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II. petafled Description of the Project 

The Moroccan Government has established an official women's 
division in the Ministrj of Youth and Sports. This division is called 
Promotion Feminine. The expressed goals of Promotion Feminine are 
broad and rather general, but they may be summarized as an attempt to 
foster the social, cultural, and economic advancement of women through 
education, training, and employment. It has a staff of over 1,200 
women civil servants who are stationed in all 33 provinces as well as 
at the central ministry. Seventy-five of these women are managers 
who implement the particular programs of Promotion Feminine and 
coordinate other official and non-official programs benefitting women. 
Another 1,100 are instructors (monitrices) who staff the 336 women's 
centers (foyers feminine) lorated throughout the country. The foyer 
program is essentially a home economics training program with some 
small efforts in handicrafts and job training for the modern sector: 
hairdressers, typists, and nursery school teachers. Some 45,000 women 
attend the foyers regularly. 

The GOM is not satisfied with the limited effectiveness of this 
program and has reque£ted AlDis intervention in strength€ning the infra­
structure of Promotion Feminine by staff training and by revamping the 
program to make it more responsive to the training and employment needs 
of Moroccan women in both the rural and urban areas. This;s the basis 
of the proposed project. 

Although the proposed project is highly focussed and lirnited--when 
viewed in the context of Morocco's overall human resources needs--it is, 
nevertheless, somewhat complex in its organization. Recognizing the 
need for certain fundamental changes in Promotion Feminine's program 
directory, the project has adopteQ a phased approach. There are five 
interrelated activities: (1) development of baseline data; (2) organ­
izational development; (3) job development; (4) curriculum development; 
(5) evaluation and dissemination of positive results and methods through­
out the Promotion Feminine system. 

The purpose of the program, therefore, is to strengthen the infra­
structure of Promotion Feminine to enable it to develop and undertake 
a program to foster new training and employment opportunities _for 
women throughout Morocco. The targeted beneficiaries are the 
45,000 illiterate and semi-literate women clients (potentially 
100,000 yearly) who regularly participate in the activities of 
Promotion Feminine. 

The three phases of the project are described below. 

A. Phase I 

During the first phase of the project (six months), necessary 
background information will be assembled for the major activities 
envisioned: organizational development, job development, and curriculum 
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develofJTlent. Much of the groundwork has belen 1 ai d for the first of 
these activities. Promotion Feminine holds frequent regional and 
national level meetings of its staff. At these meetings, the staff 
has a chance to discuss problems they face in running their programs 
such as need Tor more staff and other reSOllrces, and their own needs 
for additional training. From these sessions, the central office of 
Promotion Feminine has formed a fairly clear picture, if somewhat 
bread in scope, of the skills upgrading its staff needs if it is to 
take on the new programs which it envisions. Broadly conceived, 
these skills might be c~aracterized as applied social work, or 
perhaps corrrnunity outreach. They involve improvement in techniques 
for workir.g with other service organizations to meet those needs, 
and for planning, managing, and eventually evaluating new programs 
relating to specific local groups or even individuals. 

At present, there are no opportunities for Prorr,otion Feminine's 
administrative cadre to receive the specialized training it needs in 
Morocco. First, there is no school of social work. There certainly 
is no facility offering training equivalent to the practical or applied 
training suggested above, Second, although the administrative staff 
of Promotion Feminine is a talented and experienced cadre, most of them 
lack the academic degrees which are the prerequi5ite for entrance to 
advanced formal education programs in Morocco. ~oreover, there is 
great variation in ages and experience among the staff, with the older 
and more experienced women generally having less formal schooling. 

During the initial phase of the project, therefore, it will 
be necessary to canvass the national and provincial managerial staff 
of Promotion Feminine (approximately 75 in number) to determine the 
specific nature of their duties and responsibilities, to assess their 
receptivity to training, and to identify the managerial and organiza­
tional problems of the various provinces. There are distinct regional 
differences as well as urban/rural differences which will require 
different approaches as well as different instructional content. From 
the collection and analysis of this data will evolve the content and 
methodology to be used in upgrading the managerial skills of these 
women. 

The second important feature of this phase involves the 
generation of data on employment and employment potentials for women 
with relatively little education. For this aspect of the project 
background data are also required. While there are a number of studies 
planned or under way that should help provide increased data concerning 
employment in Morocco, it is safe to predict that relatively few of 
these studies will address the question of employment opportunities 
for women at the level reached by Promotion Feminine, especially outside 
the several regional industrial centers. 
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A study is, therefore, required to establish baseline data 
on current and potential economic roles for these Moroccan women, 
including existing and potential employment opportunities for such 
women throughout the country, province by province. This information 
is essential to the establishment of a Job Development Unit within 
Promotion Feminine, and the study should be supervised by the persons 
responsible for establishing the Unit. Since one of the out~omes 
anticipated from the project is to make efforts such as the Job Development 
Unit a permanent feature of the program of Promotion Feminine, it will 
be necessary--during this preliminary stage of the project--to recruit 
two Moroccans to staff the Unit. (They will be given long-term 
training in such applied economic fields as job development, human 
resources development, research techniques, market analysis, cooperatives, 
credit unions, et. al. 

The third and last feature of this phase of the project ;s 
an assessment of the existing curriculum of the Royal Training Center 
at Rabat used in training the monitrices ~nd the curriculum in the 336 
foyers feminines which are providing education and training "for 45,000 
women. Both of these curricula will be changed ~nd greatly improved 
during the course of the project. Much will depend on the success of 
the organizational and job development aspects Qf the project. As 
the managers become more skilled in identifying problems and designing 
programs to resolve these problems, the curricula will be so affected. 
Likewise, as new job possibilities are developed ;n the various regions, 
the job training provided at the foyers and the teacher training at the 
RTC will become more pragmatic and relevant to the demonstrated needs. 

Since the goal of this project ;s to leave behind not o~ly 
a well trained staff, but also the capacity to continue such community 
outreach training in Morocco, it will also be necessary during the First 
months of the project to recruit four Moroccans (who eventually will be 
assigned permanently to the Royal Training Center as instructors) for 
long-term (Masters level) training in the United States in four 
important areas: (1) non-formal education; (2) vocational training; 
(3) sociology and community outreach; and (4) health, nutrition, and 
fiimily planning. 

In summary, then, the first phase of the project will result 
in the following conditions: 

-- Development and analysis of baseline data on the operation 
of Promotion Feminine at the national and provincial levels, including 
information on the nature of individual job responsibilities, the 
capacity of the staff to handle the work, staff perception of its 
needs (for training, for additional staff and for other resources), and 
staff perception of the needs of women in the local community and 
opportunities for Promotion Feminine to expand its program to meet 
those needs. 
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-- Preparation of a schedule of training for the entire 
staff, including recommendations as to content and duration of training. 

-- Development and analysis of baseline data on economic 
opportunities for ~omen in Morocco, based on a province by province 
survey of (1) existing economic roles of WOi.,en, (2) newenployment 
opportunities, and (3) availability of or need for training programs, 
job counselling, and centers, credit facilities, etc., for women. 

Recruitment and selection of six Moroccans (for long-term 
training in specific fields) for assignment to a Job Development Unit 
of Promotion Feminine and to the training staff of the Royal Training 
Center for Monitrices. 

8. Phase II 

The second phase of the project extends over a three-year period, 
and involves several different training-progra~s. These include (1) long­
term training in the United States in human resources economics 
for the two-person staff of the Job Development Ur.it; (2) long-term 
training in the United States for the four-person training program of 
the Royal Training Center in the areas of (a) non-formal and vocational 
education, (b) sociology and community outreach and (c) health, nutrition, 
and family planning; (3) in-country training ~n Rabat for women on the 
national and provincial-level staff of Promotion Feminine in techniques 
of program planning, analysis, management, and evaluation as they relate 
to non-formal education, vocational training, community outreach, and 
job development; (4) extensive instruction in the topics of non-formal 
education, health and nutrition, and sociology for the approximately 
210 new monitr~ces who will undertake training at the Royal Training 
Center during the three years of the project; and (5) in-country 
training at regional seminars for the 1,052 monitrices curr~ntly teach­
ing at the 336 foyers feminines, including the directresses. 

