The extent to which they are responsive to the economy, labormarket and man- ­

~ attitudes and expectations 	 -* :. :~ 	 , , 8 8.power.IeTh development goal of the ofgovernment.trainees' ,'.:'.. ,:. *.~ l : : 

9. 	The extent and effectiveness of technical assistance provided by the OICI field 
staff in preparing their African counterparts to assume full responsibility for 
planning, skill training, curriculum development, industrial relations, fiscal 
management, organization and staffing, and related manpower support activities.... .. .... :...................*
 

' B. Summary of Critical Issues and Recommendations .	 + 

The Contractor presents here a summary of critical, issues observed to have had 
impact upon the present character of the program. These issues represent,significonit 

a synthesis of our findings, drownfrorn interviews with key'staff members inOICI (cenrlq 
office and field .peration),. Industrial..... 
P, 

members of ,Board of Directors (BOD), 


-Advisory Councils (IAC), Technical Amitees and USAID staff
 
They also represent an ' llected during on-site monitoring
 
as well,as, the review of available documents'and other secondary data;,,,'
 

.	 . . ... . .. ... v', " + d ; 
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These issues highlight changes which ha.-e ,aken place in the programs since the 
basellne study of 1971; and, therefore mcy serve as baseline variables for the third 
year evaluation. Most of these issues (and others) have been presented to the local 

-
,.Board Chairman, USAID Mission staff and selected OICI staff in individual feedback 

' 	 sessions in the respective countries.' They are presented here in order that the Central 
Office may develop program priorities for third year plannng. ;. . . -,'* 

While these issues are not presented in any format which logically conforms to program 
priorities established in the respective PROPS recently prepared for both Ghana and .;. 

Nigeria, they do, nonetheless, identify independent and intervening variables against 
*which PROP program priorities can be measured for th rd year evaluation.: L.i.. .. .	 .. ".. .... ' cap 'Aob *t an hen edt 

1. 	The need of OICI to develnp anitntenoal evalua ........ " " need .to 

document training results. :'<, 

OIC! does not have a program management reporting system which generates useful 
data in a systematic format for analysis. Equally critical is the need to assist staff to 
become capable of accurately assessing situations and planning short and long range 
strategies to deal with them -- *, . A, , - : 

Trainee and program data are recorded differently by both African programs. The 
data collection instruments provided local programs by OlCI do not provide for the , 
collection of needed data in a useful form. ' ' :i 

• 	 . . . . I.;.-... -,A . . &. V, 2. ;* 44 ,':;.: .' .:+. a:,. < 

An OICI program management reporting system should be developed by the Central . , 
Office. After the system isdeveloped a central records unit should be set up in each ,{ 
local program. Failing to proceed in this way can only further perpetuate, the current 

. . . 
] . . . .. . . r . . . + . - ..A)" "A " ' ..	 A 

*'4.inadequate data collection practices. 

A review of records and reports and interviews with staff would indicate that at present 
the evaluation capability of the Central Office and Program Advisory staff is limited.,' 
As the OICI program continues to grow the International Director will need to rely in­
creasingly on the analysis of data and information provided by key staff,, The inade 

ies of the current system compounds th is problem,>.j ; -,..*. ..+ : '-'. ­
+ - , 4 A 	 44 4, ' * 44: *5'** 

Recommendation: that the evaluation capabilities of the Central Office staff be 'x­
panded through a planned staff development program.. 

2. The 	impact of the Feeder concept on Africaiitrainees. , 

:+ •+::., 	 Aa '" ,ee 

There is little doubt that the feeder concept is crucial to the success potential of the 
trainees entering the OIC program in both countries 'While most tranees in both 
couis s sfully complete requirements for computationaldcommuni 
skalls iraning,rall seem to require more orientation directed toward attitudinal change
motivation and counseling'.Many trainees have been found to have emotional, familyN 

" +medical 	and transportation Problems whichre;quire heli resol tion and Osmanyoters 

57IJ1.A 

.* ' ,. ~ "' '' '' :~~ 04 
A~~~~5 4 

''..' 
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1. .j.. 	 help in ge ting to the training s-a reguiarly and on time a problem which . 
must be d alt with before they can become job ready. 

Accurate :igures on the drop out rate during feeder training were not available 
but a review of available information would indicate a very ow drop out per- V 

,. centage. Wie were unable from available records to identify bny trainees who 
might hav-	 been.able to take a modified feeder program, that is, by pass feeder 

or pursue Fseder training courses concurrently with the skill training. On the ­
other hand there were trainees who were consciously moved into skill training 
to encourage them although they had not attained'the desired level of communi­
cation and computation skills.., 

.Recommendation: that the overall program be adjusted to provide for regular 
periods of communication and computation training while the trainees are in the 

,2vocational 	training phase. . + . ..­

3. 	 Capability of the Central Office and Programs in Ghana and Nigeria to 
assist in the development of African programs. . +...,. 

With the exception of the Office of Training, the current Central Office staff+L 
pattern can adequately handle the new programs in Ethiopia and Kenya. In 
fact, one of the reasons the Office of Training isdeficient is related to the ,,t:. 
amount of time spent on non-training activities related to the OICS in Ghana, 

.mand: Ksen ya• .	 "-"". .:h" ...Nigeria, Ethiopia . .a". 	 ,... 

dFourare developing in Nie\i 7 outside of Lagos. -It appearsnew OIC programs 
that the Program Advisor is the onl staff perso involved w'ith these developing 
programs. However, -it is clear that neither the AT nor theOIC/agos (ICA) 
staff have the time to provide technical assistance tolother programs. *TheOICA * 

has yet to reach the level of de'elopment to be a model for other programs. . 
:'-~ or4ie tatin- - :: :+ ; 

Conversely, OIC/Ghana (OIC/G)couldbegin providing pre or post orientation 
+ I training to representatives from other African programs. Whiie the facility is 

limited, the American and Ghanaian staff have demonstrated how to build a quality 
OIC program within these and other limitationr. Also, their initial outreach efforts 
provide a dimension currently unique to Ghana but with real potential for other 
African countries.~ , ~ ~ *, ,~ 

4. Development of Community Support and Income Generating Activities_ 

Both programs have shown increased growth in the participation of local citizens,
 
4; . and industry as evidenced by the expanded memberships on the Board
+government


7<of Directors, Industrial Advisory Committees and technical advisory committees.
 
*OIC/L has also increased the number of contributors and fund raisers. In Ghana
 

the performance of trainees on the job has generated positive reactions to the program 
+from+both publ+ ic+jJ":+and private. .. sector' '4 employees. . -:.: ++ .... 	 . ... ,+ r 

+ ,  ' 

4? 	 * L ,,+' k, 4,
+:+ '+ .+ :: ,+ 	 :+ : 

,'*'*'4,,,, 4,' '+ ++++ ::P +++:'"++:++:++ + '+:",+ ':+ + :+ :++m"+ : +++' ++ :: 	 + +: ++++: + +++ : '+++ ::+,++ + : :++: ; 	 +: 
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Equally important are the results of income generating activities. To date neithe
 
program has generated income e-uol to 20 percent of the current operating costs for " .
 

one year. While Nigeria has shown steady growth, Ghana has not. The reasons' .
 
there is question whether either program can reach­

maybe understandable, however, 

the goals set for 1975. The question in.Nigeria seems positively correlated with the
 
output of the program'trainees on jobs to date;' In Ghana the program output'has
 
been good in tertns- of graduates on jobs and demonstrated flexibility in outreach.
 
progrcms for industry -but the cash fund raising potentialcontinues to seem limited
 
The considerations which'should be addressed are many and are contained in the ,
 
section of this report entitled Local Support 

' 

. .. ... ' 4..... 
'4r 'a o r' ra' s **" ( . : ... . =7 ... .... ',* ' " " .. . r r o ... .:; 4 


'. . 4.5. Certification of Trainees44 

ilbeuabetbai mlyentuswtot'of
 
government requirements, based on the'traditional British education system; the
 
In both countrieshaeepesenerthttecertification of trainees has become a major issue. 'Because 

fear that they will be unable to obtain employment without>'::.?!tranee hav exrese 

City and Guild or Labor Trade Test Certificates. The TAT and local program staff
 
in both countries have begun discussion with the appropriate government agencies
 
to seek resolution of this problem, i: .... ":*. "+:'"' - *4
 

The solution should be consistent'with the original goal of OIC -to demonsrate.
 
to government, industry and other educational institutions an alternative to tradi- .
 

tional and current training approaches. 4 '.' .' _: -'7. " ' . .-

OIC/G graduates who have been placed in jobs are demonstrating that their job­
ready-focused training makes them equivalent to or better than employees holding ,
 
traditional Certificates., ' -: . * .. ',. :' • *1 - --. . . .+
 

Recommendation: -OICIand the local programs should pursue a course Which will ,'-.
 
consummate in government recognition and validation of an OIC Certificate -which 
 '
 

would represent an equivalent Certification of competence to the City and Guild '
 
or Labor Trade Test for entry level employment.
 

'...
'I -, +, +, , ' A ) ..4 

6. Local Control of Program ' i.
+ L

, ' ' "' 

co-mmensurat"e~~ ou or+:'+:ityrnr +s +++ ............
At the time of this evaluaton the' Board of Directors(BD)of OI/Gand OIA 
were involved in discussions with OICI regarding obtainn m te 
with their responsibilities for directing theirr spective programs, The centra focus 
,of these dicsons have been the desire of the local BOD's to control program " 

,; '..+ 4+ + 
+ •, .- . . . ' ' '4,,.+ -4' . . .4 'operating budget and funds, clarifying the BOD's relationship with the OIC/TAT). , : : + 


and the USAID Missions. 
".'.' . ~ ~' ~ ~ 44.44. 49. ~ ~ -4~~44-,4444~L*<: 'k.'~'~ 

4*~ I.,4 
44~~ 
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(jThe major focus is the control of t!.e o~t- i pr -,gr am budget and funds., Currently 
only local salary funds are turned over 'to the BOD a few days before they are. 
disbursedii All other operotinri cost disbursements are made by the Program Advisor 
and/or OlCI Central Offce. ,In the fall of 1972, the BOD's were, fo~r the first 

time1 inolved in reviewing oprating budgets for their'porm. ncryn 
out this review the OIC/G Board felt it could not do an'effective review since 
it did not have information regarding prior experience with expenditures which 
make Up the proposed budget for each line item., .. 44 

The OIC/LBOD Chairman expressed the opin ion that QICI usei the flow of funds 
to control the actions of the BOD and the direction of the program. 

The representatives of both BOD's wwereinevwdddnopsesaclr 
understanding of~the funding procedures between USAID,* OICI and the local ca~a~a... • . 

programs. 
/ i:+:o 

The 
. 
information they 

. 
had 

*'_ '. 

was reported 
. . . . 

as obtained in piecemeal, 
. .and usually growing out of a crisis situation.'. .. - .* " ,:+.+:: .fashion 

'Recommendation: that a statement of Agreement or Understanding between OldI 

< L and each local program be formulated, It should include procedures by which 
. 

each local BOD would control it's operating budget development and expenditures 
of funds. ,It is also recommended that these procedures be first developed, tested 
and refined with OIC/G because it currently has excellent fiscal management and 

... .---.;ontrols in; operation. ...... .. ­

"' tOIC should develop a training course for its African Board members 'ch
 
can be carried out by the Program Advisor in each country. I
 

7. Local Support and Level of Service 

ionan ly.gow.n f- l to ...... - .- ,- : as. . .. -." "fas usua our C stu , .. 4-+ ,programs' in both countries have begun to generate broad local support, 
evidenced by their BOD, IAC, TAC and other groups who have assisted the:. 

-~The 

'4' ;"J..$4 I4 .... devel aggressiven . -,,,.'"'" -::::.' and eac'lca- pogam 4 . pme.nt "=Y hn~ue'h . 
program. In terms of local financial support.0 IC/t has been more ' 

a lc 0pt s ".... e 4e.. . ......"'4.4' " h l O4ol.cnr 1i' r h tnth pr4uge .
and has shown steady growth in obtaining cash and in kind contributions. The

1-'"ofns.: -- :::,.' 
. . 

ti lo eomne ceue eis deeodtetd4. :.: 
em 4..OIC/G experience has been less successful but from methods and sources thus for'-ellent4 fiscl' an ntad 

used, also reflects.the potential for increased support. ~ 

In view of the economic factors involved in Ghana and the state of developffent of 
the program in Nigeria it isdoubtful that either program can obtain the goals for 
local financial support set forth in both PROPS unless other sources of funds are 
developed (primarily contracts for services and government related service contracts, 7 

41A'subsidies- or grants). 

Most of these sources are being pursued in both countries. and. .... ,, 
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These isst--s are tightly interlocke wirn the level of service each program can 
realisticc!ly be expected to s"'r by FY 1976. Although each BOD was involved . 
in the development of their FROP our interviews and observations indicate that the 
relations- . of level 'ofservice projections, cost per program and local funding.,.....•7:obl gato,-s have not been brought together in a systematic •manner.Aareut.; 


neither program has entered into a meaningful planning process in which a realistic 
assessmen of fund raising potential is compared with the cost of desired levels of, 

service c.d in turn, realistic adjustments made. For example, both programs 
would be nard pressed to meet the projected goals for trainee enrollment and'. ; -program C-pmpletion, using' their p~resent facilities. What are the alternatives :!;:,,: .:,..? 

if the local BOD by FY 1976 is only able to support a program at current, 
operating costs? '*4:$44 

Recommendation: that systematic process of program budgeting and planning 
be undertaken with the assistance of OICI and USAID. .. .... 

. 8. Office of Training - Central Office'' .. 

The Office of Training continues to be encumbered with activities not directly 

4 4.related to training support. s 4' 4.. " .. 

The second issue relates to the use and experience being gained by the field 
. staff inAfrica. The TAT in both countries have developed considerable ex­

pertise with respect to adopting instructional techniques and methods. Much ,.., 

* of this knowledge is written into Local Training Manuals, me-noranda, etc. 
But very little that has been forwarded to Central Office has been prepared , ­
for circulation to other programs. ...... 

jRecommendation: that a Curriculum or Training Sppcialist with experience in 4 

Africa be brought into the Central Office for at least one year to collect, reorgan" 
ize and prepare for distribution the wealth of program development, trczining, 
counseling, etc. knowledge which has been obtained. Since this person should 
have the overseas experience which does not now exist in the Central Office, -the 
addition would enable present staff to concentrate on research, 'evaluation and 
program management reporting systems as wellas activities related to the proposaldevelopmenterlett -! a444 

pgma eo4
 
ii~i1 
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0CHAPTER 11 A iriC..DOLOGY. 

A. Analytical Approac 

There'are four parties who may benefit from th I raining programs. These are' 
each of the respective countries as a whole, trainees, employers, and the govern­
ment . Each of these groups have different outcomes which they wish the OIC to 
accolmp1lish. 'Therefore, depending on the perspective taken, the method for analy­

zing the e4--ctiveness of QIC programs in bot Gana and Nigeria will differ. For> 
example, flrom a society point of view, the goals of QIC as a manpower training 
program are put in terms of aggregate changes increased aggregate production,,-

improved equity in the overall distribution of income and employment, and reductions 
in the national unemployment rate. For the trainee, the goals are more limited­
usually to benefits which directly affect him, such as improvement in his earnings 

'4 and increases in his satisfaction. Employers tend to look at tra ining effectiveness 
terms of the extent to which trainees skills match with the labor market needs. 

The government on the other hand, will view effectiveness in terms of the extent 

to which the trainee becomes self-sufficient and therefore does not rely upon some 
form of governmental support. ., , : 

Ain 
. 

tranyiprgam inanpat marn the effectiveness of QIC as a manpjower 
traiingproram n GanaandNigeria takes all these perspectives into account,~ 