While the staff of the Job Development Unit is receiving long­
term training in the United States, two technicians will be assigned 
to Promotion Fem~nine (1) to undertake the survey of employment 
opportunities for women, (2) to establish the Job Development Unit 
and launch the small grant program, (3) to provide guidance to the 
staff of the Unit following training, and (4) to work with the staff 
to evaluate the effectiveness of-the small grant program and establish 
it on a continuing basis. It is important that the project technicians 
not only have a solid background in applied economics but also practical 
experience in establishing cooperatives and the like. 

White the permanent staff of the Royal -Trainin-g Center is 
receiving long-term training in the United States, a project training 
team will be assigned to the RTC to establish the non-formal and 
vocational education training program. The team will consist of 
four trainers wlth competence in the areas of: (a) non-formal 
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education and vocational traifling, (b) sociology and corrrnunity 
outreach, and (c) health, nutrition. and family planning. The task 
of this training unit will be not only to teach the new monitrices 
who attend the Royai Training Center each year in prepar~tion for 
joining the foyers feminines program, buf a1 so to develop speci al 

-=---=---,--,-- training material fOI' the provincial staff of Promotion 
Femir,ine in important fields related to their on-going work (community 
outreach, program development and management, non-formal education, 
vocational training, and the like). The Training Unit will (1) run 
short-term modules for the management staff of Promotion Feminine and the 
instructional staff of the foyers fcmini~es, both in Rabat and at 
regional seminars, (2) provide guidance to the permanent staff of the 
Training Unit fo110wi~g their retraining program in the United States, 
(3) work with the staff to evaluate the performance of the Promotion 
Femini~e staff following training, and (4) undert~ke an evaluation of 
the effectiveness of the teaching and training modules developed, 
and revise those materials accordingly. 

The goal of this project is to ensure that the Promotion 
Feminine has a well trained staff capable of taking on new and innova­
tive programs for women in every province of the r~untry. This managerial 
training has to be appropriate to the needs, abilities, and situations 
of the users. To assure its appropriateness and relevance, the training 
will be held in Rabat and in the provinces, and will be done on a 
continuous three-year basis. The training will be done in intensive 
blocks of four weeks at the Ministerial Training C~nters or at the 
National Sch.io1 of Adll~inistration in Rabat followed by on-the-job 
experience in the provinces. Follow-up by the joint American/Moroccan 
training staff will allow for application and feedback between the 
instructional sessions in the capital. The content of the training 
modules could then evolve with the 3bilities and needs of the partici­
pants . 

This training is aimed at two levels. First the 70 managers 
of the-Promotion Feminine program, located in Rabat and in all thirty­
three provinces of the country; and second, the directors of the 336 
foyers feminines located throughout Morocco. This training would include 
both man a gemerl t te ch n i ques an d rese arch techn i q ues ass oc i a ted wi th 
program planning and evaluation. The training program is also expected 
to emphasize technique~ of training, so that these managers and foyers 
directors can continue the training program with their staff. 

Another element of the~training program involves the 11 months 
of training which all new monitrices receive at the Royal Training Center. 
In October 1978 70 new monitrices will enter training. ihe GOM plans 
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to augment the civil service cadre of Promotion Feminine by 70 wo~en 
yearly d'Jring the ne'o'i five-year ~lan (1978-1982). These women have 
12 years of formal education and have successfully passed a national 
competitive examination. Tr.ese women are capable of college-level 
training. Unfortunately. too much of their training at RTC is focussed 
on homemaking which, to date. constitutes the major feature of the 
foyer feminir~ program for which they are being prepared. The RTC ~lOuld 
like to broaden and elevate its curriculum but its permanent staff is 
small and its efforts at enlisting the instructional rpsources of the 
univers'ity and other GOM agencies have met with only partial success. 
On an irreguhr basis, the standard curriculum of homemaking and ~,3ndi­
cra(ts is supplemented by courses in sociology, psychology, educational 
techniques, nutriti01, family planning, and Islamic culture. 

Promotion Feminine wants to create a greatly upgraded training 
program at the Royal Training Cent~r with a permanent staff to teach as 
many of the courses mentioned above as possible. Beginning with this 
project, and the establishment of the training office at the Royal 
Training Center (first on a contract basis, later with permanent 
Moroccan staff), each new group of monitrices will be given a far 
superior training program to that which has been given in the past. 
As mentioned earlier this curriculum will evolve as progress is made 
in the job development :ompo~ent of the project and as women managers 
learn to apply their newly learned managerial and analytical skills. 
Over the course of the project, more than 210 new monitrices will benefit 
directly from this new training capacity at RTC. 

The final element of the training phase would be the provision 
of short-tet~ in-service training for the instructional staff of the 336 
foyers femines serving 45,000 women. These 1,057 monitrices are all 
civil servants and have received an initial 11 months of training at the 
National Training Center. The project will attempt to recycle these 
instructors at regi~nal seminars to upgrade their teaching skills and to 
heighten their awareiess of the program goals and objectives of the 
new directions of tne Promotion Feminine program. 

To summarize, then, at the end of the second phase of this 
project, the following will have been achieved: 

-- 70 provincial leaders in the Promotion Feminine program 
will have been given special managerial training in Morocco through 
programs specially tailored to their needs; 

-- Approximately 210 new monitrices will have benefitted from 
the new expertise at the Royal Training Center, and will have received 
professional-level training in the areas of vocational training, non­
formal education, educational methodologies, sociology, community outreach, 
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nutrition, family planning, and health; 

-- 1,052 monitrices and directresses responsible for the 
program at the 336 foyers feminines will receive in-service training 
at special regional seminars to upgrade their teaching skills and 
overall performance; 

-- Four Moroccans will have received lvng-term training in 
the United States in (1) non-formal and vocational education, (b) 
sociology and community outreach, and (c) health, nutrition, and family 
planning and will be assigned permanently to the staff of the National 
Training Center; and 

-- Two Moroccans will have received long-term training in 
the United States in applied economics ~ields and will be assigned 
penTI~!'I~ntly to the staff of t~e Job Development Unit of Promotion 
FPJIll ni nes. 

C. Phase III 

Based in part upon the province-by-province study of economic 
opportunities for women, and in part upon already received stimuli, 
through initial training results, Promotion Feminine will undertake a 
serirs of innovative, pilot activities designed to open up income . 
generating possibilities for the 45,000 girls and women participating 
in its program. Among these, but not limited to them, will be the 
creation of a Job Development Unit and an experimental small entre­
preneurial supply fund program. Other potential activities include 
experimental revamping of critical portions of Promotion Feminines' 
curriculum in its community training centers, the Foyers Feminines, 
experimentation with home-based teaching, use of motivational and 
knowledge-increasing mass media for women, and response by Moroccan 
women. It is anticipated that short-term consultants will be utilized 
as required for certain of the experimental activities attempted. 

This experimental program demands the collaboration of individual 
women at the local level, trained community development people at the 
provincial level, and a professional economic staff at the national level. 
The program is based on the premise that local people are in the best 
position to identify possible opportunities for new income-producing 
activity, and that they will sei"ze whatever opportunities exist if given 
necessary technical information and capital. For example, the pro-
vincial staff of Promotion Feminine will provide the linkage between 
the local women and the experimental Job Development Unit. That staff 
will be expected to pursue ideas generated by the employment survey (as 
well as suggestions of local individuals) acd will work with local 
individuals or groups to prepare sufficient information about the proposed 
activity to enable the Job Development Unit to make an assessment of the 
economic feasibility of the activity. The Provincial Staff is likely 
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to request some technical expertise to investigate or establish a 
certain new economic activity. 

One of the more innovative aspects ''''ill be the establishment 
on.a pilot basis of a small-scale entrepreneurial supply fund ($300,000). 
The basic concept ;s to pennit Promotion Feminine to supply a limited 
number of women with a small amount of seed capital with which an 
ir.dividual could begin a very low-level business, such as selling 
sma 11 househo 1 d products, the manufacture of whi ch she has learned 
through Promotion Feminine. 

While it will be difficult to make absolutely final assess­
ments on the soundness of individual projects funded under the supply 
program, beginning approximately one year afterthe first grant is made, 
Promotion Feminine will begin preliminary assessments of the viability 
of particular projects. It will also assist those that appear particularly 
sound to obtain additional funding from other sources, presuming this 
is requested. 

The Job Development Unit will manage the entrepreneurial 
supply fund. Under the best possible conditions, the supply fund 
should be swamped with good, economically feasible proposals; r~alist;cally, 
it is likely to have more proposals than it will be able to fund. In 
this situation, it can be expected that--in addition to its function 
of stimulating employment opportunities for women--the Job Development 
Unit might act as an intermediary for the local individuals or groups 
and would seek to find funding for such activities from other sources. 

The entrepreneurial supply fund is to be used to initiate 
income-generating activities for women throughout the country on an 
experimental basis. In advance of preliminary market feasibility r-tudies 
province by province, it is difficult to specify the nature and scope 
of thr activities to be undertaken; at this point, it is even difficult 
to specify the pr-ocedures that wi 11 be foll owed in opera'~ing the fund. 
At the same time, it is important to ensure that the Job Developm~nt 
Unit will have the $300,000 Uventure capital" with which to work in 
developing its prog~am. 

The $300,000 entrepreneurial supply fund will be a separate 
line item in the Project Agreement. The Job Development Unit will 
not have access to the fund unti 1 it has subiili tted to AI n a deta i 1 ed 
proposal for expenditure of the money -- including both types of activities 
that will be initiated, ~rovince by province, and procedures for operating 
the fund. _This plan can only be submitted after the preliminary market 
survey has _ been undertaken and 'an i nves ti ga ti on of ex i sti ng coopera ti ve 
and credit lending institutions and procedures has been completed. These 
studies will be undertaker. during the first 6-9 months of the project. 
Among the criteria that will be applied by AID in approving the use 
of the fund are: (1) involvement of Moroccan counterparts in administering 
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all aspects of the job develo~ent program, including the financial 
orocedures in establishing and operating the entrepreneurial supply 
fund, technical evaluation of proposals, and monitoring of individual 
grant activities; (2) selection of project areas where credit is not 
generally available; (3) likely economic viability of activities; 
(4) prospects of employment for a number of women; (5) diversity of 
approach (since this activity is experi~ental, AID is looking for 
a variety of activities requiring a variety of skill levels and varying 
amounts of capital input); and (6) representation of all economic 
regions of the country, and both urban and rural locations. 

The entrepreneurial supply fund ($300,000) is ~n integral part 
of the Job Development Unitls program and is important for the develop­
ment of this experimental program. At present, however, there has net 
been the detailed market surveys and investigation of credit institutions 
to specify in detail the program to be undertaken with the fund. 
Therefore, the following conditions will be incorporated in the pro-
ject agreement: (1) the $300,000 for the fund will be a separate item 
in the project budget and will be obligated in three $100,000 install­
ments; (2) the first installment will not 'be disbursed until a detailed 
proposal is prepared and submitted by Promotion Feminine; and (3) a 
condition for the disbursement of the third installment of the fund 
will be a GOM contribution to the fund of an amount at least equivalent 
to the third installment and submission of a GOM proposal for institu­
tionalizing the operation of the fund. 

D. Summ~ry of Outouts: 

1. Senior staff of Promotion Feminine (70 women) trained in modern 
t~chniques of management, program development, and community outreach. 

2. Instructional staff of Promotion Feminine (1,052 women) trained in 
modern techniques of vocational training and non-formal education for 
women. 

3. Appropriate staff and program established at the Rayal Training 
Center for 210 new monitrices. 

4. Set up of Job Development Unit in Promotion Feminine on a con­
tinuing basis to identify and promote employment opportunit1es in 
rural and urban areas for women. 

5. Revision of the instruct'ional program of the 336 foyers feminines, 
to meet the job-specific training and basic education needs of the 
45,000 women who participate in the program. 

E. Sumrr.ary of InDuts: 

1. Technical services of seven experts: orle social scientist/educator 
as team leader; two job development experts; four trainers; and five 
short-term consultants 
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2. Graduate training in the United States for six Moroccan women. 
two of whom will serve in the Job Development Unit and four of whom 
will serve or. the staff of the Royal Training Center for Monitrices; 
in-country trairdng for 70 women managers and 1.262 women instructors 
(montrices) of Promotion Feminine. 

3. Job Development supply fund ($300,000) to provide small grants 
for new entrepreneurial endeavors and other experimental job 
opportunities a~d business enterprises for women. 

4. Commodities include technical training equipment and supplies, and 
two vehicles for the contract staff for follow-up training exercises 
and job development activities in trje eight economic regions of Morocco. 

F. Job Descriptions of Cont"act Technicians 

1. Team Leader -- (backgrou~d in education, with field experience 
in developing world, familiarity with and sensitivity to 
IIwomen-in-developmentll issues, and understanding of Moroccan 
cultural context for this program) 

provi des avera 11 di recti on fo r' the project; 
responsi bl e for i den ti fying ne~d for and recruiti ng short-

term technical assistance 
oversees work of "the Job Development team 
oversees work of the management training te~n 
oversees work of the teacher-training team 
participates in recruitment of supple'~.cntal staff, as 
" necessary 
establishes evaluation system to monitor management and 

teacher training, and oversees results 
''Iorks directly with counterparts in Promotion Fem;n;e to review 

the work of the Offi ce arId to schedul e trai ning programs 
submits quarterly reports to USAID and M;n;ster of Youth and 

Sports on progress of project. 

2. Job Develooment Team (two individuals, one to concentrate on program 
in rural areas, the other in urban areas. Requires knowledge 
of vocational training field, experience in community develop­
ment efforts in the developing world, and an understanding of 
economic feasibility analysis as related to small industries, 
cooperatives, and individual entrepreneural ventures. Some 
experience in area of agro-business useful) 

undertakes study of job opportunities for women in urban and 
rural locales and eval~ates job possibilities with greatest 
potential for success 

advises team leader on training and equipment needs to imple­
ment in-foyer training associated with specific job 
opportunities identified 

works with teacher training team in revising curriculum to 
include specific job skills training in specific foyers 

monitors results of individual employment opportunity projects, 
including advising on additional technical or material assistance 
needed (and financed under Job Development Sub-Grant) 
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-- evaluates success of Job Development efforts in terms of 
profitability, numbers employed, and replicability. 

3. Management Training Team -- (two individuals, one specialized in 
organizational development, the other in techniq~es of manage­
ment training) 

works with team leader and GOM counterparts to survey entire 
Promotion Feminine o~~nization; outlines specific content 
of management traini~g program for various levels of manager 
staff 

establishes schedule for training for managers and foyer admin­
istrators that includes courses in Rabat, regional semlnars, 
and sUpp'rvi~es on-the-job management projects 

ad',;ses team leader in cases where individualized, specialized 
training outside the country is required 

participates in evaluation of effectiveness of management 
training program 

works with scaff of Royal Training Center and School of Public 
Administration to train staf.f to carryon similar training 
programs in the future, and supervises indigen~us staff in 
development and management of these training programs. 

4. Curriculum Develoement/Teacher Trairing Team -- (two i:.dividuals, 
among whom the following skills are represented: not'!-fomal 
education techniques, curriculum development, development of 
teachirg materials, evaluation of training programs, and th~ 
following substantive fields; literacy, family health/family 
planning, basic quantitative skills) 

evaluates training program as it is being presented at Royal 
Training Center and implemrnted i~ foyers throughout the 
country 

provides assistance in ililproving course content of existing 
.:urri'::';;:.J1Ii (literacy. h2:l'it!:, etc.) .::!": well as specific 
training in more effective teaching ter.bniques 

recommends to team leader need for short-term technical· 
assistance for specific topics related to the foyer curriculum 
and training of monitrices (for instance, ass;"'w .. ce in 
developing teaching materials for a literacy program) 

supervises the integration of new curriculum and materia1s into 
the foyer sys tern, and e'la 1 uatt:~ : [fecti veness of same 

reconmends modificc,tion of curriculum or teaching techniques 
to suit needs of women' in 'particular regions of the country 

works ... dth job development tt::am to integrate specific skills 
training programs into specl~ic foyers 

participat.es in plannii1g and rurl~ing of regional seminars for 
the manageri"l stafr 

participates i'\ expanding and irn;;roving program of "recyclage" 
for the exi~ting monitrice cadre. 
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III. Project Analvses 

A. Social and Economic Analysi~ 

As is true in many developing countries, two major and 
conflicting problems in Morocco today are high unemployment and a 
lack of skilled labor. The labor pool in this country falls into 
three main categories: the rural underemployed, usually with little 
or no education; rural migrants to urban centers, also usually un­
educated; and, finally, the inadequately educated, a group with 
middle levels (6 to 12 years) of education but no practical skill 
training. 