• 
!/ . + '- o... . +++ . .... i,+ : k% + . .. i +: . + ? .. /+++ ? + + + : : ; ' : + : : ... ; ; ,i t + - : + / /++ c + + It. - +? + ..+N% • + :however, the major focus isupon measuring the benefits of training to the trainee 

~~~ ~~and to society qs a whole.,,'', . * * * 

B. Evaluation Design r'v.c:.. 

dsignconorm characteristic "impactThe valatin to evaluation" model; 

however, the overall effectiveness of, the two programs was measured against five 
criteria:* 

Effort: what was done;, how -well was it done? (Attention was given' 

qualifications of field staff, administrative efficiency and reporting 
and feedback procedures all of which are treated as independent, 
variables throughout the report). .. , 

Performance: How muchwas accomplished; what outcomes wereV 
produced? .~. 

How ad~quote was the erformance of the programs in 'TW 
rela -ionship to what they set out to do)~ Were the targets reached? _ 

*Impact: 

+ 
Ao'*'+ - +,

+ 
. ., h, + : . , 
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' ' " 	 •- Fis.-i 

:Effi-enc 	 )What were T.e benefts in relat;onship to costs? Could 

the .z-e goals have been met by blternative methods at less cost?
 

/ Proc-ss: V/-t ,actors influenced the positive and negative outcomes 
S:of t-e two programs during the past year? (dependent variables were 

ider, ied as increcsed income of graduates, completion of training, 
incr-=-sed social satisfaction, increased employment among graduates 
and c-angesin the ability of the African staffs to assume full responsi­

.	 bility r the financial and administrative operation of the two respec- .. ..
 

tive OIC programs. V..
4 

v C. Field Work"'*:~ '' "'" V 
Field work was governed by the five critera explained above. The entire evaluation-.., 
. .. ..wasf cused n::olecin e ialn' It d... 6o .. r" vauaio. ....... 

strategy was focused upon collecting as evidence of program effectiveness those data 
which would provide answers to questions explicitly or implicitly contained in the ' 

five criteria. . ... .. . . 

V 	 The field work was divided into two (2) major phases: 1) review ofdocuments and" 
interviews with OICI Central Office staff and 2) on-site monitoring.-, - I ' 

Phase 1: Review of Documents and Interviews with OICI Staff -. 	 . 

Several documents were carefully examined to ascertain program goals, program opera­
tion problems, and contractual agreements between OICI 'and USAID. Some of these ,'< 


.documents included: 	 '~ 
1) Guidelines For AID Support inEstablishing An OICI Central 	 ., 

Office,and Current Activitiei in Africa Under Basic Agreement-i
 
No. AID/AFR 653, January 1972. '.
',. .4. 

2) Semi-Annual Report For OIC International Project With Ghana "' 
. , * . .> ,,: ...... - June 1972. . . '"*,, 	 i: . 7 . .-..L OIC: for. ; period: covering: ., : January 

3) 	 USAID PROP for Nigeria'; '$; > , j..4,.' 

4) 	 USAID PROP for Ghana., (e%. .~i 

Other documents and data sou'rces includedJ quarterly reports,submitted to USAID by
OICI; the entire correspondence files between the Training Department and the two , 
respective field staffs; selected directives from the International Directorto the 
Field Staffs, selected notes and directivesfrom the *Assistant Administrator to the

field 	 viAd0sors to O IC .etav... '~.fiel-staffs~. 	 and selected reports from the respective Progrrm Adviost I eta 
Available 'minutes'of African Boards of Directors were examined.-~ 

In addition to the examination of selected documents, in-depth interviewswere 
conducted with ,the International Direc.tor, Assistant Admiistrator; the Training 
Director, Economic Development Director, Director of Administrative Services, 

' idthiv Education-Research Specialist. InGhana, meetings of the BOD and 
.4~444 

'.,IA 	 wer attended.," 
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Phase 2 On Sire Monitornrg/ 

Aoa f-rty-fo.T' (44) mcrdays were spent in on-site evaluation btentet 

African c:nre.In-depth. interviews were conducted among local African staffs, 
*' 	 TAT members, AID Mission staffs in each country, selected trainees, employers, 

industrial is:zs cnd governm ental officials. In addition to these, selected board members 
of each prgrcn, were in'.erviewed.. .. * . . .+ . . ++ conducted among! ; :7.7 , •; - . . • /. A total of 99 interviews.*,,were /), ?L ) ++ ++ .- L : U 

these grou~s. '. 

, 


+: + . + .. ' y .L : : + ;+ A~ y + ,, • , 9 . ; ,t-**:,• ; . • . .+
! 

i • >+ + +.+ ; + : +/ "+ ii o+,, ; : L +? ???+ (;/ ii.+! i-Ai
Other 'monitoring activities included visits to each training site with an exhaustive vo 

!
4 	 !":: . :./' ; : ";; v +;] ; : +LY I :, +"+|+examination of the plant, its facil ities, equipment, and training suppliles;, visits to 
" each classroom to observe teaching practices and the educational curricula and 

thorough examination of course curricula and syllabe.' Upon leaving each country, 
a feedback evaluative session was provid~d by the contractor with each AID Mission 

p; *+ :Y ' +* + +: :,++' :+ + i : + / : + / ;!/+ i
 
'staff and the respective, local QIC Board Chairman and Program Advisor. j; 

;('L7iL + .. ' , - , . y + t '+ . : ; ++ / ++ y 5.+ i : ' "; 	 ; • + + +. : *,. !; +!.
 

+

W,.	 +, . ,.
 

r a e c . , 	 . .++ 	.•. . .. vo ~ o ~ : + .. ... . . . .. .... . 

I' *: r eac prra 	 f9 neves r ~dce amn4 4 

,): . :Ohe mo4om-cvtsmlddmtt 	 ahtann ~ewt
: +. nehuhe+: 

'++ ' t~ailte rllgS~p~~LVst !i'..... xmntoo-h~ln: e~mnat o..:i 

" ,
ah lsro 7 	 :.: :.:.:+.:." ' 	 toose tech~ 10ahe nteeuaoa urcl n?. ' 


+:'i4: :,-, 	 !,-i-i! ur~ul
thi:uh 	xalahn0fous: ndsylbe: Uonlavg~ahcUnr,:: 

" ......... **' afee b wa prvld- bytheconractr~w th achAID ISS~n +:+ +":,+++4,
sssm 	 L ;
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CHAPTER III PROGRAM AMINIS RATION AND COMMUNICATIONS -


A. Board Of Directors ort .o

SOl . was incorporated under the Non-Profit Corporation Law of the Commonwealth 
of Pennsylvania in 1969. , . ..... 4 4 . . ,. 

.. 

4 

Th* Bc,rd consists of ten officers and members. The first Vice-President and one ' "4 
mber ref'om Nigeria and Ethiopia and the second Vice-President from Belize . 

The Board a whole functions as the plicy-making body for OICI," It has in-,..... 
vested the Chairman with full authority for policy decision between Board meetings. 
The Board has met 6 times since July 1971. Communication between Board meetings 
is adequate to keep the membership abreast of the operations. 'The International 

Director continues to provide staff services to the Board.-- I.' 
-"*~j. * 4 4 j 4 *'~ r..., - ' " ' . . .'4 '4"4 pE -' i 

- 4 ' 
.;4 . ' ''. 

' 

' 

. 

? 

?I. 

4 j4 
\ 

- Chart I shows the organizational structure of OIC Internationql. . . ' ' A 

\V B. Central Office .:',K ' 

1 I . Staff and Staff Organization , '' 

In December, 1972 the Central Office was staffed as follows:'. 
- " . 

1 

- International Director ' . -

Assistant Administrator 
Administrative Secretary .*. 

*Secretary 4.' 

Secretary 
Training Manager -

'Education-Research Specialist.. 

Office of the Director 

'* 

Training Office ,,, 
.... 4 

44 

. 

r 

Economic Development Manager - ' Economic Devel pnt Offic 

Secretary e navel.pment 
Administrative Services Manager - Administrative Services Office 
Accountant . .... 

Bookkeeper. Ofcr' '4,4' 

Secretary, Receptionist/Switchb6ard Operator' 

4 

With the exception of the Training Office this staffing pattern isappropriate for the 

of the Training Office are discussed later in this chapter. 
.renuiemen-Y;' 

1) P '4 
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]C. Spar, =F Cont-rol and Cocin "n~
I The span c, control of the Inernational Director (I. D.) has been changed. As
 

shown in C-nart I the Assistcnt Administrator (A.A.) and the Administrative
 
Services ,..cnaer (A.S.M.) report directly to the l. D. The A .A."is now re­
sponsible - r supervising and coordinating the activities of Economic Development,

Training &d Field Operations. These changes have lead to improved coordi- A
 

! h nation sin:e the last evaluation. Other contributing factors have been the absence
 
of turnover i he .top administrative and managerial staff, the development of ­
administrative policies, guidelines and procedures, and the increased experience, 
of staff in operating and international manpower training program.'. A. 

During 1972 the A.A. and other Support staff managers made extensive field visits 
to the African programs on evaluation and fact finding missions related to their 
areas of responsibility. -These viits enabled'the managers to observe directly the..)~,, ~	.Ngrams which' thery were: backstopin* and to obta in a first hand understadn .,:i • .,­
of the complexities of living and working in a different culture. Because some 

of these visits occurred immediately preceeding our on-site evaluation-it is too 
early to assess their full impact, however, such visits should enable further refine-'­
ment of policies and, procedures to further strengthen their backstopping efforts. ' 

The internal coordination within the Central Office and between the Central : 

5, Office and the field staff is-less cumbersome than in 1971 but stilIrelies heavily' 

­

on written narrative communicationis which: makes ob'ective aayssofstutosi 

more difticuit. tatt in the field have felt the impact of c ages-terms' ofswifter-ve' and more useful response to the needs of- Imthe--.overseas,- programs. in -rm . 0 

TD. Division of-Responsibility. __ *". .. ________ " and Authority ". ,. ". " ..... - *". ­-... . " 	 24A\-
The organizational changes in the division of responsibility and authority has* ' .
 

-. brought more clarity to the relationship between Central Office and field staff. ,,

" )- There has also been more delegation by the I.D. of authority to Central OfficIe, T'. 

-. . - staff commensurate with their responsibility. -This decentralization of authority 
.{ 

- has brought greater cohesiveness within the staff. This cohesiveness is demonstrated '. -. 

by a better understanding of the capabilities of the managerial staff to take leader- 1 
ship in assessing and analyzing all components of the program and recommending
appropriate corrective action and/or new directions. 	

-

L 

On the basis of the study teams observations and interviews with overseas and 
Central Office staff the problem areas which'still remain, reflects the managerial 

....experience of this staff as well as the absence of a prohhwould generate meaningful data in a systematic format. 
Al there is the need to assist stf in becoming more cap o accurately assess-i 
ing problem situations and planning short and long range strategies to deal with them, 

A N 
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assess.-nt of tn-ds study tecrSThe ,cicares that there is question as to whether 

staff asa 1nole(incz.ing pro,.am advisors) can make the complete transition
 
from awaitrng directions from the I .D to becoming staff advisors who provide
 
the 1.D. Y,"n supporlive dc;a and information for decision making. To accom-


Suire train inoblem analysis and planning as well as* 

'staff advis:rv functions. 

E. o m.Ttin. 

*. I. . ; - ' . ' ?.:- ,.Central Office and Field Staff - " . v 

There has been an obvious improvement in the communication systems. There .
 

has also been a clear reduction in the volume of paper generated which. is
 
partially a result of the decentralization of authority which is in process. in
 
addition,' communication has been, improved through published guidelines for
 
Field Operations Management, New Field. Financial Reporting System,,which
 
have contributed to a better understanding of data reporting requirements and '
 

program development.
 

A review 0f files of reports and memoranda and interviews with staff both'tni
 
the central office and overseas indicates a system in which communication isi ' . ,
 

increasingly moving reciprocally in both directions. ,Communications from the .
 

central office to the field has been less critical, dmanding and directive. ­

rAs also reported in. the prev!ous evaluation the problem in communications is that 
. the existing program management information reporting system.does, not generate - . . 

meaningful specific data in a syst matic format. The narrative re rtin ._Vs;em 
relies heavily on the Program* Advisor's sub i an iscretion and asa result
ther isard iurinrqonv- cl eporting 'poene pro-.i. 

th .ingram. This is a handicap to effective and effacient maragemenand t 

instances have resulted in crises situations which could have been avoided. ,'. 

What is required is a reporting system that reports: 1) outcome data in terms of 
prots 2)proram activities as intermediary steps to goal-attainment . 

and, 3) program-problems as barriers go -attainn ora 
ar niSied ISO fi~fn': I:i' ,. :)
arerdnt eta-e sio !atempt toiitatelghprecipitants of these problems 

4,as well as specific alternative solutions. This kind of reporting, then, makes it 


possible for the central office to make informed judgement about a solution or 
 ... " 

. ,..,alternative program strategy. , ., .... ., ... 

k0 ~ Lil'I V ,, 
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h e ,. lu .o l 1m. .. .. ....9 :i.n - 'ikn,t' O se . , 

Central. Oific- n r Boar_- o (ABOD). •, + ' " . 2.+>:+;" frc-an D,r-ctors :•; o+,. . .ndA 
A... IS e-jpe rm hsc .. 
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Hmeori h tie "ICILies hoeevlua-io Of Comimunications"-char 
ID n l Progra.4•SAe..t o o .. .. m444. 
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444 _ . . 4 , . ,4 . . 4 

i...+;+- t shouldme ots elc ina'e hoIC. lones ownwdCommuncatin"casoe 

drt Ocomuatin the D Pr am D and th e low digram
Wastha DirectortBoardnii .no :"ii , 

Itshu etedmtht chi C shws n ownae:om tcat b,.,e 

.... wouldprovideforeowyomuations_ between pate. conncte. ]t.. ,
; :+i:,:,:appear that auhrt reltinsip are+Lalso ben rtae"i hscat 

/' An 'aprn deficiency in the: communications flow appears to be that the Locao+:':
 
%1r [ Progra or crisadirectcommunication on :the one handI rel atoirship:with the'.+.:
 

I.D ntedifrn u nspecifi ed'relationship'withi thecommuOIC Board and lthe g-e,.Program Advisor onihe other, andstill another u 
+:+ +:'++++I J:: + + + ++' +++ " ';+ ++ + ; , 4L 4.4' + P ! 

+, + ,+:++ ,i++:+ 44 44 

++++, , .+ ++:i0,+++, +Y;.;:+ + +i++++* 44+P+44,44
-4 -++4L + ++ :{ 44++++:":+*I + +:++ 

V ,+++ +++ . 44.:v 

: : : :::::": practice this system is at times confusing and frustrating for both the Ghana'.++.,+.;:r "....In : 
4 - .+.: :+,,4,44+,+" L'anNiger~ia BOD's and at-other'times a useful :•tool for manipulation. iThe-lack :}'? ;++i

ofclarity makes• for unsureness on tlhe part of, the BaD. s, Program Advisors,+:.,_, .,...y 
fedsafadUSAID Mission staff,. Intermittently there are,strained relation-::;' .: : :i: 

hips. ThelGuai~adeis fo , .D upport--/attempts to correct: partof *th'is. . ;,;,..," 

'::;deficiency. :To correct this problem +OiCland each AB(DD,-should enter i[ntoiii.i.:':::: !:: 
i fi e s ch nne ls o f c o mm un i c a t : : : : +

itten statemen't of understanhding whi:ch spec, wr,:ia ion ;: 
+::Land auth'orityrelationship inprctical terms. !:This c+an be iacomplished within "'-i:i;:+L 

Opio s angment Gidelies, PageA6 
++ s h+i:++ng !Guideline fo-I upr nEstabli I An 'ICI Central Ofic and 

der + ......Curr'ent' + 'r ++Aci! ti es +"in: Africa Un+++ 21 A greement . AI/A R-5,c 
4January 19744...41444 
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pnogi .i mpe e tto.....and..,...., ...., .. 
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=," ,Sbeing sent overseas, the orientation of Afican local Boar an .,:d:... ,; 
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c and 	 pe.. rsear 	 tra,-:,.inigporm.Ti nldsteoinanoscr tior. of thme Acnt 

Research ciast and,e EntationTAToffice 	 is manned en ovriea ee trainin reveal d 
a fsreth ofaff actiitepfladof the in i 

most functions of the office are being performed satisfactorily excp *' :itaff
* 	:; :that 

.
 

and curriculum develo ment for the African-prograts.
 

* 	 .' : ; i::2. Support of Field 5taff. 'j 

_'_ :/pro-
Amajor deficiencyof this'office seerI s to be 'related to the lack of supp.rt 

. ... 	.
Qfio'rQ dselection of curricular materials.-. nThis4, ... .P or evalut ion.... ttoobe~ ..
 
: .. 	 .....field. .. .. e~f~st: .vides'....... .the'; .. .st ff inthe 

.ppearsto...ua i. ..re .situation was also reported in the frst year eva 


substantial improvement.
 . .,
.The staff.still s'ee' be ecumbered:.with too man 'activities unrelated 
The trainingtraining staffsr~ !S;'ums to e........'°* oi. any	 ­

.i: :;::
; : 

e 

to ijervice training and staff development. These activities included I 

matterreate to processing an Pocuringoverseas equipment and new program, 

development. Almost no curricula assistance has been provided to the African 

To date, there has been no systematic plan developed by the central office 
staffs. 

for monitoring or assessing the quality of training provided by the two Africon pro­

-

grams. . .* 
44~ 1 

Members of the training staff made one vist toAfrica during FY:1972 

.of that visit in June seemed to have been'related more to administrative matters 

training technical assistance. '­than to providing 

the centralI office through its training department develosa'itrl 
'Unless 

'mechanism for feedback and assessment of program achievement 'there is no feasible 

way in which it can guide the development of the program. 
4"'"7I' 4' 

http:tra,-:,.inigporm.Ti


& + ..... +y -... 4.. 	 '4" ,6.-.... 

The tri!,,, 	 depar"1,-n t more ti -e to sibstantive curriculum plannig
and develc:,mnt It shoulA dieveloping model lesson plans and unit syllabi for 
all courses to be toai~ht in ecch local QIC training facility. This would allow 

theTT c71culum specialists to spend more time adapting the materials to the 
local cour7. es rather than having to start from scratch as was the case in Ghana,' 
and NigerT.' iii4 J''4; ,.< *''1 

4 	 . . . ... 
The trainir= eartment should be conducting on-going research and a review of

V the educati-cr-.ai literature to ascertain new and efficient methods of teaching in ~ 
African cultures. 'As a matter of fact, much of what has been learned in America 
during the past decade regarding the education of the culturally and economically 

, 

disadvantaged could be adapted for use' in Africa. However, this would require 
' 

~ 	 synthesis andpreparation into a feasible format and should include the methods
 
expertise gained by OlCI field staff. The training department, should subscribe to
 

suh ounal asteHrdEuain Review. These Journals should be examined 
regularly, excerpting appropriate materials to be sent to the TAT. This would be­
one way to provide staff development to the TAT.. 4.~ ,t~ * 

The training department should be doing more in the area of exploring the use of 
audio-visual aids as instructional tools. For example, for most vocational courses 
there have been visual aids developed in America to be used to supplement -instruction. 