A further ranlification of this problem is the fact that 
women are under-represented in the labor pool. The project under 
consideration is an attempt to balance the proportions of women 
employed in Morocco as income earner~. 

1. The General Problem of UnE!mployment 

The lack of n~w economic opportunities in Morocco's 
rural areas has resulted in flight to the city. Sometimes an ent1re 
family will move, but more often, it will be the male head. He 
joins the growing pool of unskilled or semi-skilled urban workers 
who, if ~ey are not actually unemployed (Morocco's official rate 
of unemployment is 9%; but underemployment, seasonal unemployment, 
and other factors would bring this rate much higher), o~cupy low 
level and poorly paia jobs. There is another important group of 
unemployed or underemployed workers in urban areas of Morocco--the 
secondary school drop out. The traditional and highly formal 
French education system has not been responsive to the demands 
for certain kinds of labor in the Morocan economy. The category 
of worker which is needed is, at least i~ urban areas, the trained 
technician to service Morocco's new industry. The GOM admits that 
it cannot meet the demand for those skills, though it has proposed 
to triple the size of its existing training programs over the next 
five years. As for the rural areas, the problem remains one of 
limited economic opportunities, alth~ugh the GOM is encouraging 
new businesses to locate in regional centers in an effort to 
decentralize the mini-industrial boom. 

2. Emo10yment of Women 

Unemployment, then, is a generalized problem affecting 
both man and woman in Morocco. However, for women, in addition to 
lack of training and low levels of education, there are additional 
constraints placed upon their entering the job market. At the same 
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time, the transitional nature of a developing society has placed 
new burdens and responsibilities on the Moroccan woman which in 
many cases make it imperative that she earn a living. 

There has always been a certain amount of female involve­
ment in the modern economy of Morocco. and a heavy reliance on 
female labor in the traditional sector as well as in agriculture. 
However, a number of factors have contributed to a greatly expanded 
demand for jobs on the part of women. These in:lude a need for 
more than one income to maintain a family in the face of Morocco's 
current inflation, a growing taste/preference for work as a result 
of (somewhat) improved opportunities for, or access to, at least 
a primary school education, and the dissolution of the family unit 
through divorce, separation (due to male migration to the cities 
and abroad for work), widowhood, etc., which has led to a situation 
where one household in every three or four is headed by a woman 
who has primary responsibility for the economic survival of its 
members. ' 

The traditional sector, in which most women find 
employment, is rapidly becoming overcrowded as a result of the 
growing female demand for jobs. The situation varies somewhat 
from urban areas to the countryside. 

3. Women's Employment in the Urban Sector 

In the cities, job opportunities for women are more 
diversified than in the country. Nevertheless, they represent a 
very narrow ma~ket with relatively few choices for women seeking 
work. As a result, there is overcrowding, each category is becoming 
increasingly competitive in its requirements, and women with little 
education (the majority) are being gradually excluded. Urban jobs 
for women fall into several categories: for the uneducated, the 
main jobs are as domestics or in handicrafts. Educated women work 
primarily as secretaries or as teachers. Finally, there are 
industrial jobs available for those who are properly trained. 

As recently as ten years ago, household work was rejected 
by all but the poorest and least educated women. Today, this is the 
largest urban employer of women, hiring one-third of all working 
urban WOi'1en. Since 1960, there 'has been a 13% rise of ~ployment in 
this sector and a decrease in wages; 27.3% of the women in this 
category are under 15 years of age. This work is largely performed 
by illiterate women recently migrated from the countryside, and 
often supporting an entire family including an unemployed husband. 
Today, increased c~mpetition in the labor market has resulted in 
many girls with primary school education being employed as maids. 

-_.--- -.-
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The former workers, usually women with no education or formal train­
ing, are losing present jobs or no longer being considered for 
domestic-type employment. In short, high competition in a narrow 
market seems to be reaching its ultimate conclusion: qualifications 
for even simple jobs are rising, and women from the lowest socio­
economic groups are being forced out of the job market. 

The handicraft sector is probably the largest employer 
of urban women. Unfortunately, there ~re no figures available 
indicating the number of women employed in this activity, since the 
1971 census groups artisanal work in the same category as industry 
and mines. Cities have numerous rug and embroidery workshops where 
young girls are trained as apprentices in these crafts. Girls in 
these factories receive five or six years of training for which they 
exchange their free labor. At a second stage, they may be paid $5 
a week for their work. Master rug makers are said to be well paid, 
but achievement of this level requires 15 years to 20 years of 
experi ence. -

Although salaries are very low in the handicrafts, 
many lower-class parents prefer to send their girls to these 
workshops rather than the school. Some explain this by saying 
parents don't like young girls to mix with boys. A more likely 
explanation would be that the girls receive a practical training 
in these workshops which will enable them to earn at least a small 
salary eventually. 

Jobs available for educated women are mainly for office 
workers. At present, young women with eight or nine years of education 
seek work as clerk-typists, while those with the equivalent of high 
school degrees can find jobs as secretaries. There are, however, 
indications that as the number of high school-trained women in this 
field increases, there is a lower demand for the less well-~ducated 
women. Employers complain that the brevet-level typist does not 
have the necessary language or conceptual skills for the job; as a 
result, requirements for these jobs, like those of maids, are 
gradually slipping upwards, and girls with two or three years of 
secondary school are having increasing difficulty finding office 
employment. 

The rinal sector-offering urban employment is industry. 
This represents only 19% of the working population. In fact, this 
percentage covers both industry and mines, and also includes artisan­
al workers. It has been estimated that there are only 2,000 
factories in Morocco employing 50 workers or more. Probably, then, 
a more accurate estimate of jobs in modern industry would be much 
lower than 19%. Although no figures are available showing the 
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number of women hired by modern industry. they are fairly numerous 
. in the unskilled fields. The sardine canning industry employs 
mainly women, as do many assembly lines and packaging plants. 
Women also work in the textile industries, assembling clothing, 
often for delivery to European manufacturers. 

Women are employed in industry, but almost none are 
trained as skilled laborers or tradespeople. The Office of 
Technical Training is the main institution training for the private 
sector. Although it offers training in trades such as electronics, 
plumbing, mechanics, and toolmaking, professional schooling for 
women is available only in secretarial skills and in textiles. 

The industrial sector appears to have more potential 
for the development of new urban jobs for women than the traditional 
sector. This is true for several reasons: Morocco is trying to 
expand this sector by attracting foreign industry; to do this, it 
must increase its skilled labor force. Because of the demand in 
this area, salaries are good; many of these jobs do not require 
high levels of education and would thus provide a new and growing 
outlet for young women and men who are underqualified for other 
opportunities. 

4. Employment in the Rural Areas 

In the rural areas. women face a different and more 
complex set of problems. Little demand exists for labor outside 
the agricultural field, and increasing modernization of fams has 
decreased this type of employment during the last 20 years, just 
as the population began to rise. On the more positive side, women 
have more freedom in the countryside, and have a background as petty 
II entrepreneurs. II Country women trad i ti ana lly own pou ltry and animal 
by-products which they can exploit for cash. They raise chickens 
and sell them or their eggs for pocket money; in addition, wool as 
well as dairy products belong to wives who can sell either the wool, 
as such, or as woven fabrics. Similarly, many rural women make 
butter, buttermilk, and clarified butter wnich they offer for sale 
at their weekly markets. 

Aside from these artisanal activities, the only jobs 
available to women are dS seasonal workers in agriculture (weeding, 
picking fruit, gleaning, and the like). These jobs require no 
education and pay very low wages, since the supply of workers far 
outweighs the demand. The latest census (1971) states that over 70% 
of em~loyed rural women work as agricultural laborers, and further­
more, that this represents a rise of 57.4% since 1960. This rise 
is due to a numb~r of factors including the population boom. However, 
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it i~ also probably that women may have been under-reported in 1960 
and that the 1971 figures may represent more accurate census taking 
techniques. 

5. §!:owing Demand for Jobs 

Whil e the unemployment rate for men has ch.::.~g~d 1 i ttl e 
since 1960, the percentage of unemployed women seeking work has risen 
from 2~ in 1960 to 21% in 1971. There seems to be three main factors 
contributing to this rise in female demand for work: inflation, 
schooling, and growth in the number of women acting as heads of 
households. 

The current rate of inflation in MorOCCJ is estimated 
at 10~ to 13% per year. This process has been going on for at 
least the last five years. The complexities of this situation are 
beyond the sr.ope of this analysis; suffice it to say that there 
have been years of drought requiring imports of food, coupled with 
widespread livestock disease as a few of the factors that have in­
creased rural needs for cash. In the cities, salaried workers 
(about 200,000 of Morocco's work force according to World Bank 1977) 
have alternated between salary freezes and small increments (about 
25%) which have not allowed workers to keep pace with the rising 
cost of living. All these factors have contributed to increased 
needs for cash among the population as a whole. Such a situation 
has given women more incentive to seek jobs, either as a supplement 
to family income, or because male members of the family are unable 
to find work Ot' are absent. A further financial hardship adding 
to needs for cash is the Moroccan custom of supporting not only 
large nuclear families, but also an extended family structure. 
Present day exigencies have contributed to the decline of this 
traditional behavior, but there are still many families helping 
either to support members living in the countryside, or who have 
additional unemployed relatives living with them. 

In terms of education, most Moroccans have little or 
no schooling. Only one-half enter primary school. Of this number, 
31% are rural; the rest come from urban areas. By the end of primary 
school (five years), 60% have drupped out; only 38% of secondary 
school students complete the sever-year course. Women are about 
one-third c.!f the students, and their drop out rates closely parallel 
the nation~l figures. At the sa~e time, however, it is this group 
of at least semi-educated men and women which constitutes the largest 
percentag~ or those actively seeking and unable to find employment. 
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Fifty-three percent (53:) of women seeking work have four or more 
years of education, and 17: have more than eight years of school. 
Women drop outs in particular find it difficult to enter the 
modern job market. Vocational training programs are limited, 
graduating 3,000 students per year; of these, very few are women, 
and training for those with low levels of education is mainly 
for the more traditional sector (handicrafts, sewing, tailoring). 

According to the latest census, one outof four heads 
of households in Morocco today is a woman. Eighty-three percent 
(83%) of these women are either divorced or widowed. Sixty percent 
(60%) of working women are members of households where the total 
income for five or six persons is less than DH200 or about U.S.S4S 
per month. The reasons for such a high number of women supporting 
households are also complex: among the fartors contributing to 
this situation are divorce, desertion, widowhood, and absentee 
husbands working in Europe or elsewh~re. 

Although there are no official figures on the divorce 
rate in Morocco, the figure is estimated to be as high as 50%. 
This can be partially attributed to the ease with which a man can 
secure a divorce according to Islamic law. Another contributing 
factor is that many Moroccan women, especially amon~ lower income 
groups and in the country, are not consulted when marriages are 
arranged by their families. In traditional society possible 
incompatibilities caused by this situation were lessened by the fact 
that the couple joined a larger extended family where frictions 
could at least in some cases be blunted by intervening members. 
Today, however, especially in the cities, many couples of all 
income levels live apart from larger families, although they may 
continue to contribute to their support. Such situations place 
strain on marriages in which the two partners are not prepared for 
such a lifE style, and in which furthermore, they have not chosen 
each other. Indeed, even in more modern marriages between two 
consenting individuals, young Moroccan couples are finding that, 
for persons brought up in more traditional extended family back­
ground, the adjustment to living as nuclear units creates strains 
on marriages which often become insolvable. 

It is also not uncommon in Morocco to find many 
relatively young women who have been widowed and left with children 
to support. One reason for this situation is that, especially among 
lower income and rural families, young girls are often married to 
mAn much older than themselves, men chosen by their families for 
qualities such as stability, earning power, or the like. With 
disparities in age which are often as high as 20 years, many women 
in their late thirties or early forties are widowed while their 
children are still too young to support them, and their extended families 
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(who traditionally took over this job) are too poor to accept the 
extra responsibility. 

The third main factor contributing to the high number 
of female hl2ads of households is that many men, unable to find work 
either in the rural area or in cities, have migrated. In some cases, 
this takes the fonn of migration to cities in search of labor; in 
other cases, many Moroccan men have gone to Europe, or now increas­
ingly to the Gulf states seeking opportunities not available to 
them in Morocco. 

In all the above cases, the burden of supporting the 
family falls on the woman remaininr behind; and in the majority of 
these instances, the Moroccan woman has not been prepared to earn 
a living. Either she has learned a traditional skill, such as rug 
weaving, a craft for which the market is now flooded, or she has had 
insufficient (and inappropriate) schooling to prepare her in a 
practical sense for the job market. rhe majority of working women, 
therefore, fc:1ls into the lowest salary bracket, perfonning mainly 
unskilled jobs. Of employed women, 17% are maids, 13% work in the 
textile industry, and another 33.5% are laborers in traditional 
agriculture. Implications of such a situation are far-reaching-­
not only do the families of such women live at a very low standard, 
but education for their children often becom~: ;lIq",'l'actica1, as 
need of additional incomes often is too uryent to allow boys and 
girls to continue in school long enough to become fully productive 
members of the econol"'/Y. 

6. Project Intervention 

There are several major problems facing Moroccan women 
entering the job market: chief among these are an overcrowded 
traditional ~np1oyment sector, and lack of practical and relevant 
job training. USAIO has proposed two project interventions as a 
partial solution to this problem. This project addresses both urban 
and rural women with little or no education. Project 0147, Industrial 
and Commercial Job Training for Women, deals primarily with vocational 
education for women who are high school drop outs. In the following 
section, the direct and indirect beneficiaries of project 0139 are 
examined to see how the proposed solutions address specific employ­
ment problems and what the likely social impact of these projects will 
be upon these target groups. 

This project is intended to improve the institutional 
capacity of Promotion Feminine, the main women's organization in 
Morocco. This group's responsibilities include coordinating services 
for Moroccan women and administering the national network of Foyers 
Feminine which have as their goal the vocational and general educa­
tion of Moroccan women not in the fonnal school syst~~. 
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At present, however, this system suffers From a 
traditional administrative structure composed of women, many of 
whom have been werking with foyers for 10 or 15 years, and who, 
because of their ag~ have only nine or ten years of formal educa­
tion. Many of their approaches to job training and rural develop­
ment are outmoded or overly rigid. Yet, the Promotion Feminine 
program is the main non-formal educational institution for young 
Moroccan women and constitutes for most of them the single practical 
opportunity to improve their job skills. As discuss~d in the 
Technical Analysis, previous Peace Corps efforts have attempted 
to improve this system from the grass roots level and have failed, 
at 1eas~ partly because ndministrators were not involved in or 
affected by this process. For this reason, the AID project pro­
poses to train 70 women managers of Promotion Feminine in community 
outreach skills. Basic to this idea is the intention of instilling 
in this group of women tale~ts which will help them revitalize the 
Promotion Feminine program, and especially the vocational training 
com90nent. Among other tasks, a primary one for the managers will 
be ·to work with rural or urban women, assisting them to identify 
small business possibilities or cooperative ventures in their areas 
which they can enter. To this end, the administrative staff will 
receive training in such skills as business administration and 
economics, as well as i~ community deve10pme~t skills. The 1 ;100 
instructors of the foyers will be specially trained and the 
curriculum specifically redesigned to provide these women with 
the job-specific training required in the various regions. 

Thus, although the direct beneficiaries of 0139 will 
be Promotion Feminine's administrative and teaching staff, the project is 
ultimately addressing the needs of uneducated rural and urban women. 
It aims to create new job opportunities in an individualistic manner 
which seems most appropriate, given the restricted nature of the job 
market for the illiterate and semi-literate population. 