Selected visual aids for vocational subjects would be vrueful-in Africa, particularly
in view of the relatively short courses. , 	 4*wg,Q 	 ' 4;,.. #1 

-
.. <,4'''.u . '''¢"+ + ' ":+ + 4 + , ' , 4 .... 4"L 4<4 4, 4 4'j.'"" 4 '++J' + 	 ; .. ' '4> 

, .
44 !'4444:,4!/ ! !i 	 i:: < :: , + , i'4 44!! < : , 7 44 ! 4, ' >i~ 4? !. / ;% i ii~~ 

4444 The deficiencies observed in the training department appear to call for a re-orderingrln apr.en uda~emr i 4'' '4ta4vcuriclu planin A&.~ 

:and de~elc-:>nent, It~ould .' dvlpn 0dl esnpasadunf>lai o iV of priorities withini the Central Qff ice so that essential curcuu deeomn)o
44' I ~ se ah 	 OIC , allowb y:lc	 44igfa is woul4 

t 	
44 

take place.' The training. department should have a curriculum specialist. Alt is%"1A ~)
IoalI hnhaig 	 4 c+ k I: 	 osarMro catha 'or..4srahrwasth ainGan,,4 44+recommended .that someone with experience in the Africa programsr be brought into " 

this position. ;j~'>*- 4;*'~1 

PAtiipn 	 Orientation Program .,,Y. 

Areview of the orientation provided participants from the African programs and 0O1CI,4A'r 
\Y staff indicates that the Training Office. is constantly engaged in individual or small. 

group orientation sessions. One reason for this i4 the uncertainty regarding when pass­
ports will be issued to Africans and visas to American staff., In addition, the ABOD in 
both countries want to be sure that local staff trained in the U.S. will remain with the 
program. 'Hence, 'they are.moving' toward requiring local staff to be~on board over six 
month beor ednthem to orientation. ., 	 /44 * 

In view of the state of development of the Ghana program consideration should be given
* to havig the TAT conduct pre or post American orientation for the other African programs 

'at OIC/G. It is recognized that the on-the-job-training (OJT) part of the, orientation 
~' in America can provide a broader base for relatin OJT expeine totened nd , 

-~4'4~ aspirations of the African staff. However, the OIC/G may be used to provide experience 
in an African OlC 	 A~~I,4~!t4/,~ J 

http:educati-cr-.ai
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-s-In 	 artiiat f ncsshould be used to bring together key Board andaddfton; some 

staff from l:, e progr.is in Gn a and Nigeria and ,he developing programs in Ethiopia' .... 
and Kenya once or twice a year to systematically review all aspects of'programs,.; 
administrcrlon crnd fr'ancing in a joint planning and problem solving effort. Minimally 
the Chairmzn,i rea;rer, Program Directorand Training Supervisor should represent 
each local program. OICI should have all office managers, Program Advisors and 
administraL:rs in attendance., USAID/N and Mission should be invited as appropriate. 

G. Ofie:fAdministrative Serice 

There were eleven major deficiencies reported in the previous 6valuation report.' 
directly attributed to the Office of Administrative Services (OAS). This evaluation 
indicates that nine have been substantial I.'corrected and the two remaining are 
jointly the responsibility of the, Office of Training (OT) with the major responsibility . 

being that of the O.T.;,i.e. the program management_ reporting system. Kr 

..

a 	 rThese changes have resulted in sounder f mnen d contl rythe Ghana 

ogra. (No assessment could be made of the. Nigeria proram because the adminis­
trative officer for the TAT was home on leave. In addition, records available.throuh 

++++local program were 	 Neither was theProgram Advisor able to provitde:? r.the ... inadequate. 	 ntringyse . ++_+i+++,.... +, ~~~~~~~~~~ot c u t fhO,usm 
accurate fiscal information). Operationally the Ghana Administrative Officer and 
Oic/G Finance Officer maintained excellent records and evidenced fiscal responsi­

bility. Time lags between ordering and securing needed supplies~and commodities 
appear reasonable and generally OAS and OT keep them~informed of reasons for, 
unusual d (For details see section GhnaRe..o.:.;. 

In intcontgrias staffhusn hqsbeen upgraded and morale'has improved. -The cultural 
shockin ges resultedin thellossof TAT staff but Central -Office has takenstept to 

"+, 
more rlistcalypreparstaff for e ie iNigeria. This isnotto infer that taff 

e ' 2 .. O +' r4-"'4" -' .'+ ' + O Z 44 *' f' f+ 4' ' '.4" 

when+ acoaed with theforuation inpNigeiatothe)extent that~theengender less of 

a cultural shock.K , , . 

. 4r..+*-,,4+ 44.4'4 	 -.. 

The recent trip of the Administrative Services Manager should provide him wit a bete 

understanding of the operations overseas and the conditions in which they are carried out. 
' 	 .s" "44-' ' L : ''- 4 ~4 uN gr eutdm 44 th/oso++ 

Althoughfiscal audits were not a part of this evaluation, such audits were being conducted 
.;..,.in the Central OLfice, Ghana (USAID) and a GAO audit including the Ghana program 

" . 4 . . . . , + ....++. : + . ' 4. < - O - O : " - ' 	 f+/ L ++ 44. 	 ' I O 
' '4, ''-4-e wihtestainm 

" ' 

tet oteetn htte enen, ls
4- had recently been completed. 
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0.O~~e of E onomic Develomnent ' 

This o:,.Tce became operationcl in April 1971 when the initial evaluation was beginning.
/ At that time it was apparent that there would be aneed for entrepreneurial and manage,_ 

men oni in both Nigeria'and Ghata. The manag'er has mttiintwo trips to Africa,node~ 
the most recent was in October 1972. This study team arrived in each country shortly

U..after 14te riancgei's de arture and interviewed several 16c a1 people who had worked 
. 

with him. The consensus in terms of his competence , realism and sincerity was highly
favorable. As a result, committees in each country arelaying sound plans 'and taking 
initial steps towards implementation of the plans (Nigerial Investment Progress Associa-..

­

-. tion and Ghana Self-RWiance Investmnent Association).K*' -'* '* 

The OED did not confine itself to the activ ities through~ local investment groups but 
/ also pirsued with OICI and OlC/G staff joint ventures with other industry and training
Vresources. 'One. effort has been OlC/ G and the Ghanaian Business Bureau under the 

supervision and coordination of the TAT Feeder Curriculum Specialist which provided 
two weeks of feeder type traininig for 20 waiters and waitresses to be hired by alocal 
businessman. Another poential effort involves apprentices in the meat processing


*industry. There is a revived interest among various groups to have OIC/G provide
 
atitdialand motivational training for current employees."4 ~ ' 
' : ! :% , ; , , , 0 , ! : . ,, : , .
, ,i : , 1 1 

-

• .!. ' . :.. :: 'i! : i !: '.; ' t.-.*:. . ! . , ; i : : . * • ! ... ii,..;06manager has shown an ability to'se u an develo reources and relation­

!. ; y
. , ; " i ! . . i:". !: (: .r. . : , . ; : ." .- .. ....


* ships government agenC-ies',- business and industry both in the United States and abroad. Q, 
1 : 

: : !~ i ; ii !*: i: ;:;' i i ' ':a" ! '
:;:' ! ':" !! . Y :' : " . . i C ', :'This has definite potential not Only assisting in the development of Entrepreneurial,; 
and Maagement Training Programs but as-shown in Ghana to demonstrate OIC/Gs.:*'i , 'L : : -". ;!', ? : F ~ ::' ' i ', ' . ;' !:i:" i , : y , i::! i ? 

, :;,,:.1.., or c~u~~io~nent •
. onom ' a'flexibilityand versatility in responding to the specific training and manpower needs of 
;'*, Th~ the~ni~a i i onwa'be1,-ni,."'o
business and industry., This isespecially imp~ortant inan economy which appears toAt tnc4'P,braele~i arn tht hr oudb ne fo nr~nu~ladmn
 
. I Ign bt h N gelaan ia! ,
hove limited potential for generating sufficient new jobs in the next one to three yearsen: Gan.th mngrasadtwtrpto 


to meet the need of tie 6unemployed or 'underemploaye .d l,1-abor force *'.i' 
.: 

The developments in the Lagos area ore more confined to the activities of the Nigeriol ' 

Investment Progress Association (NIPA). -This is partly a result of: 1) The.TAT having -

VI been understaffed since the beginning of the program, 2) the business community is.~ 
more complex because, of its size and diversity than in Ghana', 3) the business commun­
ity lacks evidence that the local program con produce c:pable, motivated employees 
and 4) there has not been a consistent OICA '.or TAT staff effort in developing relation-

. 

ships with the business and industrial communities as well as the government agencies. 

, -. . ,.'.A4 , 
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CHAPTER 1V - ROGAI -!'4-" STAFFING PATTERNS 

I UIC Ghana (I,4.2- ) ', 

.. Organization and Administration 

T'. C Gana program got,fully underway March, 1971. By May, 1971 
96'tr:--ees were erel139 At the time of our visit for the second year 
evaluc;--., theewr 3 enrollees of which 85 were enrolled in the vo­
cational skills program which began September 27, 1971. Most of the 
instructional activities continued to be carried out at the Nun'ua site. '. .a.ttes 

However, the administrative offices are located at the Ocean Fisheries I., 
Ac...r...pct :l
 

Chart 1displays the organization of the local administration and staff at 
the time of our visit. 

1) Executive Director 

This position was filled in October, 1971. Prior to this date the functions /

of this position were assumed by~the OICI program director. The present. L
 
Executive Director was promoted from the position of Industrial Relations/ . :
 
Job Developer.:;'I- .. . * * '. -A
 

Our overall assessment is that the performance of the person filling thi's /
 
position shows promise. Certain areas of program management show inde-. "
 
cisiveness, particularly where they are related to the Director having to'
 
make unpopular staff related d4cisions. It isour judgement thfat his perfor-.,,.­
mance.in that area will improve with professional growth and experience, ....
 

supported by the assistance of the OICI program advisor. . .,- .
 

There appears to be ade of.ly.ed by the Director toard'
 
the staff. This may very well be a function of cultural ethos rather than.
 
a mdnifestation of supervisory deficiency. That not withstanding, we believe
 
the Director should make an effort to communicatemore ".e
 
member1 ratherthan relying so heavily Mne.s .. immdiat.ub,& ,

ordina te. ht he'offi2ce2 miles from the training -site also 

ntri:utes to this problem. For this and other reasons discussed later" ; 

consideration should be given to moving the administrative offices closer 
to the training sites to ensure more day-to-day contact between the Director,' 
and the program staff...~.~ .. ~ * ' 
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promoted from the entry position of ,. ..r::. ­:;" rThe person ,clIdlng this posi,.on,was 

" Curriculum Supervisor. He began his employment with OICI inNovember,. ,.. .
 

•:, " 19/0. He F,clds the following degrees and certifications:: 1) City, and',;. . .:.::- , . .,;' ­

..::*,, . Gui!,sFull-lTechnological Certificate, 2) University of Saskatche wan,-.., . ...; .:.,: 

'... .Advcnced Training, 3) Teacher Certificate in Vocational. Education, o,;.:.;.: 

C•n~r Tso.e ganhis employment withOC in Noveme, ;::: ....,' ~Our asse: " " sment of these qualificatlons is that this person isadequate,: 
:: i;: 

. .. . 2) Counseling Su ervisor , *. ­

of
The person holding this position began with OIC/G March, 1971, Herpt 

s 1 )it" .training 1)Tea er'sCertificate A, i Seminar itnincludes 


Education -La os 3 Secialst Training inCounseling, OICI, U..A, .
 
z ~qliidfrthis position.'.~~~& ~ ~'~ 

Inaddition to her training, the CounselngSupervisorwas the head of an 

for six ()years prior to her empoyen ith OIC/G) .Elementaryschool 

We believe this person has adequateorientation andexperence to assume
 

The Super3isor issuppnrte bySur(2 Counselors. ounselorwas 

hemploy in October, 97tn d the other inSeptember, 1972. We believe, 

I.....u bl.....t "es- positsions anda mature "wi.....h 
teob with the ongoing assstancetfite A,2h ina in a (A)' . 

::" :;; that Counselors are sutable for te.......both n 


en sPI st
ci iSa. ..
Logo,IndusrialiRelains/JbDeelp mEducat::";ion ; 

This employee was hred b OIC/G inMarch,to h 972. withrs BeA. 

degree Socioloh ysnd has doneqpst graduatework nmanagement.andu; i .. 

includes work in Public Relations. A i 
" L "administration. '|Peiuemlyent 


' of his performncewouldisugs ha h JD Specialist is ecl
 
ri kreview


lently qualified for his p opi ....":r t" .$. :i : J"; 
I
' , L; 

th~~iled.bwt h non sisac fteTcnclA~it~eea(~) v* 

5" Administrative Serices Officer
' 

Thes personwho is in charge of personnel and financial touseowa hsre 
lSeptelen eria972. deblevminOctober, 1970. He holds amddle sch 


incommeca ujcs 

bt sa the a ature it.hthrassesstnC s ormance fo positions n 



.. .... t ., ....... . ...­6) Feedeeeerc:taf 

ThFedr tafconis sts o .,...ee intutr h egan wihte progqram 

iAl ofi~t h.isuctors have had previous experience as teachers in the .... ,+ 
Ghana 0 Eac of them holds ia',Teachers Certificate A ... .... 

high ds that the,deontra..Our assessme.n, of theipefracincasiththy .t motre' o 4.. ... .. 

oftheentrSf of ree instructors o ea ith the programi.ovryhiha 
atA its (lofthori. Tprevtio tachesAlno th6- ..Seven ncentiinstructors 'mave Lihad n l Tprina ...... 

hana h Syaitem. them a "eace.rs C verae AIbeach ryaolsg 

assssen is tha UI om tsaf diontrt asahgl 

cler-typstsone aierfance ke casson is ae sisant. 

I hig Pdegr Ompeteions ant Fis iie 
+ ; + :: + 2 . . + . . . + ... .. .. . . , . 4'+4 4 44 

xcelptMotor Mehaic'e ovearuaibtAll corses uedn't thtte 

thes as ofeverihdof the Instructors din a Pr seede calibe" 45Yinathe 

inncts'akens Sklp. l TrainingSeeernd 5 thotoah C~Alofuthem 
. + ++ + + ' ; + : "+ +++ 4.+ ++ *., ++ s'. + <+ * +:< ' 44 ,. 4 ; ; . +; .,4 4

4
hausd tranigon 


assshe isn thatesiteisashighlyhcompetrntostiaff ara. 


* ~ae the f ouirrcoseelee.Ortvrl 

-tetieo 

\, or tdy )hr taef in buldn an cosrcir t '~'were49 nrle
Tha e core all trine ar proi'e intuto 'i lupitra' 

lana Spreicupstoscearingdarmnwihtey tofpoe oe. recepdtionit ' 

cktpis, otansemaintec oreandtonteoloff assitan.++ ::
, 4 ;;++ + 1). Buid nr T ra de+ • + ; : :,+ + + : * %. . - ' + 4+r ; "... +:+v+ 

The aolwnsadsrpindan in th osrcin.offacilities eqimen 

Te uiingtradesrep the cational s Trainee raAtite ttheiro .. v of electica~ and he trical + + + i++ ++.. 
20 milesfomBAucra n TAcraeara. 

++.+.+ + +;+ ++ ++were ityp~m ci rcuts iv tr o r electa+ii..+ :*+ +!++ :++ 

+;;+ ++ + : + , 4+;"4 4 4 ,,'+ . 4 44J + , • • , + + ; + +- + . , +.+ :, 4+ + + : ,+ :;; 
+ . ++ e n + + . +;. to4" capacity44++++;; +: Maxmutraicpcityro r m O a i n Fa il ti s 4,+:.++ ,4 .,+4 - +++++44;+;;+++++;+ 4+3;+,.+at thissirestagteasl een detmie be' 45iThets traine s aproide oietion tothwr of work 

;+ : +:+ + '4 4.+* . 4 4 4 . . + '* ..... . .+ +++ = ;++ + + + + + :"+* ? -+P : + ; ; 



Skils in-a frame-of -a housebuilton -the i-9gsite-by, caprentry trainees. 

c including motors and toots which. 

C'~' c-:red several months cgo which have not arrived. There appears 
be'cn cdn-cuate supply of instructional materials; however we feet that 

T:.ere is yet certain trini c -uipment 

'--to 

the cr-.srJc, cr should have available to him visual aids. 

The taxts used in the course are American oriented. There needs to be more 

texts =i te British electrical system since much of the circuitry in Ghana 

follows :he British model . The evaluator was informed that British texts'' 
had been ordered but had notarrived.,.',H"v' 

-.a) Plumbing~ Ia 

There Were 22 students enrolled in this program. The instructional space '­

is inadequate for the size of the class (21'x'30'). Often the instructor has' 
to split the class and have some trainees do seat work in a different room . 

Also practicalwhile others do practice work. He then has to split his time .. 

such as instal ling drains are done of the grounds outsde the classroom.4work 

There are adequate initructional materials The instructor and the class 
were preparing their own visual dids during the time of our visit. The class­

room appeared to have been poorly lighted. There was some concern ex­
+~pressed by a local plumbing contractor and an OIC/G graduate that the* 


curricuul'n does not reflect current improved practices and materials, such . '. : 


as working withplastic pipes and. fittings. °: " ' "
 

vb) Masonry ~~~ 

There 
.There were 9 trainees enrolled in this program at the time of our visit 

are adequate instructional materials for this course. Practice work is con-, 

ducted outside the buildirig on the site. *'Traineesget the opportunity to 

learn a variety of masonry skills in both brick and block. Instruction activities 

are conducted in 2 rooms 14' x 14' in dimensions. , . 

sc) sCarpentry 

There. were 9 trainees enrolled in this program.' In terms of adequate supp ies 

and equipment, this course seemed to have been the mst deficient. The 
is course to minimun standard:following is a ist of equipment needed to 

1) Portable power tool; 2) Portable Electric Planer; 3) Portable Electric 
Router; 4) Portable Electric'Drill; 5) Portable Electric Orbital Sander;A 
6) Portable ElectricBelt Sander; 7) Portable Electric Dis Sander; 8) Portable 

The Radial Arm Saw; The Thickness Planer;Electric Sabre Sabre Saw; 9) 10) 
11) The Jointer; 12) Table~ Saw; 13) Mortising Machine; 14)' The Wood-,* 

In spiteworking Lathe. The size of the carpentry classroom isiS' x 28'. 

.A - <6'.4 
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of the lirr.!ed equipment oval; e to the class, this course is achieving .. ," 
satisfactory resits cmrnong te -rainees. At the time of our study four
trainees h"-domoleted the program and had been placed on jobs. Another 

trainee is self-emploved. '-w , 7 . ' 2 " . . 

Office Sk:,ls - This course is taught in two phases in threerooms: 14' x 28',
 
10' x 10' cnd 14' x 14'. There were 22 trainees enrolled in the program ... .
 
Each of the two rooms sufrer from poor lighting. One room has poor ventilation 

as well. In =oddition to these deficiencies, there are inqdequate visual and ­

class be split into 2 groups. There is also an inadequate supply of cal­
culators and duplicating equipment for instructional purposes. ",, ,,, 

In spteofthe observed odeficences the quality of tistruction among the ­

three courses that make up the Office Skills Curriculum was judged to be ,- ; 
of high "quality. While fewer trainees had completed the program at the 
time of our study , of these two who had completed the training, one was ',
self-employed and the other was placed in their skill area' .,. 7 X; ;-11,' 

.Motor Mechanics- There were 14 trainees enrolled in this 'course. This -, 
program was housed in "donated" facilities at the Ocean Fisheries at Accra,.' 
According to the Program Advisor, the space was reno-ated by OIC/G in 
order to make it suitable for the Auto Mechanics course. Shortly after the 

-autoshop the owner of the -.:...was completed and'attractively renovated, 
'building decided that he needed the space for his own operations. Since
 
the agreement to provide the facility to the local OIC by the owner had
 