7. Possible Constraints to Project Success 

Se/eral factors need to be discussed in this section: some 
represent possibl~ constraints, while others are more imagined than real. 
Into the latter class tall three main questions: are Moroccan 
women willing and capable of working in small businesses; will 
Moroccan men allow their women to accept such jobs; will employers 
cccept women for employment? All of these are imagined rather than 
raal problems because observation in Morocco quickly demonstrates 
positive answers. However, the questions, which are frequently 
raised, demonstrate certain stereotypes of Muslim society which 
should be addressed. The typical view of the Arab or Muslim female 
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is that of the cloistered woman, often living with several co-wives, 
in s£clusion. In Morocco, for instance, one hears that the ideal 
Fass:. woman leaves hel- home twice--once at marriage and once at 
death. What these stereotypes do not take into account, however, 
are class distinctions, as well as societies in rapid transition. 

At least two instances, discussed earlier, offer 
answers to these questions. One is the case of rural women, who, 
as already shown, are heavily involved in agricultural wage labor, 
and who furthennore already run small enterprises (~.,~l1ing eggs, 
butter, wool, and woven products). A second ana mor~ telling 
detail is the high incidence of ~omen acting as heads of household. 
Poverty outweighs idealistic considerations for most individuals, 
and Moroccan women (and men) are no exception. Families with low 
incomes willingly send their women out to work and welcome the 
extra income. Women heading families have, of course, no choice 
in this matter and until now have only low paying opportunities 
available to them. 

B. Technical Analysis 

This project lays stress on the training and upgrQding of 
the administrative staff of Promotion Feminine and the instructional 
staff of the foyers feminine. Unless the women who direct the 
organization are fully cognizant of the problems confronting Moroccan 
women and in addition are capable of addressing these problems and 
finding new solutions, the evolution of women in Moroccan society 
will be slow. Previous efforts to assist Promotion Feminine and 
Jeunesse and Sports indicate that this approach is appropriate. 
Peace Corps/Morocco has a long history of involvement with the foyer 
feminine program both within the Ministry of Youth and Sports and 
the counterpart organization fonn8rly run under the auspices of the 
Ministry of Interior. In the early 1960·s, an appeal was made to 
the United States by the Moroccan Government to upgrade the services 
offered to women through the foyer program. In particular, the GOM 
wished to stimulate the rural economy simultaneously to bring women 
to playa more active role in transforming their society. To 
accomplish these two goals, Peace Corps/Morocco proposed to begin 
a refonn at the lIgrass roots ll level bringing in American girls with 
generalist and home economic backgrounds to work as counterparts with 
young Moroccan monitrices. The idea was that the American girls 
would teach their Moroccan counterpat'ts more innovative approaches, 
both to community development work and to stimulation of craft pro­
duction to resu~t in cooperatives run by the local women. This would 
not only generat~ new source of income in the countryside, but at 
the same time enable traditional women to participate more actively 
in the society. 
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This project began in 1964 and was phased out in 1969. 
Results were disappointing. In retrospect, it seemed that the 
"grass roots" approach was not entirely appropriate in this 
structure. American volunteers reported that they had been unable 
to affect teaching techniques and general mentality of their 
counterparts because in such a low position they lacked credibility. 
In addition, actions taken on the local level had no effect on 
policies laid down from the administrative center. 

With the legacy of such an experience, AID has now been 
approached by the Ministry of Youth and Sports. Officials in this 
Ministry feel that in order to accomplish any lasting changes in 
their organization, they must revitalize their administrative cadre 
and instructional staff. They mention among other things the fact 
that although their staff are experienced women, many of whom have 
worked with Pr0motion Feminine since its inception in 1956, they 
lack profes~iona1 training and upgrading of skills. Without this 
training, +he organization is unable 'to restructure its program in 
a truly innovative fashion. They find themselves unable to think 
creatively about the problems confronting women in this country a~d 
what the role of Promotion Feminine might be in assisting women. 
Promotion Feminine has, therefore, asked that AID assist them in a 
large scale retraining of its staff giving them specia~ training in 
courses relev~nt to improving the status of women and their partici­
pation in the national economy. The Ministry of Youth and Sports 
seems to feel that if the management and instructional staff are 
trained in new and practical methods of economic and social develop­
ment, they will have the power to change the structure in which 
they work. The Peace Corps experience certainly has demonstrated 
that the II grass roots" method was not effecti ve and wou1 d seem to 
indicate that a more centrally directed approach may be more appropridte 
in this setting. 

Other issues of technical feasibility involve such questions 
as whether Promotion Feminine has the institutional capacity to absorb 
such a major reorientation of its top-level staff and the organiza­
tional ability, given a retrained staff, to take on a major new (and 
highly i,1novative) program such as the Job Development Unit and the 
small grant fund. As indicated earlier, USAID has spent almost a year 
examining existing non-formal and vocational education programs for 
women in Morocco, and is convinced that Promot~on Feminine offers the 
best opportunity for initiating an innovative training-for-employment 
program for women with minimal formal education. 

Furthermore, USAID is convinced that the pay-offs of this 
program are much larger than those related to the specific programs 
identified under the Job Development Unit and initiated under the 
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experimental loan program. Essentially, this is an institution 
building project; it selects the organization which both officially 
(legally) and actually is the one with primary r~sponsibility for 
the welfare of Moroccan women, and provides its management and 
instru~tional staff with the training and analytical tools it needs 
to do th0 job it presently feels poorly prepared to handle. Once 
the staff i~as these new skills, it can continue to provide the 
services it now provides (but much more efficiently and effectively); 
it can take on innovative programs which meet the needs of specific 
groups of Moroccan women, and it can play important new roles as 
community organizers and catalysts. It is the need for this sort of 
basic institution building which underlies the curr2nt attention to 
human resources development in Morocco, and this project constitutes 
an important element in USAID's overall human resources development 
strategy. 

C. Administrative Arrarlgements 

The implementing agency for this project will be the Division 
of Promotion Feminine within the Ministry of Youth and Sports. Under 
the Minister and his Secretaire General is the Direction of Social 
Affairs within which falls the Service of Promotion Feminine. The 
Chief of Promotion Feminine is a Moroccan \'/oman administrator who 
is a graduate of the National School of Administr?:~un. Her senior 
staff consists of some 70 women program managers ~'ho are assigned to 
the Ministry (10) and to each of the 33 provinces (60). In the 
provinces, there are 336 foyers feminine with a teaching staff of 
1,052 monitrices. In the capital, there is also the five women 
permanent s ta ff of the Royal Tra i ni ng Center for MOili tri c es. 

In each of the provinces, a woman officer is responsible for 
the administration of the Promotion Feminine Progl'::lm. She is directly 
responsible to the provincial delegate of the Ministry of Youth and 
Sports. She and the male delegat!= are responsible tc. the governor 
of the province. She oversees the activities of the several foyers 
within the province. Each foyer has a directrice and a teaching 
staff of from two to ten rnonitrices depending on the enrollment. 

These women wi1l be responsible for the day-by-day 
impleroentation of the project. At the same time, they will be the 
direct beneficiaries of the project sin~e the project is primarily 
focussing on the strengthening of the management and instructional 
staff of Promotion Feminine. As stated before, the Ministry and 
USAID agree that the best way to improve the educational and job t~ain­
ing aspects of Promotion reminine for the 45,000 women that it is 
reaching is by way of a greater inpwt into the training and retraining 
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of the management and instructional staff. When discussing the 
lIadministrative arrangem~nts" of this project, it is important 
t~ keep in mind that much of the project intervention aims at 
improving the administration staff. 

The three main levels of authority in the Gall ministerial 
heirarchy are the minister's cabinet, the directions (departments), 
and the services (division). Promotion Feminine is only a service 
headed by a "chief.1I This service is responsible to the Direction 
of Social Affairs. Although the Chief of Promotion Feminine does 
have access to the Minister and his deputy (Secretary General), her 
ordinary channel of communication and authority is through the 
Director of Social Affairs. Th~ organizational structure is workable 
but is not conducive to the priority attentions which Promotion 
F~minine requires to be more effective. 

This weakness in authority i.s also apparent ct the provincial 
level where the head of promotion feminine is immediately responsible 
to the-delegate of the Ministry of Youth and Sports and has very 
little direct access to the go~ernor and his cabinet. 

In the GaM system, authority remains at the top and is 
rarely delegated. Access to the Minister and to the governors 
is very important for the realization of al1 programs even in their 
minor aspect s. 

The Chief of Promotion Feminine would welcome a provision 
in the project agreement recommend i ng t:le el evati on of Promoti on 
Feminine from a "service" to a "direction." The USAID project 
manager plans to discuss this possibility with the Secretary General 
and feels confident that the Minister will seriously consider such 
a proposal and would be willing to make such a commitment to effect 
such a change in the ministerial status of Promotion Feminine. 

The Minister has direct authority over the provincial 
dele~ .~es of his ministry. USAID will also discuss with the Secretary 
General ways of elevating the status and authority of Promotion 
Feminine at the provincial levels. In most cases, this can be done 
by the issuari~~ of specific instructions to the delegate. Ways of 
improving and increasing direct contacts between the governor and the 
head of Promotion Feminine will be worked out by the Ministry and 
the project staff. USAID feels that this can be effected satisfactorily 
during the life of the project. 

The women civil servants assigned to Promotion Feminine are 
not likely to be transferred to other ministries, and are not usually 
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transferred to other services within the ministry except in the case 
of promotions. Since Promotion Feminine has responsibility for the 
inter-ministerinl coordination of activities affecting women and since 
this project is aiming at increased participation of women in Morocco's 
development, any staff promotions of women to other services or other 
ministries would be desireable. However, within theGOM generally 
and in Promotion Feminine i., particular there has been negligible job 
mobility. The skills developed and the experience gained in Promotion 
Feminine are not readily transferrable to other government services. 
Actually, the~e are few other managerial positions readily available 
to women in the GOM except for the Ministries of Health and of 
Education. Furthermore, civil servants are required to contract 
for eight-year periods of service within a particular Ministry, and 
experience has demonstrated that a Minister will rarely release a 
staff member from this contractual obligation. In summary, USAID 
feels quite certain that the women trained in this project will 
remain in the service of Promotion Feminine. Such a provision will 
be included in the project agreement. '. 

Perhaps the most critical weakness of the administration of 
the program (and the project) is to be found in each of the 1,367 
women who staff the Promotion Feminine program. By their own 
unanimous admission they need further training and better training 
if they ever hope to realize a significant impact on the economic 
and social development of women in Morocco. The provisio~ of this 
training is one of the project inputs. 

Even with these weaknesses, the Ministry of Youth and 
Sports is well structured, and at the central level efficiently 
organized. This has been attested to by GOM officials at other 
ministries as well as by an AID report (Annex G). The internal 
efficiency of this Ministry and the support they derive from other 
elements in the GOM suggests strongly that the Promotion Feminine 
program can be trusted to guarantee that appropriate utilization will 
be made of the technical and financial assistance provided under this 
project. Furthermore, this organization appears to be capable of 
assuming the responsibility for continued project implementation 
after AlDis intervention has been consummated. 

The technical services and the training elements of the 
project will be provided by a contractor. Perhaps a university or a 
consultant firm with demonstrated commitmsnt and overseas experience 
in the implementation of development programs to benefit women is 
best suited to provide the various project inputs in a uniformed way. 
The seven American technicians and the several short-term consultants 
will work as a team in collaboration with the senior staff of 
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Pronot;on Femin;ne. The team leader and economists will be based 
at'the central ministerial office of Promotion F~inin€~ the four 
trainers will be based at the Royal Training Center. 

Peace ('orps is willing to provide 10 PCVs university'­
trained in social ~ork, sociology, psychology, or other relevant 
social sciences in the spring of 1979. These PCVs will be 
competent in French and/or Arabic. They will work w;t~ a Moruccan 
counterpart at the ministerial or provincial level as tecl,nicians in 
the various project activities including job development, curriculum 
development, training, et. al. The PCVs will live and work ~n 
Morocco under the same conditions as PCVs in other development 
projects according to the convention between the GOM and Peace Corps. 

At the ~resent time, USAIO does not anticipate the need for 
additional direct-lOire personnel for the management of this project. 
However, by the SLimmer of 1978, it may be necessary to make some 
internal adjustments in staff duties within the Mission ~~ accom­
modi~te the increased activities in Humari Resources Oevplopm~~t 
eminating from this project and three other training rrojects 
(0146, Vocational and Technical SkillJ Training; 0147, Industrial 
and Commercial Job Training for Women; and 0149, Oev~lopment Training 
and Management Improvement). 
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IV. Financial Plan 

The recommended United States financial contribution to the project 
is approximately~~~ million and is divided among the following five 
categories: technical services ($2,690,000); participant training 
($338,000); job development fund (S30b;OOO);in-country training (S500,000); 
and commodities ($240,000). Inflation and contingency factors account 
for the difference. 

Provision is made f~r the technical services of a social scientist/ 
educator (team leader) and two job develo~er.t experts over the duration 
of the project (3-1/2 years) at the capita yearly rate of SlOO,OOO ... 
The four trainers for the RTC and tne regional seminars will serve for 
3-1/2 years at the per capita yearly rate of SlOQ,OOO. Provision is 
also made for the services of five short-term consultants with expertise 
in specific aspects of job development and job t,aining at the rate of 
$28,000 each. Administrati~e backstopping in the United States is estimated at $100,000 _. - --. _ .. _. -_.-. - - -

A very important element in the projert is training. Two Moroccan 
women will study human resource economics as it relates to job develop­
ment and manpo~~r training for a three-year period. Upon their return, 
they will direct the Job Development Unit of Promotion Feminine. Al"Jother 
four Moroccan women will also spend three years in the United States to 
prepare for their training responsibilities on the staff of the Royal 
Training Center for Monitrices. The training cost for these six women 
is estimated at $16,000 per student per year. In-country training costs 
for the 70 managers and 1,200 monitrices will be paid in part under this 
project to ease the burden which this new activity will place on the 
operating 1udget of Promotion Feminine. 

The $300,000 job development fund is tn be used in a variety of 
innovative ways as seed money to help women or groups of women to under­
take new initiatives in cor;llT1ercial or agricultural enterprises. 

As the training program is rej1rected and revitalized, and as new 
employment opportunities are developed requiring specialized training, 
the foyers feminins in the '/arious regions will require different 
training equipment and material. The project sets aside 5200,000 for 
these commodities. 

As might b~ expected, Promotion Feminine does not command a 
priority place within the GOM as a whole or in its own Ministry of Youth 
and Sports. This has been reflected in the relatively low budget of 
Promotion Feminine. The situation has been further exacerbated recently 
with the necessary increase in the defense budget. It is assumed that one 
of the outcomes of this project intervention will be a greater response 
by the GOM in the proximate future in s~pporting efforts of Promotion 
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Feminine in non-formal education and job training for women. 

In comparison to the USG grant the GOM input is large. Over the 
3-1/2 year life of project the GOM will sp€:nd over $10 million on 
salaries and operating cost of the PromotiorJ Feminine program. 