neither'a binding or legal status,, the Auto Mechanics class had tobe vacated.
 
At the time of our study, trainees were being provided classroom instructions
 
at Mechanical Floyd, an auto distributing firm, on Mondays and Tuesdays:-.:.:'
 
from 8:30 to 4 p.m., Wednesdays and Fridays'are set aside for On-the-job
 
training. Four trainees. received OJT at Mechanical Floyd's and the " ,
 
remaining 10 are assigned to Modern Motors, a local auto'sales firm. ;
, 

a'Feeder - This program is housed on the third floor. -At the time of our study 
Mtherewere 53 trainees enrolIed. The Feeder Program consists of six ' 
courses Following' are TIC Ghana's descri the courses and their 

~4~04444ies -4k4 

¢" a,' 4 ' ' '.. ,i . . 44 4 4.4 

4 < 
'4-. '44 ' 44 

4) ~4 "~.4 ~ U4 4' 

f'4.~, l44~4. 

~ "" 4 "" 44444 '44.1 4 4~'444<4,4.444 
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SUBJECT OBJECTIVES 

Vocation& nI.,s-i To perfect communication skills of each trainee 
to the level required for vocational entry, 

Vocationci Maths To perfect the computational skills of each trainee 
to the level required for vocational entry. 

V 

Cul tural Her."age 
, 

, 

. . 

. . 

Personal Development 
,.. . ,-and 

; :"+::': 

To review the history of West Africa emphasizing 
the subsequent development of the Gold Coast 
(Ghana); to stress civc education; to promote 
positive attitudes towards employment and relating. 
with people of all races, religions, tribal origin 
and political persuasion. 

(..(.J2' 
To provide practice for perfecting good grooming 

hygiene techniques to develop self-awareness-v: 
within each trainee; to assist the trainee in devel- , 

oping positive po, 4ve attitudes toward himself, 
others and employment.-

Consumer Education., ,.: ~~~t..... . .. .. .. To leanm howwis.urchases; to manage one's financial resources;to avoid fraudulent . .. 

S., ::<:" ,. h6using;purchasingand emplo'yment'traps, -to 
complete necessary forms (banking, postal, ap­

', 

plica6tions,etc.).A 

.. 

Job Finding Techniques 

< : ... 

To practice. the art of employment interviewing; to 
learn how to look for a job, secure a job and retain 
a job, to develop positive attitudes toward the 
world of working. 

/ 

There is an ample numberofMost of the classrooms are adequate in size. 
- the math instructor needs aid for, teaching measurements. .' , 

, text books. However, 
None of the classrooms have adequate black-board space or audio-visual aids.i 

These aids, in our judgement are essential for maximum teaching effectiveness. 
The lighting in the rooms should be improved as wellas the needlfor better 

ventilation during the hot months. 

thereOur overal Iassessment of the facility is that it isadequate. However, 

is need for improvements, i.e., lighting, ventialation, etc. The interior 

of the plant should be painted to brighten up its dull atmosphere. ,Teeis 
sufficient empirical evidence that a bright attractive learning environment 

Much of the ork that needs to be done -facilitates learning among trainees. 

could be work experience for the construction trade enrollees.


{J 
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C. Technical Assist nce'T-2 

There =-e 

~.The laow ing is an organizational chart of this group.,*.~
 

4i / OAmerican counterparts assigned to the oIC Ghana project 

4i '' i PROGRAM ' 
f,]ii~-;; i), ' i i < i , { *7, , ] ii! <ii! i;;! 1 ;' . . . . .... 

. ~ ~ ~ ADVSORSecretary.. 

[A A.4 (Ghanaian) , 

JADMINISTTRAT IVrT 12' DEVELOPMENT 
€1VCESOFFICER SEI S 

ASSISTANT PROGRAM 
4 A - [ADVIYSOJR OPERATIONS . ,U-..i. . 

COUNSELIN TCRICULUM 

:,:PEC CALIST SPECIALIT IS 

SSPECIALIST VOC. SPECIALIST VC. SPECALIST VOC. SPECIALIST 
.... FFICE SKILLS AUTO MEC S BUILDING TRADES ELECTRICAL .BUILDIN 

.4' . ': ,1i;i 
.4. . . . . . . . . . ii.. ....... . .. . .. . . . A. *,d . .*i . . . '.Ai'. . . . . . '.'
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A kAv*.'A 5 
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The intrccuction of a Centrai 7-cords Unit (CRU) system by the Counseling{ 	 Specialis ona ,e Curriculu- Specialist, once implemented have provided 
information and -eedback which should prove very useful in program devv-op­
ment. The C.U syst-em could be a model for the other OIC/African programs. .' 

. 

'.	 ...... ... 4). Curriculum Specialist - The Curriculum Specialist also . 
arrived in JMay, 1971. .Her first task was to develop curriculum guides ardid'4 	curssyir'ofortheFeedr Pogrm.~The high quality of instruction in the ',~~'" 
program at .s to her competent performance. ,. 

Because of. the absence bf a local Feeder Supervisor, the TAT Curriculum < 
Specialist was also performing the duties of the Feeder Supervisor., This means ',-* 
that she was responsible for the day-to-day supervision of the Feeder Pro-gram 

j .: 	 .. *in addition to her other duties'. ;.r..;:'~ ~~~ ;:. 

The close working relationship between counseling and curriculum development" 
isevident in day-to-day operations'. The stud ent-centered focus of instruction 4,.. 

in 	the Feeder Piobram demonstrates the integration of counseling concepts in .; 
eductina practice. The on-going assistance-to Feeder Instructors by the': 
curriculum Specialist is evident in the improved teaching practices of the three. 

Our overall asiessment of the Curriculum Specialist is that she is a highly' 

.. , 	 a ,,.*,;L 5)-'.Secretarial Sciences Specialist'- This 	 j eSpecidlst,*.,competentSeci 	 a.rriv -'~~:..0s 

in 	Ghana In September,,1971. From the very outset,,a major portion of her,'' 
time 	has been spent as a classroom instructor rather than providing technical . 
assistance. One of-the local office skills instructors resignedwithout giving '-,,* 
proper notice. This created a manpower shortage, and the position was not 

filled until September, 1972. :,anoer 	 ;... . . .. ... ,,4", <, , + ., . .. , ,,,,... , ,, * . ... ., .':. .. ., ,. , , < , t 
. 
. . . . 

< { : , 4 7; i,: 	 . . <. , + . : 4,;f ' ) . < J l ! . : 

To have a TAT member carrying such a heavy instructional load was an unusual 
wasI'of expertise. While it may have~served as a stop-gap measure it lent ~ '* 

'nothing in' terms'of local capacity building and program development. 

There appears toexist a great deal of friction between the Secretarial ScienceIf the office skillIs linstructors.'
4 	 Special ist aond one . l'The TAT: has :dOcument d :,7:7 72:: : 

ttitudetowardadvice,, superdision, properdecorum as an instructor. 
resoveeld wit th Training Stupervsor, hTAfricanhacounterparthe 	SS 'riacreitaria"l e S.p.ecialistathe. andc ntruto present effnornte T!t!/'"2Science.... ninstructo.r 	 'inheianesnt#..... to 

resolve-the matter.: Wh, l, 	 improved -the ­

sem to a largeri'prole 
in a tion . 1:t: is iomi~ n il:l Iu stratofn~f 

OUrite v:iit.-!:iSo iof tis evdec ,~nt 	 7 ....: :: 
evaluator obevdeiec fpoor cooperation te4 instructor during ' 

insubordination. .'lt is~~our judgement that this isanluttinfthkndosituation which nee0ds to bedeal'with more firmly b"the Executi~e Director., 
4the 	 YCt xecutr4', r r1 

4 '4.',' 

>2:I
 



f ~6) Building 7:::es Specialist- This person was assigned to 
Sthe progr-cm in Sep-=mber, 171. Much of his intial efforts were devoted 

ncai iThis involved setting up classto organizing te v nal'program. 

schedules, ,e.:1ni .,e corses of study to conform to the indigenous nature 
uof the coL -y. Ths ws achieved by visiting local firms and establishments' 

to insure i., elements of instruction related to labor market need's'' 

* 	 The Buldi7g Trades Specialist has also spent some of his time exploring
the need for developing a vocational outreach program to complement the-, 

Government's Rural Development Program. Other activities haveinvolved 
exploration of entrepreneurcl enterprises as well as studying the feasibility 
of developing an outreach vocational training program in one of the local 

4' 

. Our overall assessment of his performance is that his technical assistance, L 

strength Iies in his administrative skills rather than his specific knowledge 
of the Building and Construction Trades. -This does not effect the programZnadversely because the building and construction trades are wellI qual ified. 4 

', 	 * ' - ". 7), Auto Mechanics Specialist - The firstAuto Mechanics 4;* :, -
Specialist was assigned to the program September, 1971.' 'However,-. e -j,.V 
resigned May, .1972. He was replaced the following month., ~; 

Because of the state of the auto me:hanics program there was no way to- V 
appropriately assess the performance of this person.;I4 4'-t, ,,. i "'4 ' 

* 8) Electricity Specialist -The Electricity Specialist was 

assigned to the'program June 1972. There is evidence that in a short time 

;i;; ~i;+- ;: ::; ;;' ;,;?,;: );;;Job Development Special ist iThere have been; three diaf'I!"* 

+++++:++++::"+#+:: mo++N 	 la te.June 1972.:+There+is +evidence+that+he+has+been ++i++ + /+"+L++ ::+ st recen t arrive+d ii .f+ 

serve him+and foun him+to have excellent reltinsip with employors It~! 
sprnspeTe of his.p eoft, pe ntas eems ecint.n,.,.hcomp ws 	 9)... Jooeelpet pcais-Ter aebentrehi­

./ 
sevdhm 4 n on i ohv excelentreltionhipswit empoyrs It +? +: ++:+ +: 

activinjo.. vlpmn,.ubi.rlti. 	 and raine folow- ip We+ob-+ r++u +?!?+++ 

44 *ur jugemen ersonis peformig'histasksadequtely.* is thatthis 	 .. f*+ 

44' 4 ,examneduing.44 e prevous evalt ion4 therwincpo 4oignficant g. e 
msreeta rrvei ~laeun~e,.1972.~ h abTheris~eviencth~at+ 

Character!++stics 	 *.{D. KDemographic : ++ of'rine 
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* . ~E Administrative Services' 

The T.% A--ministrahive OffIcer (A)adteOC/G "Finance Officer (FO) 
share. -e sdrninistrative services. responsibility.- The AO is responsible for allI 
ffisca1, przc~rement, personnel management and TAT staff logistics matters. 
FO ha full knowledge of these activities and is responsible for maintaining 

The 

rcor;.s of all fiscal and pro'curement riitters. :' 

' '>'i'':1)OICI Reimbursement ;e 

OICI/ASM'ha's provided'sufficient advances for local salaries and staff 
housing to permit the program to continue to operate if there were a re- - ' 

iimbursement delay of approximatel y. wo months.: The current practice is'"
V to: a) close books~on the 25th of the month, .'b) Cost Reimbursement requests i 

are received in Central Office'on the 12th of the following month,' and .... , 

c) a cable advice of funds is received by the 1st of the following month. ,-A. 

2) OICI Fiscal Relationship to OIC/G + '; . 

A.0. only transmits local salaries to O,,/G. This usually takes place about' 
five (5) days before the end of each month.- Al other programoperation. 
costs a re paid by OICI (checks signed by the program advisor) .As a result j 

*: i'.of this procedure the OIC/G-BOD has no real knowledge of decisions about:;: & 

program expenditures other than salaries. (OIC/G has only very limited *'i! * j7:+' 

+ funds and since it is not involved in payments to vendors has a limited credit : * 

rating). Because of these procedures the Program Advisor becomes the person i;. '* 

who really determines program priorities based on control of the funds and is 
the person sought out by those s n to'do business with the local program.-+:''<.' 

In November,- 1972 the BOD in'reviewing the PROP requested a more + 
detailed budget be presented so that they might begin'., to understand costs 

<!' 

,* 

, 

11 
by line item (they wanted to determine wha expenditures went into each . 

line item),'whether they were high or.low, and ago procurement 
practices were being carried out,' etc.). *This was the first opportunity for 
OIC/G- BOD to be involved in decisions relating to budgeting and operations. 
Also as 'aresult of not having been involved in this pro ess the BOD had ~ * 

not had to come to grips with those obligations for which 'they were.+ -

'........' 'At the time of this evaluation talks with the OIC/G^Finance Commiittee and'".i 
the Program Advisor we're' underway and directed toward~turhing over all' 
operating funds to OIC/G with monitoring by' the TAT/AC The, OIC/G-BOD. 

the chaungeover as maindatory it they are to function as Directors The' 
SContractor supports this change as being necessary if the BOD'is accountable 

"22 ~22 for the direction of the program., 22 ~,'2.2 ~ ~ ~2is2':ac'"ount' K,2f' e2'* 

;c .'2f27y2If ' g 2 4. ' 
2 



Central C ceoeno o:.ftend the AO a copy of their bilIing to' 

W 
A 
V: 

~USAIDr 5 -ch c cpy woul- -1able the local program to have a more accurate 
record of e.,(penses (Including those made by Centra fie vntog 
details ma'. r..-t be ',v.i.) .;. 

"'U 

* 

. 

.. 

The OIC/G a -osinstiite a ste&w ee eac course aea knowstexat' 

amount of +air budget C'flocation and are provided account balances based 
on encum~rances each month. In addition, since most expendbe n 
supplies are purchased.'locallIy ( requiring USAID approval) the AO seek to 
submit items 2 to 3months before they are' required in order to assure 

availability when needed and submission to OICI Central for reimbursement 
and also to provide OICI central with supporting documents for reimburse­

ment for USAID/W..," 

*1'1 

I" 

Science5s (typewriters not available 'from local source dtoras'Secrtort",* 
license" from GOG. The Administrative Officer ue tol qlai'f id r<,~ 

and appears to have an excel lent grasp 'of the local customs and operati'ons. 
The operations and staffing of OIC/G administrative services should serve" 

- ~asa model for other programs. . ~i(~ .;.:' 

' 4 F. Assessment ofOverallI Program Performance ~"'~~di' 

(Our general assessment of the QIC Ghana program is that it is a smoothly ; 

run program with an adequate local training staff. The overallI competence 

of the TAT ishigh. Their dedication isalso high. However, we believe 
that the TAT must begin to encourage the local staff to assume more respon­
sibility for the day-to-day decision making and classroom instruction. 

Both the Feeder and fhe Counseling components are highly organized and form 

the 'nucleus of a well coordinated individualized instructional approach. 

. ' 
' 
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. We make 'one recommendation: That the Counseling Department conduct the 

first follow-up on trainees completing programs who are placed on job's. 
Sucli a follow-up shoudl occur 2 weeks after job placement. ' 

16 
( 

re!", 

j 

~~ 

Underlying this recommendation is the rationale that such follow-up should 

be used for providing feedback'to the instructional 'staff for program planning ',* 

and curriculumndevelopment. Data collected would also provide feedback.. 

information to courses whose emphasis is~upon the improvement of motivation '" 

and attitudes Ioward the dignity of work, and the development of self-confidence 

and self-worth. '. *' 

Suc6hKan activity would also provide extended counseling services to trainees 

during their most critical period of adjustment to the world of work., Manpower 
programs for the disadvantaged in the U.S. has shown that trainees need-,,. 

,",•-, 
4 -

.. 

~- ~' 



Sc'urse] r g supp.ort during this critical period. Our interviews with trainees
 
*p...s on Cs in'Ghcc'si o nted up thslneed. Three of the trainees
 

vie ir, e:,ie -d left their 'obs less than two weeks after placed. One was
 
sawith his rate of pay The other two were having difficulties' . '
 

with .:"',--wworkers, It would appear that extended counseling may have 

>hesesituations. Although the Job Development Stafftm 

" 

t . h these matters, we believe the, counseling depart 

eq4uipp--­

2. OIC Lagos,',; '' ' '"*' ''~'~ ' 

1: ;ii',;L : ; " .-- , 'Q;.. t A :: ! , ? ,i !1 , ;; , !, i 1 -i I' ;. 

The Feeder Program in OIC Lagos opened.March 1, 1971 with 54 students !
 
/ enrolled. The Vocational Skills program began January 1972. At the 


V time'of our'secondryear site visit, there were 155 trainees enrolled with 
.
 

L 

94 trainees participating in vocational training. ,, , .. , " 

Th .. l oru Ra Maylad,L.gostraining facility i at 5 n,,
 
Ikela about 10 miles away from the center of Lagos. Chart III displays
 

-,the organizational structure of the local staff. : 

;YA . . . . ', 

Y *. A- , :
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Direc ',or 4-	 a- . 

ils pcs-Ion was filled October, 1970. An office for the Program Director 

At the .me of the baseline evaluation in 1971, it was observed that the ' 
physical separation of the Director from the program' operation had an es­

. trange e.ct upon personnel relationships and program administration. 
e office is at the site, the study team observations indicate that 

involve, himel wit ohe 
the Program Director chose not to iolve himselfwthother than the .-.. 

: training supervisor. This has the evesof sep acontributes to local 
" 	 staff turning to the Training Supervisor for administrative matters. While it 

appears that the Training Manager, the immediate subordinate, does an 
adequate job of supervision the program, the need for executive supervision' 

0' 

seems to be apparent. Thefollowing are two examples:. 1)on the first 
day of the evaluator's visit to the training facility, there were three ins-_ 
tructors who had not reported to their classes by 9:30 a.m., although 
classes began-at 8a.m.; 2) one of the days, while the Training Manager 
was conducting a tour of the vocational classes with one of the evaluation 
team members, oneof the students became ill. Although the Program 

.Director observed the condition of the trainee, he made no effort to seek 
medical attention for him. The trainee Wasallowed to sit in ing 
Manager's Office until he returned. It just seems inconceivable that, under' 

-U any,circumstonce, the Program Director would watch and do-nothing. 

OICI is aware of the Program Director's deficiencies and isworking with 
the OIC/L -BOD to resolve the situation,. - .' : , ­

.... " Training Manager . 

This position was filled November, 1971. The person holding this position 
has had extensive experience as a civil servant in the Nigerian government. ' 
Our overall assessment is that the position is being adequately filled. How­
ever, it is clear that the problems relatedto the Program Director results in 
the Training Manager having to assume many responsibilities, thereby taking 
away from his+trainingduties. TheOIC/-BOD also tends to by-pass the 
Program Director in favor of the Training Manager regarding internal 
activities and major external matters. For example, the Training Mananger 
handled all matters rela'ted to the site acquisition and construction of the. 
prefab building. In addition, because of local staff shortage he is in­
volved in interviewing new applicants and trainee counseling. Despite 
this situation the Training Manager ,was handling the day-to-day deail 

.ofoperatonsas welI as training inan acceptablemanner.... 

'TheFeeder Staff includes instructors in Computational Skills, Communications 
'

,.4J;+'.?: ;I+2: i4 :..FeederStaff+ + ; ' ;+ #+ 

4 +r:+++.++:j4 '4'=++t4- 4 	 j4 -- '. 	 +:+-+++ ++++++++ + + + -+ 

~. I. 	 44,+' ++P ++ . ;4 9 ~J 
.. .4,... . ... 4 

, 
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Skills, Cc er .ucahon crn: job Finding, Attitudinal Training and Personal 
Hygiene. Our -ver-Il cssesent of staff competency and the qualit of 
instruction is 1-"c' renrated satisfactory.f 	 r, -

Vocationa: S' ills Staf 

The Vocational Skills Stoff consists of instructors in:: 1) Commercial Baking,,v' '
 
2) Secrethrial Science, 3) Electronics, 4) Air Conditioning and -

Refrigeration, 5) Hotel Catering. '.. ' ;':'..': I':
''." 	 " '-."P 

'A review Pf their training and work experiences indicates that the Vocational 
Training staff has necessary qualifications. ' ,. ". 

Counsieling 	 ~ 2+i'~~~: 	 ~ 

There is one counselor who has been with the program since the Spring of 
1971. However, at the time of our visit, the Counselor was on Maternity 
leave. 

A review of counseling records shows that many students are being eferred • 

to outside clinics for medical, family and emotional problems. .The couir-' 
selor has developed linkages with these resources. Because there has been 
only one counselor who is responsible for intake, discipline, attendance 
problems, individual counseling, trips, movement reviews, and student. 
government guidance, little time'has been available for which there is ' 

J need indicated. 'In addition, the counselor'.has had to deal with job, "'' " 
placement problems because the Job Developerposition isvacant and there 
are students who have been'determined job ready who are' awaiting'. 

. * _ . . ... de e'mne 

A review of trainee files and intake records indicate that although there is "
 
a provision for systematic recording of pertinent trainee data,, these were
 
not complete or up to date. The file providesfor aTrainee Application
 
Form, Information Sheet, Counselor's Contact and Comment Reports, Profile
 
Sheet, Job Development Form and Trainee Disposition Conference Form. If,
 
adequately maintained all program management information required about . ..
 

individual trainees except attendance woule be centrally available.',
 
However; there is no system for assembling these data refularly for manage-''
 
rnent purposes. 
 *­

- A 20% sample of Counseling records were examined in:o'rder to determine the, 
.	 extent to which Counseling Services are provided. A revie wio 38 cases 

showed that ongoing counseling is-$ radic . Most conseling seems to be: ' 

provided on a crisis basis. .., ( ;
Atough 	 lrequiresth ;:hiFedr? ::;

the counseling process that all trainees in the Feeder 
Program have a "disposition conference" with the Counselor prior to bei ng...
 

00assigned to the Vocational Skills area, this is not always done. As a matter 
+ -
J4 - + ,# 	 -' +,' :;+
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= 1 c the cce xaned indicated that the only time the trainee 
aeen a cvjnseIoi se of enrolIment Some trainees. 

had ever been assigned to skill training without forma coUnseling 
° 

",, ' 1 " I • -- .. .. .. ,*U * ' 

. pC:usi-ng "office" is space on the first floor, set off by portable 
patzns . Such an arrangement offers no privacy, an essential attribute 

~Of a whiolesolme counseling environment.' With its current enrlmnit :* 
surgen ,Wt the OIC/L-BOD provide three (3) counselors'as soon as OICI 

can provize counseling uevsin,* I** / 

Job Devloei 

position was fll led durig the periodlncludingJanuary 15 through 
Deceber31,1971. At the time of~this study, the BOD had been conduc -­

ting a search for a replacement. They are aware that there are 94 trainees 
near completion of skillI training who need urgently to be placed., 

Support Staff * 

The support staff includes a .finance officer, clerk/typist, messenger, 3 , 
drivers, 1 maintenance worker and a field secretary .~,,, 

B. 'Program Operations and Facilities 

The training facilityconsists of a two story house on' Ikorodu Road, one to.,: 
two hours drive fromi downtown Lagos. 'This building houses the Feeder 
Program, Counseling and the office of'the Training Manager, Classes 
began in this building August; "1971. A second prefabricated frame building ';.' 

Sin the rear houses the vocational training -and was opened in October.1972. 
Following is a brief desciiption of instructional facilities and activities. 
The courses offered are the same as provided alt the program's£ inception. 

. Feeder Training , . , . * ' ,4 .. 

k )Communications SkillIs ~-~.,,~ 

This course is divided into five units devoted to 1) speaking' and writing, 
2) applying English'to the job; 3)'condicting' business by correspondence; 
4) using English in advertising and selling; 

The classroom is very small. While the average class size is about 18 this 
rm has an optimum capacity of 10. >The room was attractively poainte :' ' 

S rovide sun lightand goodentilation. However there ­
wa ide t blc -or sp ce "4 

U.. 

i4 4 j'% 

J~ It' 4 ,'4~.- V ~ >~) 

....
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'. 
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Th:s c uri'e is divided into ten uni the" umber system, addition, sub 
tracr I: icahon, division,'ipl money and finarcng,iweghtan 
mea5:s , -octons; decimals, and percentages. , *, 

T is r:'.m was also too smalI forthe'14 t'rainees'present at the' time of 
the visT-7. The class had adequate texts and instructional materials; 
however, there was insufficient black-board space. Lighting and ventil­

ration was adequate.,, 	 t~~h y ~~C~ 

-	 Personal Development, Groom ing and African.-Nigerian j. 7 
History . ~ , dU ~ 

-~ ~~* ':''- ' 1, 

',-c) 

One of the limitations of this Personal Development course at the time of the 
baseline study was the difficulty in funding suitable instructional materials. 

Texts used for this course include: ' 

This problem has now been solved. 
Your Attitude in Showing - SRA, Health Education- Collins, and Success 
Insurance - Grooming, Charm and Poise, Call Me Mister, 'MI ady,W 
Plains, New York. The purpose of the African-Nigerian Heritage coursese 
is to provide the trainees with better understanding and appreciation of 

(C, historical information and background in African and Nigeriano history. 
: Physical features of the classroom were adequote.- ,. 

. .	 447'::i d) 'Consumer Education and Job Finding 
Cuonsumer Educatonfocuses.upo n providingnu er,,cthe trainees wt ...information+:, -: : ' v 

io fetocCosu e Edsl 


wilI hslp themt .........
t -that co e better consumers, sound invesotrs, and ab le 
to cope with problems of family spending. 'Topics discussed inthe course 
include:' Consumer - (meaning); Money - Forms and Contracts, Credit 
Buying, Banking, Fraud, Budgets,, Taxation, Industry and Consumer Relations, 
Agencies that assist consumers, and Location of Industries in Fed. of Nigeria. 
Instruction in Job Finding is provie 'te trainee wi th positive 

Jo idigi designed to po 
attitudes, skills and knowledge for job seeking 'retention and advancement; 

to develop the desire of the traineto become an above average employee.;, 

by developing a sense of competitiveness and self-improvement through I .4-4 

continued training and skill development. Topics -discussed inclass include: ' 

~ Job Finding Techniques, completing the'appi ication form, Interviewing,
' 

~Performance of duty,'Promotion and Productivity._,~~4 

room was toosmallfor the 14 trainees present on the day of our visit.kon th. east side of the building . Tere was a he v cloth draped over 10,;0.,,
-,,,.This 
,i .It p6or'entilation.the windows to prevent entering'snil 	 ;Thl'cioted 

Therefore the room was extremely hot and there u l 

The room had a portae block-board. 
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'' ,.., 2) V 'c. onal Tra n_ ,i.g 

a) Commer.Ial Bakinag .	 . 

inthe 	cbnverted servants'.quarters.This class Ts hnc;ed 	 This facility has 
+ 'many limittins-asa clcssroom and is generally inadequate for this course., 

" 	 It is a ling liarrow building about 8 feet wide and 20 feet long with two,
 
adjacent rcc.rs housing baking ovens and 'othercooking equipment..


. e~u ! 	 .:-+
an- -_e -co , m , 4;{A 't," +.:< '•,: 

The arrangement of the facilit -lbw for poor supervision. For example:­
if the instructor is providing idacti instruction, she is completely cut off ,)7­
from the cooking area.' The rese enrollment includes six trainees. The...
:present arran~gement wouldma 	 t*have[: r' 	 eidyfunctio~na-l more than8 enroilIees} iJ ; :i:i 

at one 	time. Other limitations include poor lighting, unsuitable instruc-.tional 	space, and inadequate black-,oards. .. 

wudmuto Mecaanityc) 	 : 

This shop takes up close to 50% of the front space of the framed, pre-fab

buildin~g' Twnt eih riesoe enrolled in the program which is taught

by the TAT Auto Specialist. The local instructor resigned in October 1972.
 

The shop has excellent ventilation 'and lighting as well, adequate tooL&and
 
instructional equipment. One of it's serious limitations'is that it is not
 

jsufficiently separated from other classrooms in the building. When auto
 
NJtrainees are conducting motor tune-ups and engine repairs, the'noise and
 

fumds. -from running engines isdisruptive to these classes. One'solution
 
would be to seal off the open area which leads from the Auto Shop to'the
 
Secretarial Science Room. ' 

) ~Secretarial Science' I­5 

This course heakeszs.typing, shorthand and transcription. There are13:.
 
enrolled in the program. There are 13 electric, typewriters inthe class.ul-,
 
There are nomanual typewriters. This poses a training problem for two
 
ea c 	 e ping exams they are likely to use 

+:r i N 	ee i o du t n mo o-ge u and eng~ne re ais, th no s and '.. ' :::"':+ If
manual typewriters and 2) most trainees are likely to get jobs in offices ~~ 
using manual typewriters. +' + : "": , 
+ :",/fu54kds kfomrunn 4TheSdirptvtyping classroomto :these isclse.on the sun0ne'soluside of the ~tI.+I.' +• 2-" " 'P +:++:enie 	 ~,

+o~ld
B~e--tds'ai'
 building. .At the time of our visit there were three electric fans operating
 
in the classroom, yet the heat was almost unbearable. 'It should be noted
 
that during this study thirteen trainees took the City and Guild examinations,*
 

I' However, the results were not yet available.'" 	 ' $JV'I 

There was a limited amount of visual aid eqsrpmntnhi the classroom nor was . . 
there ample blackboard sace. The room was tos f the 13 trainees 

" 	 . " .
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i~ ~i!! : +/ ' : , . '7. + 	 . . . .. .. + • , .'.... .. 77.... 7 .7+ 7 *7- ''. + 

' 7' . . 

(.4 enrolled i n e c! ass A sec,'- room assigned to Secretarial Science*is 
used. Ajhough :a ro;nTng could and should be organized using this 

%77not 

room to achieve oe-er' inst.ction and student comfort. 

'' d) Electronicsv 

Thirty traLiee aenrleintipogm.Wile the room is large enough 

foi the class sie hrs an inadequate number of TV's and Radios to work 
~t

for instructions1 purposes. 	 However, there are adequate tools and other.. 
. 

.,.on 

instructional equipment.. ." 

e) Air Conditioning and efrigeration. 

There are 14 trainees enrolled in this course. The room is ade uate in size. 
Instructional Aids include the following: Brodhead -. Garnett p9110, 

Auto Air Conditioning Training Kit. This, program suffers from an in­
.adequate number of textbooks, no visual aids, no welding qimn and 

<'- :'inadequate black-boards.~ .	 ~ 

f) ''oeCatering ,. 	 . 
i10 trainees enrolled in this program. However it is not fully. /There are 	 " + : + .. 	 +,+ ! 7 774 7 "7++ +:'' ++ , + . + ? 7 + + 

. 
+ i + + +7 +++ + ++ * +++ + ] : :+ +77++;:+ '7"++i, + '7 

7 7+++ ++ 	 + + t 4,7+++.:,+<* ; + , ++ 
: : ; 77 , ; + + + + + + + , ++ ++++ 

. 
+ . + 

+ 
,: 

+ ;: 7 4",, ''+ > + , , . . ; + 7".+ + + ++ +: 	 , + '+ 7,+ :, 
+++++;. + , ++:>++J+.. ,+ >7+;,+ +< + + + + , + +, + 

.4,i " +' ' '7.+Some'of++ the training equipment had 'not yet arrived and others 
+'7 + + + '.operative. 	 +++ S+ : '773-1 	 7?+ +> ) +:Ie ,p 7.5 cs '77"; "7+?'+ ++ :+7" '7 

+S ++++++ + c n l 7''
'7''""' We seriously question the feasibilityt >+ ++++ ++and++ ++ ;/+, +!+ +; 

- . : ; + +;:'+t+ L, +had not been installed . for- use.- ++7,77+ .7+ : 
+ +S,+ i :++ ++'7 + 7.++ f - -	 d 

:7 '. , f++ + + +' 	 7:77 ; +++ + + -,, 

7+.. , .7 ++ 77 777,+ + 7: .*77 +% +'+ + | i +' 7 ? + ' 7.+ 
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47.>774, 4"477 7.77 	 : + 
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++the++ ++' +cost-effectiveness+' 	 of running two separate, programs in Hotel Catering0 
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'Given the-present enrollment in both courses ,and Commercial Baking. an 'deu nm7ro ,7~ s~ andi Radios't work 7',.... ' 
:+th re l.'.,'"'.4co77lz '7e + 

+++ 7 7'7777.775'7'7'77++++++++++++++would seem advisable to explore the advantages of combining,both' ,,. :­
*,.it + 77 	 w +77 .77.... he 4e'r ad qu t tool andti?
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Overall the two buildings provide adequate space for administration and 
However, space should'be reallocated toinstruction for 200. trainees.' 


reflect the above deficiencies and needed instructional materials and
 
equipment obtained. 
 5 

C'. Technical Assistance Team 

At no time since the inceto of the QIC program in Nigeria has there 

been a ull coplement of the TAT staff. Wiewithout question the in­
ability to ma 'intain a full TAT staff in Nigeria has been' beyond the control, 

-",* '*"~"of OICI,' this factor, nonethieless, had played a significant role in the -' 

growth of the programs. The following in an organizational chart of the 

TAT'. (Broken lies indicate 'Vacant positions at the time of this stW)d . 
, :7 

Ii. % -I 
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OPERATIONS, 
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:I :;;...:;:,Brok-n,I;iiines indicate vacant positioncat the endlo NIovember, 1972..; ..,:.; 
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:,,. .:: ...., The c:,. ,ProgqramAdvisor terminated shortly before.,, .,+;. ..... 

........+ ...............The pers-= n presentl y filling.thi"s position'was assigned".....= :;vembr,u.
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cdelay ;in replacements d~ue to visa :difficulty.Tt Becase of-the7 handicap's 

Theprc rsnlhis position was in 1971.November,dioiln 	 assgedWhnteAsst 
fl~~~~tat 	 and dledication of the Program', '7have taken place attest to the Skill ;7 .:?';::-

I :;-: Advisor. Atsuch time as a fullI TAT isassembled he willI undoutdyeabe= ' , 
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2) 	 A Program Advisor - O i 

arie as sevra wekt ter m ratos me .........to
a 	 was 

-~~4 delay 3nepAdemntsatdue tOfvisadfiut.eras nference adcp'IfilTzng 	 theplans; or the FrstvOsC Interahotly b fth scheduled 

;; ~~during the period of October; 25-28.77 	 ;;7:: ;7. :t7: r 

a e ga rinclu 	 Thenlocal anzingt hneesloin spot 	 ing staff." pMSic that timeft the Prora Advisor has een dotehis tim s o zing 
.NN I.'NNN 	 ... . .. . ....."4~ 	~ ~~wr AdisrecAtsc me asaflalet tT istuedy elndutdy ealrplanning ith the Training Manager then alloctio of space fortraand 

to make emrveoment nd Specialistfut 	 Sndemoreisitlzurrclum i N 
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i 	hiswfowsassigned to the program as Curiulmpeilitreige 
thssafpronwas onhom lev hecudntbeitriwdan, ete 

wee h d s d i lable. thestudy....ni~~ - S. NN'i''............ ; :; i i
too team. 	 r ... .. 
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" N4) Jo Dveopen Special ithd Ciulu pca s' 
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Th rgnlCunsel ing 'Specialis resigned during the ;+eary partofiP 

Tisoslii itionno 	 tthtime of this study aad befil 	 However "& 
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Speiais -- ild 

7..) liss aVecrearial SceSpeci 

Amrist. all ostons Nieriepsthtoul bhe AireotonarnRefrimetond' 

ereintriaucince hnhvpecialist''"to,'en )l Asi 'n onl teac: 

inxpetialed theTis Spealst th..oursghrohiigefloagtffisg he hson­

sibility of the BOD the Program Advisor with the support of the Central 
Office should move swiftly yo eliminate this situation ." This isoa highly :: 
skilled specialist. . 'id8) Automobile Mechanic Specialist', 

dThis Specialist had been on site about one year at the time of this study 
Because his Nigerian counterpart terminated immediately prior to the 

suyteam arriving it was not possible to assess the impact of the TAT.'-
spcilist in terms of 'technical assistance.. However, because of the large"

'~ 

numbe r of trai nees en rollIed this SpecialIist has been ablIe to successfull Iy-. 
W.,l -Tady trainees to assist beginning trainees in bench work and 
practicum.)This attests to' the skills of this Special ist.Y.: 

* . K; *, .~9) Electronics Specialist ;w. ~ ~ ~ 4i f' . 1 

This Specialist also operates without a Nigerian counterpart and thus 
functions as a classroom teacher., In addition the course lacks in 
structional materials which have been ordered. The organization of the *-' 

class'room and curriculumWtests to his level of competence. As with 
*Secretarial Science we urge the hiring of a Nigerian counterpart not just 
to ease the work load for this Specialist but to use this Specialist's skill's 
to train a local person to demonstrate the OIC job ready concept in the .,*>. 

D. Demographic Characteristics of Trainees L­. 

The. Records of the current enrollees were examined in order, to ascertain a 
'demographic profile of Persons seeking4 training. 'Of 159 records examined,4/ "'A 

-the~i', median age~o present enrollees is 20. yea's olld. L ss than 4%~of the"~. ~>
 
~44~~*~' current enrollment-has less ta evelV gradescoleu in
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Fot-fv: e C: gr-d School:: The remain"i:<;ng :51% have .. .;211 VI... l'eavers., 
............ cbOVe 41ie grade VI ....Seve nty-six pe rc n fthat,onai trzin- 'lev.... 

The rdin.g a iaits were examined . The 

grade school lev 


current onfther picash never held ab ~ ~~~ 


Fortha-five aeducatio abo th VI elin 51%vhave 

'T- ­

3% ove =oiat thea sta radeV coleuain ot-n 

There are severl of pplicants.erexamidr Thea 10%....m.e enin 

immditeatenio i .ahive
i i t its overal I objectives. :The are 

median Adequacy ait nadequcie of thef Faan 9-Threare several 
present tra ning faclty. The basc problemis poorellocation of space for 

tranng,ocounselngand admnttraion Other problemsincluderadequate'.
blac56%ohad sra in reuienI4 ... .. .,4,. aove thasroom.. Others! 4-5oisnchoudeolploevient .'aremseeral elin.,ents ofootheprgain Nbileri ihl 

phe r nts quarters are unsuvtable for the CommercalBaking Class'. We
 

' : ':::6 Hot~el :Cateringan
:::;i. suggest that serious onsideration be given: to comb'inn 

oei toediae tte o i ...iist o .hieve.itsgoveral.,lobjctve. movere 
1
 4...... .. ,i .. ...P.... servants quarters bu -l g j ,' ,$ , " I ., .. 

The Auto Shop nes to be seala off from the Secretarial Sc uceaClassroom ' 

to reduce thei ely disrupton resulti g from engine nose and fume, once 

.{, trainees begin to wokon live motors.: ,, a,,, : 

afette4,4 '4'e to isrcin 

Efforts should}be mad e: to provide private facilIi ties fatrcounsel ing .ZAlso, 

ing ?Rfierto Clssstoavi p6osble6fire hazards. -. , , 

traii o nlity of Instruction and Morale -It s ery obvious that te 
localbardsexperiencing morale problems. Otesinludepo lighting 

cocrsaotte uueo Drograms,,icnetaogsafaotteparoses *i.
absence ofd ' s'about B M b iner w the 

qy to adaoera ti ons f hcentr;91 otibtetIowm Iendhr­
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&J 	 %7 i~v $a t the current.! r-clice of the Board having sole authority 
/ over c, _n incourse syllabi; andtaking the pstothtthe Board rather<cges 

ruptive but =1so dysfunctional. If Board Members are more qualified to make* "' 

these, jT..dgen'ents, then they should be the instructors. The proper role of. 
the Bcz:- members is to make policy not to administer the program. On the i')othr h~dif the Board lacks the confidence in it's staff to administer the
41 program, then it ought to be forthright about it and replace the staff. ''
 

c) Effectiveness of TAT was no feasible means by which-There 

IAto judge the overall efectivenebs of th~e TAT. At no time has there been*
 
full corn lement of TAT member's in,Nigeria since the inception of the
 

4 7 program. This undoubt;My has affedted technical 'assistance 'performance."'
 
:~9'~ hey ave one ellgiven continuous understaffing. It was obvious,.
 

however, that benign tension exists between certain TAT members and ~ 

I local staff; and the Board. There was no evidence that such tension was-1-,,, 1 .1 

'
 

K....~'detrimental to the program. However, it goes without saying that such teniion,*,,.
ought to be resolved. .~..... 	 -''' 

i.;.."The Central Office must make a bolder effort to provide the kind of realistic Af 
pre-service orientation on the one hand, and suitable living accommodations~;; 2

- ,£: , . p4.I, . 4 ., 4., ; 74 .? .4. 7, ! . , , : , : ', 3 + ; ! )i, . 
' I 
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,!Wi! 
, ,!!.44 	 ."j iVf i ' <!h>,';,h74 '12"" ,, ­<on the other, toreduce the culture shock experienced by the TAT staff-.' 

' 
- It is obvious- '4,. ' that: the [lack of preparation,, ! of some: TAT. members to adapt to the K'4 !' I '' ' <' +; ' , ;, , W ',' ? m +" "" 

, 	 ;! i ii, < ", ', ,bY :; ,:, : , +44", : ,• - 4 '' . 7) ' -.4 >4 ' '.4 -, 

4
,qhh ' , "4 ' 	 'i!, - mma!''' has' affected their' ". , i ':cultural'" difference. , ') bewei),,f ,', Nieria nd' ' h"; .'2 ! , , - ) ' i .' errormance.4 .4 ': 44 

":=.,.,,"",a .t e u r n oth :Bo rh v n4 o e .."4,cu h r t , "-,.,,:";, < =' 
!IfThe0(rabsence of.ih:~a highlyslcompetentbian)tCounseling Specialist throughouttteB the lifeke~:;ofi " = s 	 gheWoltl h d:r 

jimperative that*this 'situation be corrected soon. Perhaps consideration should
 
bgiven to drawing upon the expertise of the Counseling Specialist in the Ghana 
 -*i. 

Program. 	 '44~4'. 

ms d)' Absence of Job Development -Job Development is the single "'i
stcuilfunction of QIC as amanpower training rogram. tlcmeen 

performs the functions of locating and dev-eloping appropriate job.slots, 2 
'working with private business to create job opportunities that did not previously' V exist, expanding present job opportunities to open new entry-level positions,,.,
 

01and attempting to involve the provate sector in different' phases' of the' program. K.
 
This compoet can make or break the image of 01 C ~ ';~ ~ ~ ~ .
, 

We consider it a serious program deficiency that this position has so long been ,4 	 unfilled. As a matter of fact, an efficient Jobbevelopment prcgram requires 
that a job slot in the labor market be identified for the trainee ashe goes V' 
into skill training. The underlying premise of.OIC job-readiness is to identify ~ ., 



, ,, he job slct iln c.¢v-a ce so t:.<he training tcan be tailor-;made to the~ sp c fic777 !::; 
demnands.,ofeto train or., XTFor"i, Ic-, t 4T. e_,odemands.whole notion of the jo red oceptiThis of necessity means tharthe 

job ugh ie r.!'*iiiii pr i t th m tion of sil training:,, 
Given the fact that 94 trainees are more than O/throughtiheirtraining 

S imediatel 
shotaes, -ohlocal and TAT, the temporary redeplIoyment of stalf wouldt,:,: 

An efficient-job development program should be fully operational at least-i ,/ ,,
: ":+.,/ one month rior to initial iintake., Experience in otherplc sh s ho n
7;7 :::+ : that failure to imp lem en t job deve lopm ent activ ities prior to the trainees : J: 

hes lobl o ihreat trainingtheca n'c o thts sthc lmgade spec 
;${ 7777 ,d emands ;o ff-c: j 4<'+ e w h>t{7 l no i on o;f the jo, r ad co nc epti s ,"" - 77] : ' 

thtfiuet mlmn o eeomn ciiis...hss~
disillusionentaogtane n s.~ 

Giventhe act hat 4 trinee are more 1 50 trug rinin ' ~ ,::. f 

enrolmet cosderbleprir trines <hs crate th 

An efficient :jdevlopen prga shul be fully': operat!ia a t;est 

on onhpio oinitiaL inae xeine nohrpae 
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CH;TER V -FACILITIES, PROGRAM SIZE AND FISCAL PLANNING
 

the report of 1971 we made specific recommendat 
reIatew-.;-o ,.,e urgent need of OIC foran adequate trainig facility. We 

related '-ese recommendations to program size and fiscal planning. For a '-' ,-
V rnumbe z: reasons the site recommended could not be obtained and the QICA 

Board and QICI obtained an alternatesite.' *The present site consists of a ~. ,. 

A ~~large two story house, a building for household help and a large vacant,-~'":,'''5 
area on which OIC/L built a pre-fabricated building to house most of the 
vocational training classrooms.. This property is rented. The lease expires : 
in August,. 1973.'Atog- n r ort.was not available the prefabricated­
.buildig is reported to c $300 e remainder of special facilities ,. 

r 	fund authorized based on, us evaluation is being used to pay the , 
rent for the permanent buildings and the land. -We were unable to determine:, 
if a specific written agreement was entered into with the landlord prior to 
constructing the pre-fab on this property.,'' 

. 

The 	OIC/G facility at Nungua was donated rent free for the first year wit 
fee". Although our prior assessment was that the location (20 miles from 

Accro) had limitations, the cost factors,:the size of the building, the grounds 
and the financial condition of OIC/G indicated that this was the most feasible 
..... Ilfaciiate 1971 0iCGwas of partof a small building 
and a large garage area at the Ocean Fisheries in Accra. The program offices 
were moved in to the small building and theOIC trainees rehabilitated the 

Sgarage for auto mechanics classroom, storage and practice area. Shortly: ... 
Bafter There being"the garage renovations were complete the owner repossessed it. 

no written agreements OtC/G had to vacate., Similarly, when negotiations
began for a lease for the Nungua site the rent asked was exorbitant and the. 

SBoard was continuing negotiations while looking foralternate locations in 
Accra. '' 5,~ 

Both Boards face the' problem of settling on a facility which will meet the ~ 
needs of their program goals and is within their financial capability to acquire 
and maintain.' To a degree both Boards seem to be approaching this problem ~ " 

S 	 more from the basis of what is desired than from an honest appraisal of projected 
financial capability program achievements' and potential related-to its " 

present size, alternate ways of servicing more trainees and the employee' needs 
of employment in both the private and public sectors. As reported in 
Chapter Vill local support, OIC/continues to pursue a five (5) acre site. 
and OIC/G is lookingat properties costing $100,000 to $500,000. The study 
team found no evidenct that either Board has had the kind of staff services: 

by written factual data with analysis, recommenr' ions and alternativesVsupported 

t,, .4. 
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which wo'L' gulde t- Boa . oward realistic short and tong run decisions. 
Both Boards c-r-irlv..drs.=-d that they are responsible for facilities. But 
it is apparent trhat ey hcv e not been provided w th sufficient program 

~>planning c-d 0erFoj-;1=-,Ce data and information to resolve this problem
 
realistical!,. 'Also, O:C /G has the additional pressure of negotiating a
 
lease withcut a real 'aliernative location' .'
 

B* 	 -' .. 

*> '* In terms of the OIC/G experience (albeit it' potential is at its highest , 
point) the BOD. address the following issues:' :- ,::'. 

-I.)Should the Board atteipt to acquire a long term lease / 
* 	 on the present site, operate a program with a capacity of 

150 with a budget of $100,000? This would mean assessing 
the impact of graduating fewer trainees than are set forth 
in the present goals.. . 

2.) Assuming the government of Ghana (GOG) can provide ~
 
a larger facility free oroat areasonable fee should it
 

; be accl ted if the expectation is to increase the trainee
 
capacity and operating costs.
 

K 3.) 	 Assuming remaining at the present site, are there realistic .
 

alternatives to serve more trainees through a combination
 
of OIC Feeder, Outreach and O0J-T invarious companies
 

. .. ,. and i n the public and private sector.'p. 

4.) tould the program remain at its present level while OIC/G 
I .develops fund raising experience on which projections for , 

*i!!: ! future income can be made. ­ "' 

' The above are certainly not complete but are set forth to suggest the kind of' 
assessment which should be undertaken before decisions are reached. 

. C. -Nigeria 	 ' 

There is demonstrated fund raising caaiiyalthough not yet sfien'tosupport 
.'$100,000operating ost. The present facility can accommodate 200 trainees if 

skill training areas and offices are relocated to achieve proper allocation of.e,
'There appears' to be a realistic possibility for extending the lease at the current ' 

site. ,Thus the' problem in Nigeria is more acutely.related to improving program 
'Urfo~ This problem should be resolved before considering any expansion

of programs, 

'3n 

i 



tth: tre-=orthe on-site visits OIC/L has not placed a completerin a 1ob 
The pr-sant physical facility isnot organized to achieve effective training. 
Never a ..1e TAT or the local staff been at full authorized complement. 
OICI $=s 6-ben able on two occasions to identify and/or ire persons to fully 
staff tL,-eTAT. However, there has been greatsdifficulty in getting the 
supporla of the FMG to grant their visas (the FMG inspection team visited. 
t!e progrzm about one year ago and indicated approval ornd support of the *4 

programs),. In addition the OIC/L Board does not want to hire local staff y 
with TAT specialist being available, It is recommended that any plans to . .'4,

expand be so eauntil the bresent caaobali ty3rga . 

omeet present goals. Cfo-nsiderationlsh ouf eeJx'Iidign o 
operating dy3to acommodate more trainees from the waiting, Iist of over . 

six hundred. ; ''t ; ' ' ':4, -'A *'**, 

'4 
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4 'C %.,7P7VI -INVOLVE ENT OF BUSINESS, INDUSTRY AN GOVERNMET 

A. lnvcv'nt of Business and 
.... -

Industry ,.. ,., . 
* , .:, 

4 
/ "4 .4:> 

The lndus-,r:l Advisory Counci I was conceived to be a supportive arm of the Board 
of Direc --r:. Its purpose was to provide the Board with a direct link into the em 
ployer community in order to obtain a variety of kinds of information, data and 
support to improve the training: and job placement effort of the QIC.' The IAC 
would provide or cause to be provided technical advice, jobs, temporary skilled 
manpower, contribute services and other direct support.. 

.Technical 

At the time of the previous evaluation both OIC/G and OlGA had taken .the initial 
steps to involve industry and business in their programs. In Nigeria this effort con­
sisted of cash contributions, assistance with curriculum and syllabi review by their 

AdvisoryCommittees (TAG) to assure the appropriateness and relevance 
of the instructional package. In OI.C/G one Technical Advisory Comm ittee was 
established. In both places overtures were being made to key business leaders to 

form an Industrial Advisory Council " . ''"' '4' , 

* 

'7' 

'2. OIC Ghana ~ 

: The problem of the absence of strong Board leadership and conflicts regarding the 
Program Advisor continued to delay the formation of an IAC until October 1972. 
During the' period from July 1971 to October 1972 thecurrent Board Chairman 

who is General Administration Manager, Lever Brothers Ltd., was involved in a 
successful effort to strengthen and reorganize the Board of Directors and the program 

operations. .. :4', . ,; ' ' 4 4,, 

I.' 

:. The current lAG has twenty-four members (included are six who are also 

officers or directors of the Board. These personishould not serve on*both groups 
to eliminate the conflict between the policy-dministrative responsibilities of the 
Board and the advisory roles -of the Council). Without the six Board 4members the 

IAC would remain a strong group representing the most influential segments' of the 

pivate and quasi-public business sector. During their initial meeting (November 
1972) following their inauguration these members exhibited an interest and enthu­

siasm w'hich, with good staff support should result in acc'omplishing the goals of the 
Council. . . ,I.44 

Some of the current members are hiring OC/G graduates and find them satisfactory 

The BOD and Council members are now regularly receiving lists of trainees showing 
When each trainee isexpected to be job-ready. Wider distribution of this information 
was suggested by the Council. 4 ":4;| 

4 & i 
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I hould b 6,-roind cut th-t !aed upon the direct observation of Program 
Adv isor and e Iector both appear unclear regarding' their role:Execu ive DO 
and responsTb 111 hn .rov7dng staff-support and staff leadership to the BOD 
and the council. *Th~s y -s evident in the content of and presentation of materials 
and data preocred for the initial Council meefing Part of the solution of this '+ 

problem involves clarification of the roles of these two staffs. Resolution is ":'"''' 

im erative if this Council s to function to its potential 
as two Technal Advisory Comm ittees Office Skil 

and Building Trade'These committees have had little in6vementas Committees 
but individual members have visited the training center to observe the training 
and have made recommendations for improvement. ;K2 . . 

4 1 = { i ! 1 .{' 7 : : i ] i ; ~ i ! i : , ,I i 1 1 '; i ; , ' : I ] .+ '4. - 1 1 = . ; ]3.' QIC Lagos :,' 

was formally organized anuary11972 
'It has fourteen members representing a good cross-section of the business'andr 

/ industry inthe Lagos area. This Council is headed by the Chairman of the 
V ' . Standard Bank (NIG.) Ltd. This Council has met three times prior to November' ' -

The OIC/L Natinal Xvvisory Council Jin 

. 

1972. One meeting included a visit to the training site.* + )<.I 

It should be noted that this Council is designated as a National Advisory Council
 
and as such is concerning itself with the development of QIC s in communities of '
 

N igeria ouide of La'gs.i This activity is primarily carried by the Council .. '
 

""Chairman,' the Chairman of the OIC/L Board and the Program Advisor 

Although this Council has been in operation eleven months the Chairman related ' 

that the Council members felt that they still lacked sufficient factual information 
about the program operations and goals. . For example, OIC/L targets are not 
specific. Basic facts about program size, costs, staffing in relation to gas 

ioperation costs and budget have not been presented in an organiized rmanner t 7 <. .' 

permit mean ing ful .Council analysis. Back-up data and information related f": 
future plans for 'the orgaization lacks specificity.' A~s a result, thecretm br- & 
ship of the NIAC are reluctant to bring other interested business and industry rep­
resent a tives on the Council* 't nk.,elutan ta' ' 

LI extend itself until it hne no orr-ti ,rn detailed understandin othe rnanagenmerit and. 

I 

, 

F. ~ 0 ~a ean~ ~ 0 "LI i: ,mna e ! acit of OIC to operate an uca ioprogram . de 

' + - ' ]i : 9 ;!i £!ii '.4i:" *ii " !+!" i ! ' 4.ihe Fture+ ::+i~i ','4.,~ 'V £+-

The eesi bttei/Fu n 

Themeberhi ofboh'he 1W U,''ndOIC/L' IAC's. are most interested in the 
potent-ial of QIC. to effect attitudinal chan e~and improve the motivation to work 
of it's trainees an esn already employed. -This feeder kind of training is reported ' j 

-' ~ as'a most urgent need and it is felt slCsould 'be~pursued providing 'this training for 
~ ~'~ .:~,, ,individu.al companies or groups of companies on a contract basis" 'in November 1972 . 4 

OIC/G embarked on this kind of traiing. In conjunction with the Management
Deveomn adrdutvtIniut Ganoion Business Bureau) OIC/Gwould 'I 

an PrdciPt nttt'G '4-men
4",'.... tl "l. Jntlu G 4" aln uln 

4" ;' + ' 4. , .T. d. ; 4- 4 4 4m 
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ovde two over twenty person he titue was 
tra4 f tcc resLT-:nt expansion. 'In the venturea ember of the TAT 

poided plcnnirng, e6rection and supervision and the Ghanaian staff of OlC/Gcarr.ed.o.t ,.gs.. , Ton.raining, counse ling, etc. .... . , , i,.. .. . 

As indicated in the section entitled Local Support the National Industrial Training 
Fund, Nigeria and the National Trust Fund, Ghana represent key potential sources 
for Funding assistance on a continuous basis. Both agencies are quasi-government, 
business 	and industry are required, by government, to contribute to these funds. 
Both QICs through their'AC membership have potential relationships with these 
sources 	which' are reported as being pursued.,' 

** Finally, in both countries the potential of two very strong Councils will only be 
.realIized in' terms of jobs for trainees and financial assistance to the extent that both V 
QIC Boards, Program Advisors and Program Executives are able to provide the 
Council with the required factual data and to demonstrate management capacity to 

Tb . • successfully operate-the present programs. 

B. Involvement of Government . 

1.' Ghana 

( ; :': :.The OIC/G relationship with the GOG appears to have become more open. Current :, 

activities are on two levels. During this evaluation the Chairman of the OIC/G. 
Board met with the Head of State along with Dr. Sullivan The Head of State now:1* has adirect awareness of OIC/G. At the staff level the primary effort isbeing 
directed to the question of certification of OICA3: graduates. (This question isdis-A cussed in the section entitled Certification -ofQIC Graduates). The fact that OIC/G 
now has graduates eMiiloyed and accepted in the private sectors will probably aid the 
approval of an OIC Job Ready Certification as equivalent to the entry level City and 

* 	 Guild and other Labor Test. Representatives of the Ministries of Finance, Economic 
Planning as well as five quasi-government businesses and organizations are represented 
on either the Board, the IAC or a TAC. 

2. Nigeria. 

V~i The OIC/L Board continues to have two representatives of the FMG -Ministries of 
Economic Development and Labor. In addition, the Chairman of the Board has been 
able to 	enlist the services of various specialist in the Lagos state division of education 
and university personnel to review program and specific skill training 'courses. 
However, the government has been willing to issue for TAT staff on a timely 
basis. Thru 1972 FMG inspection team visited the training site and commented favor 

abl thtte'pogrm Iwasviale.Itwas hoped that this would result in a Imore positive 
riseer;~to wever, the problem still e:i::;d at the time of this 

evaluation '.~' 

J ,A 
4~~ * o-" .4 '. 4''4' '"S 
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i The O.C/L ?ocrd Chird ha een pursuing the~e~e opment of Q .Csinother4 
e oikLoeria. ias sometim es €.'i:! 

P other st'oies ou-side of Lagos State' No assesment can. be madte of these relation-;: ;.i~:: 

,SI:/ : sections :"O This hh, invol ved meet ings with the heads of}i 

shis i tv- ' , ' 4 1, 
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CHkPTER Vill CRTIFICATION OF OIC GRADUATES 

For abo'-. vear in both OIC/G and OIC/L the trainees expresse concern 

that 	they w.ld not have written certification upon ompletion of .IC training,
4: ' 	: ... Initially ,re TAT staff held to theOIC American philosophy that job-readiness- 1 

and pe-rn,once was the only "ticket" needed to obtain employment. The gues 

ion has been more academic in Nieria sjnc..notainees have been placed in 

II :  	 tests. ,... . . . considering training for government­';' 	 ! 'approvedjobs. _However both African. OIC's. are 

In Ghana trainees have been successfully placed in jobs in the private sector. 
These trainees are also concerned about their status if they attempt to change jobs 
without 0IC intercession. In Ghana, QIC was not able to place graduates in 

public or quasi-public sector employment because of government insistence that 
trainees pass the appropriate City and Guild or Labor Test, For example, one 

*"agency needed electricians and felt the QIC trainee qualified but could not hire 

them without certificates. In the process of studying this problem, including a, 
review of government approved tests, the TAT become aware that OIC/G's own 

test, of..job-readiness was more comprehensive in terms of practical application of 

skills than the government tests and covered most of the theoretical content. 

Thus OIC/G's faced with the delimma of demonstrated capability to train for 

job-readiness in the private sector and to requirements equal to the government 

tests but being unable to gain official recognition in terms of government certifi-
It was clear that to train to the test would require abolishing the job­cation. 

ready non-formal education concept. . '' 

- .	 Early negotiations with the government were directed toward permitting OIC/G, 
graduates to "sit for" the government tests. At this point the TAT and the OIC/G 
staff did not recognize two essential facts: 1) to train to test would require abandon­

ment of the job-ready, non-formal education concept; and 2) whoever determines 

, , 	 the test controls the curriculum and to an extent the method. 

The study 	team pointed out that this approach would be the first step in diluting the 
* , . 

was bringing to the African continent.basic principles and concepts which OIC 
Since OIC/G was building up experience with employers who were finding OIC/G 

.graduates equal to or better than those from other education sources, this experience 
' 

" ::. , 	 should be usedas a lever with the government. lt was recommended that OIC/G "' 

issue its own certificate and negotiate with'the government to have the OIC/G tests 

validated by the government as equivalent to City and Guild orLabor' Test certificates 

~" 	 at the appropriate level or grade. In this way not only will the basic thrust of the 
OIC training be preserved but the impact of the results of this method of manpower

.training will obtain official recognition. 	 J: 

4 4 4 "'4' ' 
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CHAPTP,, OCASUPOR VII I 

O,,:ne7o:-n'e oasic objectives of: this study was to measure arnd ases th nture;?;:. .4 
,iland ex, en; rof local: community support both nonfinancial and. financial to.local !, 
' ,:OIC Prz..rams and to make some prognosis, for: future support. iCouched i ev-;. 

:;,,: 'aluative 1rms, this objective can be stated more spcfial asfllw: 

- . ....: ,":.., What has.-OICi done to secure support from sources other than USAID ,,", ,, 

, :.:"":;,,.WillI othler support be-adequate to c rry •;_on :when fsupport:fr~mcret :'.;,:(: 

... . • ....; A ID projects is phased out?.,. ,-;,: >:;< ,,:, :,,: .:< ,,, .,. .: . , ­
'' 
Whtiste feciens nd eXtent of participation from, the private v ": ,,­

) : aindustrial sectors, incash and kind, !":an insupport o'fthe Local O1C :.'!i 
-"_ - • in regard toAID phase-out and, re-currentcosts? . ': -,;.. . ..... .. ..... 

(,
',-i : These questions cannot be answered inany comprehensive sense without due.:!/:''..(: 
}; :: regard for extraneous economic factors which infrinpn th0blt~ h 4, - )ii-"­
-, , , 1i: ti ,;'- '.i! .private and iridustrial sectors tosupport local OIC's, . i~	 :,i 

. ~These economic factors are so predominant that their implications need to be.,- -..... 

..... highlighted. .The faillowing: is a brief summary..4:: ! ,,..,,,,, .,.. , y . , ,< .. 

, ... ,The administration of the Government of Ghana was assumed by theNahional.,,...., ,; 
;!,i.:Redemption Council i"ii on January 13, .1972.1, The expressed motivation for thei~i';i)i!I 

.....-:---*,coup d'etatwas,", the genuine desire to see a vigorous transformation ofthe, :. :! 

", '- economy of this country through our own hard work to relieve the broad ¢,, ,, :;.; 
,.. ,.,,q-.. ~masses. of our people from massive hunger and the anxietes of Iife., ... . ...­

i: Ghana's economic performance .over'the post decade has been:saidrto have/,' / ': ;:ii~:.:: 

);::,7,ibeen unsatisfactory. :Standardls of:,living on the overage ihave not risen.; i:.Exports ¢
;i:•	 i!i'. 


ii,::::/i::have been-at an ;almost: stand still iwhile: imports substitution; has not d e v e l oped :'':':; 

...i.::	:..:adequatel y,enough, to ease, the foreign exchange constraints., ;The economy : ;,!,. : 
:!;i,.i:ii!ihas been choa'tiede byyhigh rateso~f both 'pulic.anid private consumption~!,_:}" i ii 

? : ::::......
ideclining rai;te o6f growbth !ofprodufitin,:- deterioration o0f tfhe terms o:f'tradeii,:,!!!
t:"and ncreased deependency:o foei6egn loans to c over the deficiency in'domesf|i c 

before 1966, the country, experi enced; a!ser ious. domes .i price infl ation.and :Jut.: 


of tabilization was pursued inorder to hold, icheck the rise, in the. domrnestic 
elevel and to crrect.the imbalance' hh hd de elo iped inthe oc, y' 

eernal..payments.- :Whie this F mts- teral matpolic 
w samy re
 

was', qrpincrease inthelevel o nmlyetadso'rwho 	 h 



4 

,.: ,> .. ' '' ' , . . ' .. - '' -' -"'-: '+;"" , , i h - :: ** 4* ,: ;4..44.4',h, '4,4,,4.: 

In 1971 the internal e c-nm,Was seriously affected by th ecline in theprice 	of cococ 'aworld1 s led to a-more serious balance of payment crisis 

and a virtucl =epletion or:Ghanas net foreign assets A consequence of 
this crisis was the devaluation of the cedi to (' 1.00 $0.55 in December 1971 

A major c€ro'ective action of the National Redemption Council was to revoke'
IIOpen .General+"-"Li'en'ses-and" "re-introducer " 	 ' + +"" 

­

'- :: 	 :'' "" mport"licensing.-and other.,con-.-,:" 

'roI:. Efforts to promote local products and commodities were instituted . The 
rd..production of local foodstuff was given top most priority by the government. -' 

The N.C.Rt has embarked upon the Ghanbinization of its economy with a . 
commitment to invest in those sectors of the,economy which are directly' :.> 
related to the country's priorities. '.These appear to be agriculture for the 
rural and uneducated,increasel productivity among the educated and accel­

'erted 	 traning of mddle level laborers as artisans, mechanics, craftsmen, etc. . 

4I.t 

The earmarks of the N.C.R.'s social and economic policies seem to rest upon -. ' 

:1 " :.the principles of self-help and self-reliance (a repudiation of heavy dependency
 
on the central government) On the surface this would seem to suggest that­
while the local OIC may anticipatein kind services from the government in
 

S. the near future, there is,littlelikelihood that cash contributions will be forth­
, 	.coming. This belief isalso supported by the fact that the Ghana Government 

is already committed to the support of the National Vocational Training yiii_.__.__ 

Institute. (It should be noted that the previous evaluation recommended that 
.OIC/G pursue arelationh wt . 

'Al though the OIC -program is consistent in goals with the overall goals of the' 

extera labor markets, the financial status of Industries as a result of new .. 
import restrictions -and financial. loss incurred or a result of devaluation 

-ihems to militate against hope for major financial support from industry' in any .~ 

m5$ 	
substantial way within the

'"-
next two years.,.." 

4 5' 

Furthermore, however noble one considers the efforts of the OIC in Ghana, 
,
one must reconcile these efforts with-the simple fact that with regards to" '

governmental and industry support, OIC inescapably finds itself in'com-, ' 

petition with an already established arnd politically entrenched manpower7 "' 

agency i:e :.: . OIC's first year training and placement recordi vv::N.V.T 	 ' 

good; but itis still too incomplete for any observer to make any judgement

about long term succo.. .4 :' ' ..... ,"'" 


/ There has nonetheless been some progress toward developing local. support.' 
The following is a description of these efforts." '"'i" 

.,''' 	 ' .'' 4'. 4.' 4 
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A *The 

Ssupport 

As nearly as the study team ould determine from available records OIC/G'
 
has rciied very little -about two hundred dollars - throuaih cashdnrte
 

=ete 6erj Juy 1,271. and November77221972. Only one of the planned
 
fundr sirg prndr,
ograms reported in the contractor's previous report (July, 1971)
 
was foliv ed through even i a limited way. Notwithstanding the political
 
and eco-ornic climate little action was taken to'raise'funds because of
 
probl ems of Board and administrative leadership., It was not possible to
 
determine the' nature or dollar value of in-kind contributions made to the
 
program during this same period because accurate records were nrot avail-
 ' 

able. However, recollections ofvarious staff indicate there were in-kind ' 
* *'~contributions during this period 

t2. Locolsupport - Planuied ~1 I , 

The local program still plans' to use basically the samne program as' planned V 
~~'~for FY 1971-72. Included in this plan were"-

+ ++ " + . 
+"C , IlO a s .:lrrj en 

++ /c . + ' : :" : >1+ n ,+1 r4m+' :bII Tax receipts from sportingevns 
2.) -Contributions from American Companies in Ghana.,/' 
3.) Contributions from Ghanaian and other foreign comnpanies./, 

-* 

-+4- Dances,'Banquets,Pass Books, Sales, etc. vl'.;'..+-
.*5.) Memberships and contributions for individuals. V 

6.) Training services contracts with private companies and.# 
*'%..governmentt: agencies.+ Pd _ y.. ,," ___ ____L_+:~++n :.++ r +, ~ +: A'' 

Sales of trainee produced goods and services.'--A. "':gyz* ~~~7.)
A. 8.) Entrepreneurial ventures. ' . ' 

*Board has taken specific tangible steps in relation t6 item 8 At the 
November 17, 1972 meeting the Economic Committee made recommendations
 

and the Board approved the function of a prof itmaking corporation (Ghana
 
'4Self-Reliant Investment Association) for the purpose of carrying out 'various 


enterprises. 'Part of the profits from these 'enterprises will be used to 'support
 

the OICG program. In keeping'with the requirements of the laws of Ghana,~.
 
the Corporation initially will have 50 shareholders who will invest a total
 
of No 12, 000 during the first year for capital izotion., There was agreement
 
to set aside certain enterpri s that OICG trainees could use tb raise funds'
 
for the prgae.g urren block. making and automtive service station.
 

Inaddition to the above mentioned activities the Board and Reverend Sullivan
 
met with the Head of State to initiate planning for means of government


-have 

for the program. 'Initial assistance is being sought to obtain a more
 
suitable building in Accra to house the training programs.
 

, +% . .. * .+, 2++ 
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..program 

V 

S:local 

*:the 

The second mee,;n of the nely formed Industrial Advisory Council was "
 

held in Nove&er 1972 cnd this group began deliberations how the indus,

trial cominy con asisi- in the fund raising effort ' , 

2-. Lccal Support -Assessment of Potential ~ ~ ~ ,~. 

As indicated in our previous report, because of the high level of support , 
rICin America has receiyed from business and industry a high premium : 

*is placed by. both USAID and 01 Cl on the development of this source oaf 
local support in Ghana and Nigeria program as indicator of the program's.. 
potential visability. -There continues to be an inability to comprehend 

the complex political, economic and cultural problems involved;, and the.fact that over 75% of the funding for OIC America is from governmental
 
sources. This is in no way intended to lessen the responsibility of the local
 

in Africa to achieve a maximum degree of self-support. We do in­
tend to emphasize that the process and tirning'may be very different. ,One
 
of the primary factors will be educating both the public and private sectors
 
toanother way of meeting their responsibility for manpower training an 

development,' ~ ~.~. '1 reit 

Thus, another assessment of the local support potental of 0l must take into
 
account many variables which have and will impact on any planned fund
 
raising program. Most of the barriers set forth in the previous report stil I
 
exist. These ,include the political and economic c limnate, patterns of-
 ' 

corporate giving and patterns of fund raising from individuals. Theprospect 
'for substantial financial support.from the community in general and business 

and industry is~notbright over the next one to two years.., 

It niour judgementthat afal lacy has been perpetuated in that the question of :
 

support has been received and pursued as a separate program element. ,
 
iThe goals and strategies have never been integrated
planningofactivctes, 

area( isic eent ofthe size of the program that the geographic 
are whchcan beorganizedrjfor fund raising can support. I t is to ~.~ %(s 
credit ofthe present Board and lhdustrial Advisory Committee that ... >. 

they are, attempting to meet the challenge to develop local financial sup-. 
port for the program at its current, size and location and the additional , -4 
challenge of a projected expanded program with its increased budgetary 
requirements. It would appear however, that both groups have tended to 'be 
cau ~ht i ng-soals wi thgutjhe~doqetoe real i.,ted~assessrnenI.'' 

Novemb~eiterhas the72 ,SAIDin;Gh ::evidenced by acceptancemisoof the 01 projections :of local support in PROP 
eir has the USAID"L misoinG naraitclyfedhsisu as 

as Nove be 

( ao f4 s N o v e m b e 2 3 , :1 94 7" 2 ) . ,) 4 4' *4 ' 
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'.-re -- e severaI critical issues Which must be addressed They include: 

*I 	 Should the programs remain at the present site with its capacity of 
150 trainees and inadequate location and attempt to reach a goal 
of approximately N 100,000 over the next four years? 

2.) What kind of facility and size of program are envisioned in th. 
projections of N% 126,000 operating expenses in 1977?.- -
Because of difficulty in reaching an equitable rent for the present.

Sina>dequate training site the Board has undertaken looking for,, 
S1. other sites in Accra. T..he potential site identified ranging from-NO 	100,000 to NO 500,000 to purchase, hat w, I I it cost,. 

to occupy and operate these larger faiiiwhwlethe otined.. 

as a"donation, rented'or purchased? ~.~'~~~ 
4.) Assuming increased training capacity where will the additional: 

copleters be employed? ~&~ :t: 

5.) 	 How much time will be required before the entrepreneurial 
- prog...rams provide meaningful sumstohelp support the program. • 

The 	01 currently has a very strong commited influential Board of Directors 

, 	 and Industrial Advisory Council. Both are relatively new. Neither Board' ,,? 
has been presented these and other critical issues is a systematic way which 

willmake use of their combined capabilities. To the extent it is possible~ .\ ) : 	 to build a financial program to obtain funds for OIC/G the potential is in* 
'~-* 

these groups. In this sense OIC/G has made progress in this area. s-,1 
' " -. , 

4.'C. 	 ~ ,Nigeria -~~~- '' ~-* 

The 	Nigerian economy is far more stable and healthier than that of Ghana s , ,-

However, this does not mean that the economy, it's government'nor its i.' 
people are any,more 'prepared to provide financial support to Lagos OIC S 

-

--..­Nigeria's greatest economic problem seems to be related to its inability to : , 
-f­a rapidly-growing and mobile Iabbr force into its productive Urban 

labor markets. ;The Urban labor force is growing at a'rate of 3%/ annually ,. 

are far short of this mark. This 

:-	 -absorb 

while productivity and a,bor'market demands 

;problem is complicated by the fact that the bulk of Nigeria's educated-man-t. : 
 '--i 

power is in Southern Nigeria but because of regional and ethnic diferences, 
it cannot be used to fill critical shortags in otherparts of the:nation. 'The . 

consequence of this'in Lagos is under-employment among trained workers ,,'.. 

--'and an excessively high rateof unemloyment among rual. youth who have 
mgat 	 d to, tho:, Te: probem,;rmigrae to t.city- Tproem;lterms of social planning is that any 

measure by the g rnmenttoabsorbo larger-proportion of the avaiI­
abIe labor farce wilI only encourage moremigration from rural to urban areas. 

?are 

-444 
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J1cAny: -realiwm. seems to be one that atpts toDc 'erst=:egy, then, 

!K: * 

Sretain youtn in :he r;r:l -- eras and at the same time improve rural living 
conditions rz'.gn incree in employment opportunities through in­
creased ogr..Arurai crc agriculturally related activities.. , 

By implication then, it would seem unl ikely that the Lagos OIC could ex-:
 
pect any substantial supplort from the Nigerian government. .Its priorities
 
are more likely to rest on measures designed to develop training and
 
employment opportunities in rural areas.,.,:,
 

If one can assume that local industry's support to Lagos is likely to be in
 
direct proportion to its needs for qualified manpower, then we can an-,
 
ticipate limited support from this source also~. Using data collected from
 

of production among ithelaeconomicthsectors in the Lao ara thr ire lled manpower. Unless there is a massive explosion 

of productivity capacity in this geographical area or increased labor mobility
 
within the notion, there is no need at present to increase certain categories
 
of trained manpower unless trainees are being trained for self-employment .
 

*As the following will show, efforts of local support have been relatively 
stable over the past year in relation to present and future program operating 
costs. - i ,i; . 

; 1. Local Support - Actual .........
............... 


The OIC/L continue to show progress in developing local financial support.
 
During FY 1972 they raised $16,824 from.churches, mosques,' industries,
 
memberships, solicitations and market women. ARroxzmately 90%'ofthis
 
money was contributed by industry . Although accurate figures were...not
... 

available between July and November, 1972 over $10,000 additional was
 
raised. In addition a bus to transport students was donated, through Rev
 
erend Sullivan. ues its contribution
 
even thoug,h no QIC completers have been placj Fina 10 nlits two 
 -

years of operation. In addition, the lndistrial training Funds to whichi
 
very industry must contribute does not leave industries any margin for
 

contribution to a voluntary organization outside the Funds.
 

2. Local Support - Planned : . , 

In March 1972 OIC/L presented a full range program to raise 180,000
 
This figure was based onrstudent capacity of 400(ty shifts of 200 each and
 
'the present facility in operation from 8:,30 am to 9pm from Monday thru
 

Friday). -This figure did not include the cost of rent for the 5 acre site' -

Under negotiation With the IkejoAreaoPlanning Authority or the cost of ~
 
constructing buildings. 
 , 
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;.ie c:mponents o. this 80,000 drive included: 

I ) Membership Drive - 6,000 membership forms were printed 
are being sold in the offices of a number of companies r / 

of the Industrial Adivsory Council, in churches, mosques, V 
through civic groups, N.V.T. , Trade Union Offices, present 

' , 

. ' 'r . members and the market women . ,;,, ,.;,.<:.5.....:k 

. ./ ,2.) OIC Annual Dinner-Dance - The initial dinner-dance was held 
r5 in Late October, 1972. While final tally was not complete 

V , over $10,000 dollars was reported from this activity.: 

3.) Program of, lectures and solicitation from Clubs such as Rotary,
P r g ra
 

'4: ,. : + ;, .. / 3 _} l ct ... -o5 . . ry ,...I+ 

v/ 4.) OIC Long Walk was initiated in January 1972. 

. 5.) Industry- increased number of companies are being contracted. 

6.) Government Grants - Industrial Training Fund and the Com-

S., -. missioner for Education and Country Development of Lagoi ' 

State. The latter has inspected the facility as part of the 

application process. 

7.) Nigerian National Youth Trust - fundslfor permanent buildings 
the kia site. . 

'5 , i ! ' ' +'5+ ......; 5"' ..-; >,5 • . . : 

.5.8.) Other -banquet, tax facer sporting events, and charity per-
'++. . ;*" " by singers, 'musicians anu .;'+ +" + : ;+ + ormances d arit +..,. . . .,,+, 

++ 5 5 -+ 55 5. 55,)3,+;.... Local Support - Assessment of Potential 55 5 

Th boeplan is essentially the same as the previously reported. The Board : 

has determined that greater emphasis should be directed to annual membership r 

($3.00) through sources described above rather than approaching these sources 

organization alone. Experience has shown that many of the smaller fund 
raising activities required a level of effort notcommensurate with the finan~ial 

'for 

.3 . r 
or public relations benefits., = . [ ' .. . + . -< 

Thnee andrt plan n Ine first effort by the Board to relate fundraising to program 
nees ad laning I ou ement oft the rra rdroaram is_ud some arowth 

.Iunrealistic arnd caution should be exercised in projecting to thepblcee-
"to'trins f Isofooffevessevic whch eprset dese rthe -than the results of 

-,pro5o iecemer exp 

. 45'5 -7 
* +5 5. 5 

, , 5.54.4555.4:.~~ +4j~~i: 
,,5, 45 % 5 , 
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The follIowi. ­ 1 bl s'nKzws .. annual increase in fund raising. In the year 
ending 612 7i CS15.C3,Oc .­-e, from one source (the Flour Mills). Thus the 
year endin= 6/_K'71 is ebroader and more appropriate base for measuring 
progress.: i. year ern::ng 6/30/72 shows a large increase in contributions 
from indus!ry ond is rep,-asentative of more than fifteen industry contributors.' 
The decline in contributions from individuals reflects a late start. in individual 
solicitation. In November 1972 more than 600 memberships were reported . 

at a minimum of $3.00 per membership. Solicitation showed indication of a 
continued increase' in FY 1973. The decline in contributions fromn the Market 
Women was the result of their unhappiness with enrolliment 'practices'.t The'-. 

~ 

. 

' 

situation appears to be retified and this support should be resumed.' .. 

Contributions 7/1/69
6/30/70 

71/170
6/30/71 

71/171
6//30/7 2 

TOTALS 

4 ,;:'€"-" 

fl , 
."4""; 

5 
+- : 

+ 

Churches~ 

Individuals 
'Industries ' . 

Trade Unions 
Memberships ' 

Special Donations 
Solicitations 
Market Women 

i+!+++ , ! ; 
+ ,.'' 1+ ' h, 

i :+ ? ++:+ F iii; +-i ', ;i 

, ! !+ i !: , ,+ +i! im 
, 

+I 

:
"++?+ 

, 
4 

."2,922 

15,600 

82 
351 

: , ! 
+ 

5 ''''; +. y i~ 
S, ,L~ii'+ ,:,+ + + 

, 

150 6321 

'. 3 2,925 
1,671 15,150: 32,421 

150 150 
96. 381. 559 

135 K486 
'901 1,122 ,2,023 

.573 "'24 ' 597 

. S S ', " "'' ' '55 ! +++ 
v + ¢ 5+:'+b' '55' ¢ ',,+ ,4 > , !,' ++, ' 

1,,!, ,IF, S,+~ L I ! :i; + , :, 
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,-' 
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!, 

-
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* 16,033 ,58 16,824 '39,455 " 
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The improvement in fund raising has continued although not atthe ratse pro­
jected in our previous report. This increase has occured altqhh1dptQtam~ 
has yet to I e *an *o lo vtrainees. Te leaders in the business and 
in ustry on te Board and te tat 

por , agdn ltr in jobs.' The Chrman orlWeBord, 
te Cairman of IAC and selected Board Member ove apparently'used personal 
prestige to maintain this momentum. However, 'it was still apparent to the study 
team that the potential for local support depends on the success~with which 
OIC/Ldevelp the graduates and place job-ready tries.?>b-~ 

~"~.~in 

In our judgement the current program is overly optimistic and di&!ts te picture 
terms'pf QICI-USAID program goals. 7Fecurrent program with approximately, 

150 trainees in the present facility costs about $90,000.' Additional equipment.' 
is required in some skill training areas. It would appear that OIC/L can reach * 

a,goal of $90, 000 by' 1976 if it can produce job-ready graduates and place them 



0.s 'riete addijtional .funds~required-of.-- -'­:T-;ia 
construction or buildings) or increase its 

As indicated in thistrainee .-- ,,- to 400 (2shifts) at the present site. 


report t1-a zr=sent program has many weaknesses which must be overcome,
 

befoet rodce ccetable job-ready completers.~-

, ... 1 4I :: 

,'. 1 "' :7
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-CC)STSCHAPTER IX AND BENEFITS OF QIC PROGRAMS 

A t nc introdUcocl si 
We believe Mhat the evaluation of any program must take into account the costs 
of achieving a set of objectives. This elment is not introduced simply to re­
duce the efforts of USAID and OICI to dollar values Rather, itis introduced
 
because' conceivably any program objective can be attained if unlimited funds
 
are available. But given the fact that OICI and USAID plans to eventually .
 

phase out its funding efforts, coupled with the fact that funds are not limited, 
 4­

it is important to determine, ifwe can, what represents optimum returns on the' 
investments on the one hand, and whether the same objectives might have been 
achieved through alternative means at lwrcss nteohr 

'. 

Our basic analytical mode Was cost-effectiveness analysis. However, the 
reader should be admonished that the conclusion drawn here must be weighed 
against assumptions we were forced to make relative to comparing IXogrm out- .. 
comes in Africa withloutcomes of similar programs here in the United States. .
 

Also, the availability of data has tended to establish the character of the overall 

analysis and to dictate the type and limitations of supportable conclusions.
 

B. Measures of Effectiveness 	 . 

'''4 

To be able to speak of effectiveness in meeting program goals requires that goals -. 
and the program designed to meet them be related in some common system of 
measurement. As pointed out in the section, Method of Analysis, we believe 
that the appropriate framework for this measurement is the success of thetrainee in 
the labor market. '*,j.. 

Following below is a set of measures of effectiveness which we believe are appropri­
ate for measuring the success of QIC program upon trainees. While each of these 
measures are not applicable to this evaluation study, they are presented now so that Q 
the Central Office and the respective local OIC's may develop adequate data files 
and information systems for collecting such data for subsequent evaluations. The 
measures are: . 44. 

Cag 	 in: RateWa-:.. monthly income at job entry minus last monthly
 
income on a full-time job before enrollment.
 

I 	 Change in Earned Income - earned income over the 12 month period follow­
ing job entry minus earned income over the 12 month period preceeding 
enrollment..4 	 .nl 	 .he.. 




oNumber of jobs in 12 month period preceeding training minus num
 
~;of jobs in .12 month period following entry. ~.
 

S 1. 

2)Time unemrployad (but looking for work) *in12 month period pr e g~ 
training minus time unemployed (but looking for work in 12 month period 
following job entry.) ~ ~ ', ~ ~ 1 
Number of weeks employec-full-time in 12 month period preceeding 
tra ining minus number of weeks employed fuII-time during 12 month ,s .4 

' 

-

period following job entry. ' ' 

:;O I7:; ; 1 .. ' . a ;O 7.. 	 ,O: .,1'The primary focus of this oanlysii will be upon changes in monthly wage rates among 
trainees placed on jobs through exposure ot QIC, and projected differential net earnings &, 

C over a 12 month 'period. Job stability should be considered as a variable for 3rd yea 
evaluation. 7:' I 
C. OIC Ghana , 	 " 

1.Benefitsji4, 
4As pointed out earlier, the sole measure of benefits for this study is the improvement V1, 

in labor market earnings of OIC trainees. . . 4 :. : 4 

,f.-Following isaTable comparing the change in wage rates of 31 trainees on.fulJ-time 
jobs before enrollment in OIC with their wage rates at job entry following completion 

A' I :; . 7<;r o f tr i )tD:'' ng . r7 
1 

' ;; : ; 7 ': *7 ' ,;, 	 , *.. v:<.. ..t .. . . I . .. . ' ' :77 	 , 

*An examination of 31 cases show that in al except one, trainees earned a higher 
monthly rate affer training than prior to training. -In 23 cases, trainees were4 un­
employed prior to enrollment in OIC. The mean age of the group was 22 yrs. 

V 	 All were actively seeking employment prior to training. Further, since a majority, 
of all the Ghana completers are middle.ICschool leavers, had they found employment 
without some form of training, they inall likelihood would have been hired as laborers, 
rather than at their current trade.leyel. , 

The following isa description of the general wage scale and career ladder structure 
in the Ghananian government offers us some understanding of the impact of training 

the wage scale,'-upon 

ATrainee with a Middle School Certificate I d fieyears practic'al 
experience in a given trade would be able to enter the labor market' 
as an apprentice with the Ghanan ian Government at a salary of i 
N 1.00 to Ng 1.40 per day; 2nd Step Artisan 11, salary of Nt1 40 
to N 16.60 per day; 3rd Step Artisan I salary of N 1.80 periday .. . . 

Steps 4,5, 6 and 7 (Junior Foreman, Foreman/Superintendent, 'ard , 
4 

--	 ~~. Vp:'4,,~~1 ~ *~ 	 i '+ ;i4 

~ * o-,.-~ i4S ~ T~~~~.~~- ," 

4~~~~~i~~~I 	 ~ ,2v.''j4~'~ 4 
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Table 9.1 O..>~ f 

Trainees Training ComPlete'il 
Monthly wage. 

rate before training 
Rate after 
Training 

* 1 
2 

Plumbing. 
' 

0 
0 

"38.83 

~~. 
per/mo. 

33 

0, 

7 

.9 
10 

" 

8" '' 

Carpentry
Masonr 

''0 

.*0 

26.00 

'03.6 
-36.30 

'40.50 
4050 

13 
*14 

15 

11 
12" 

Masonry 
Carpentry -

0 
~33.902.05 

22.50 
-0 

3U*74w 

-30.583 

30.58 

17 *a0 5 

30 

20 
21. 
22 
23, 

24 
25; 
26 

27 

29 
30 
31 

"0I, 

Plumbing 
MasonryY.. 
Office Skills 

Carpentry' 
Office Skills 
Electronic 

28 
Plumbing 

63 

A0 

2.0not 
0 

-.0 

70 
0' 
0 

>0-
«0 

0 

given 
-:.3880 

self employed 
80.00 1 
ofegiven

7 30 
50.00 
38.00 
30.58 

3 

* 

7 

' 

...2TheS' data'obtained from interviews with trclnees and employers on the job site.
These interviews were caridotc tesafo Community Sciences, Inc.
 

out~ ~ bytesafo '
~ 

X4 
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-- or e t respectively) These slaries ar usually 
S nescTed and arrived at depending on thenumberor 

experience and the record of past performance bF the individua 1,
 
. T-e sc= aries for these positions usually range from N 60.00
 

tc N.. 150.00 per month and up for a Senior Superintendent.. .,
 

,i 	 Part of t'-e evaluation involved Isits to employers in order to assess the performance 
of .IC trcinees and to compare their performance with other employees trained else- r 

- where. Among all employers visited, our findings showed that the performanceof
 
OIC trainees were rated equal to or better thga other employees of equal trajn
 
Our avers employelith the .
 

A '" - firms visited were hired at laborers earning an average of N,27.00 per monthslightly 
above governmental wages. 

All of the OIC trainees were hired above the laborers level*.'According to some of the 
employers interviewed several of the OIC trainees would be eligible for step 3 at the., 
end of six months employment. This level pays an average of N,-45.00 per month. 

One trainee interviewed felt that if he could have received some form of certificate 
.. 	 acceptable to City and Guilds examiners, then he could be up-graded to step 4 very 

soon. The specific matter of certification was not discussed with his- foreman, however, 
the foreman did inform the study team that-the trainees job performance was suerior 
to most of his other employees. This trainee.was ;trained in masonry and employed at 
the rate of Ng 1.67 per day. :A ,;, - . J, . . 

* 	 The treatment of non-completers presents a special problem in calculating benefits.,-

There have been 297 trainees who have paricipated in either the feeder or vocational
 
skills -training program since June (its inception month) 1971. ,At the end of June 
 V 

-1971 there were 96 enrollees. One year later there were 115 trainees enrolled in 
the program of which 82 were enrolled in skills training. At the time of our investiga­

tion, there 	were 85 trainees enrolled in the skills program and 53 in the Feeder. . 

... ; .While there has been a total of 59 non-completers who have terminated the program, 
data filesare incomplete in terms of roviding insights into the comparative performance 

' .	 rof co pleters and non-completers. Since most of, the non- pleterS were.traineeswho 
compl'ted the first feeder program and did not return after the summer recess, it is 
presumed that a substantial number of these trainees found employment. Thus our conclu­
sion, which is supported by similar manpower studies in America is that these non­
completers woulddo as well in economic terms, as completers if the differential net *: 

earnings criterion were applied. The operating assumption here is: exposure through 
traing p ms to mploynentinformation and other labor and manpower related-, 
activities isabout as effective as completing.. a 'articular training course. j 4 v Acourse 	 ~A 

7.{i' 	 4'*. A *, A. 

http:N,-45.00


Th is is pari t7 e!yi-,n C,ra where training ojportunities are extremely limited ­has direc behuoneit (i.among mem!:rs ~fthe Iz:,r -ece. 

,L , Table 9.2 sh:.ws fine pr:jec;ed total dollar diec bnt (.e. incremental annual 
earnings) for OIC trainees. On the average, OIC trainees ona per capita bdss 
increas direcn .enefits - ­by $106.00 per annum. -£ 

Table 9.2, 

ANNUAL DIRECT BENEFITS OF OIC TRAINING-

Gross Benefits i' .I*,..-. 

Annual Precourse Earnings $ 64,209Annual Postcourse Earnings 102,859 

.Per .... . .', "' ra,,,ee (297) . . . . : 

Annual Precourse Earnings 240
 
Annual Postcourse' Earnings '346
 

- mental Earnins 106 

have been computed on the basis of the U.S.'dollar value, At the
 
time of our study the cedi was equal to .74 percent of the U.S. dollar.
 

"nualstIemt!en ' 106' ."" .. '•In nAk = .... tal•"'" Earn ns... " r-r ''e! 1 .. :" 

2.Gross Costs ' .4.1,~K, 

In making cost/effectiveness comparisons, it is essential to isolate the total incre­
mental costs incurred in realizing ,the incremental benefits. Opportunity costs to
 
trainees have not been included in this analysis on the assumption that few if any
 
of the trainees would have foregone earnings while in training. ;> 
 I.,. ' ' 

4"t 

'.4 44.' *4'4 
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ince it ss-umed thot alt c s ar xetdt credrng the training period, 
we saw r,= reed to reduce them to present value. The total cost equation may there 
fore be %vrittenas follows:~-

C TotIal Costs * ** 

C e Ecucational costs v 

I-. -,, , , • / . ' ..tl+-/,-­,. 

ca itlnsueriso costs , ",n=Ghan-a "and .$31,00 as' 1/ te 's of maintainingb; 
' 

; ' 

",~, 

,-

Cm Subsistence costs '-

Ck Capital costs ~~. ~ . 

TablIe 9.3 shows that the total cost of training for the Ghaena program from-it's inception 

June 15, 1970 to June 1972 was computed to be $869,770. This includes $559,700 forel 

OIC I Central in,Philadelphia, ,(~ 

Table 931 

4 

TOTAL DIRECT COSTS OF OIC GHANA ,. 

Gross Costs (6-70 to 6-72) 

- Total.SI Cot $869,770 A 

Per trainee, c , .. ,2928 

-"-,, , ,' ...... .... i/e ld be pointed that these costs compare favorably withmer .,.. ... "". i :': ..', , training cos ts 

j*. 

among the disadvantaged in the United States For example, the average per trainee cost 
OfaJb orp goray1 9 ! among trainees whoseoaverage stay is 5 month' was $3,300. 'A 

study of O.J. T. in~ a MDAporam computed a per trainee co~~ $2a 3. 

!. " >': 
See G. Coin, "Beefit/Cost Estimates For Job Corps Based onEducationa I 

Gain's Data and Wage Data from Harris Surveys", May, 1967 

S",Allan H. M et al, "Cost/Effectiveness Ana ys o Oi-the-Job and r 

alincoss iiti for U.S. Department of Labor, June, 1967. :Triann.'a 

', " . .. . " . . . . .. . .. . . ' " . . .' .. 
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