The summary cost estimate and financill plan for AID inputs and 
GOM inputs are shown in Table I. Planned obligations for the 3-1/2 
year life of the project are shown by fiscal years i~ Table II. 
The "costing out" of project outputs follows in Table III. 
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'tAIU I 

Summary COlt Estimates and Financial Plan 
(u. S. $000) 

AID Inputs 

A. Technical Services 
Soc. sci./Educator 
2 Job Dev1. Experts 
4 Trainers 
5 Short-term consult. 
U.S. Backstopping 

B. Training 
4 Trainers 
2 Job Dev1. Experts 
Short-te~ Training 
In-Country Training Costs 

C. Job ryevl. Supply Fund 

D. COm!!lodities 
Training Equipment 
2 Vehicles 

Inflation Factor 
Contingency Factor 

Total AID 

FX 

42 pm 350 
84 pm 700 

168 pm 1,400 
21 pm 140 

--- --I 100 

144 pm 192 
72 pm 96 

50 
500 

300 

200 
40 

178 
89 

GOM Inputs (exclusive of construction) 

\ 
fi. Salaries 

2 Administratrices 
4 Inspectrices 
3 Educatrices 
750 Instructrices 
486 Monitrices 
120 Aide-Monitrices 

B. Operating Costs of Promotion Feminine' 

C. International Travels 

Total GOM 

TOTALS 
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AID 
bf FX 

42 
71 
63 

5,670 
2,713 

137 

1,591 

24 

GOM 
1& Total 

4,335 

10,311 

14,646 



Technical Services 

Training 

Job Development Fund 

Commodities 

Inflation 

Con tingency 

Totals 

TABLE II 
USG Planned Obligation by Fiscal Year 

(U.S. $000) 

FY 78 FY 79 FY 80 

1,832 429 

279 279 

100 100 

80 80 

89 

45 

2,291 -0- 1,022 -
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FY 81 All Years 

429 2,690 

280 838 

100 300 

80 240 

89 178 

44 89 

1,022 4,335 



Technician : 
Adcinistration 

Technicians: 
Job Developers 

Technicians: 
Trainers 

Training 

Training Equipment 

Vehicles 

Job Develorment Fund 

'l'ABU III 

Costing of Project Outputs/InputS 
(U.S. $000) 

Organizational Job 
Development Develooment 

250 100 

700 

1,120 

550 96 

50 

10 20 

300 

1,980 1,216 

(49%) (30%) 

*Inflation and contingency factors excluded. 

-31-

Curriculum 
Development Totals 

100 450 

700 

420 1,540 

192 838 

150 200 

10 40 

300 

872 4,068 

(21%) (100%)* 



V. Implementation Plan 

This is a complicated project, and project management 
skills are going to be extremely important. The contractor 
must have a good and extensive network (to bring together the 
necessary expertise) and, equally important, an understanding 
and sensitivity to the aim of the project (which is highly 
experimental and therefore risky) in order to provide the 
intellectual guidance throughout. The contractor must demon­
strate more than an expertise in non-formal education, voca­
tional training, or organizational development. She must 
also demonstrate a commitment to the aims of women-in-develop­
ment programs and experienc~ and contacts in this area. 

Fluency in French for all in-country project staff is 
essential. If necessary, the project could include French 
language training for staff who already have a good base in 
the language; but AID should not be .considering organi:ations 
which cannot demonstrat~competence to manage the in-country 
act~vities in French. ----- ------ -
-- -- ------------------

Although there is no formal project sub-activity entitled 
research and evaluation, the contractor will need to demon­
strate an ability to initiate, monitor, and evaluate specific 
information-collection activities, and to train indigenous 
personnel in these techniques. These skills are necessary 
because key elements of the program involve identification of 
job opportunities for women and adjustments in curriculum to 
provide training in skills appropriate to those new opportun~­
ties. Whether there are formal surveys of employers, less 
formal research activities in various regions of the country, 
or merely piggy-backing on existing ongoing research programs, 
the contractor will have to ensure that the Office of Promotion 
Feminine has up-to-date information on its programs and pro­
gramming options. 

The project calls for seven technicians to live and work 
in Morocco. Living conditions are comfortable in Rabat and 
in the larger cities; even in the provinces the conditions 
are adequate and transportation is good. However, cultural 
adjustment to this traditional developi:~g country is necessary. 
This factor has to be seriousli' considered in the recruitment 
of technicians. 

-------- -- - - --- .---- - ----.------.- -- --- .. ---
Promotion Feminies is staffed by women' illiterate and 

semi-literate women are the beneficiaries ~f Promotion Feminine. 
The project staff will be working closely with women at all 
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levels of the. organi:ation providing, ,in_ a~ditiol1~_t9=_J,echri~­
,s; a.1 _ e -=< p ~ -.r t_~ e ,--~.o 1 e m~Q._ e 1 s ~ __ I n vie W 0 f the s e ~ act 0 r ~ , . i t 

1S advisable that technicians recruited for thlS actlvlty 
, be women; at a minimum, the team leader and the trainers 

at the Royal TraTnlrig-Center snoufd oe- rem'ale:-' 

USAID/M has--det'ermined that a ho'st countiY.co~~J-aC:t i$ __ 
-Tnadvisable for this 'f)rotect!..-__ There_are_several_ re'!.!?on~_,!{_hl, 
- we--be'lieve'an 'exce'p'iTon to AID policy is justified in Morocco. 

The strong French orientation and independent approach of, the 
Moroccan Government to project implementation, even though in 
collaboration with a foreign donor, makes project monitoring 
difficult in the best of circumstances. The French language 
itself is always a potential stumbling block, particularly 
regarding contracts. The Moroccan system of selecting a con­
tractor is different from ours, and a great deal of time would 
doubtless be spent in explaining th~ American system. Moroccans 
are not f~miliar with U.S. firms or U.S. 'universities. Negotia­
tions would be difficult, time-consuming, and might well procure 
early strains in the host-contractor relationship. In the end, 
USAID might well become more involved than desirable. 

The Doukkala irrigation loan experience, though a supply 
rather than service contract, has provided abundant evidence 
of the ~loroccan tendency to pursue an independent course, based 
on their own practices, if they do not understand the relevant 
U.S. provisions. On the technical assistance side, the 
Michigan contract -- a host-country contract a few years ago 
for upgrading the Ministry of Plan's policy planning capability-­
is a good example of the government's using its contractor 
personnel as operational staff and pursuing objectives different 
than USAIJ ha~ intended. Under that host-country contract 
arrangement, USAID had little monitoring authority and could 
not even acquire copies of the studies prepared by the con­
tractor as they were classified by the government. The latter 
situation has even arisen, though not as serious, under a 
current project implemented via direct AID Contract. 

In addition, the agency responsible for implementing this 
project has a number of weaknesses that are in fact the object 
of assistance described herein: It 'has had some dealings with 
UNICEF but none with universities and is totally unequipped to 
negotiate with or manage a contract with them. 

Under the circumstances described above, USAID believes 
that direct contracting is essential in Morocco in order to 
assure close mission monitoring and a reasonable chance of 
achievirig the project purpose. 
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The GOM is anxious to begin implementation. At all stages 
of project development, the active participation of responsible 
officials has been an asset and their ideas and suggestions are 
included in the narrative of this report. The Implementation 
Schedule would be as follows: 

1. Project Paper approved by AID/W - April 1978 

2. Project Agreement with the GOM signed by May 1978 

3. R.F.P. issued by AID/W - May 1978 

4. Annual entrance examination for Royal Training Center 
(R.T.C.) for Monitrices. Ministry selects best 80 candi­
dates for October registration - July 1978 

5. Contractor proposals reviewed. Contractor selected by 
AID/W - September 1978 

6. Seminar for the 70 senior staff members of Promotion 
Feminine to discuss new goals and objectives of program 
in general, and the particular implications of the 
project - September 1978 

7. Opening of classes for new group of 70 monitrices at 
R.T.C. - October 1978 

8. U.S. Contract Team arrives in Morocco. Briefing of 
Contract Team by Promotion Feminine and USAID - October 
1978 

9. Contract economists begin to establish baseline data 
on current and potential economic roles of Moroccan women 
on a regional basis_- November 1978 

10. Contractor in collaboration with Promotion Feminine begins 
her assessment and evaluation of (1) the direction of 
Promotion Feminine at the ministerial level, (2) the 
instru:tional program at the Royal Training Center, (3) 
the management of Promotion Feminine at the provincial 
level, and (4) the training programs of the foyers 
feminines. Short-term consultant from the cooperating 
university will partic~pate - November 1978 

11. Contractor submits detailed work DIan deve10ned with 
Promotion Feminine to USAID and AtD/W - Dece~ber 1978 
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12. Economists complete study of baseline data on current and 
potential economic roles of women. Report submitted to 
team leader, GaM, and USAID - January 1979 

13. Review of R.T.C. curriculum by Chief of Promotion 
Feminine, Directrice of R.T.C. and her staff, Contract 
Team Leader, and trainers. Recommendations for changes, 
further study, experimentation, etc., with specific 
purpose of starting the proces~ of revitalizing the 
curriculum to meet the new needs of the program as they 
emerge - February 1979 

14. Economists work with Promotion Feminine in the establish­
ment of the Job Development Unit - February 1979 

15. Two ~oroccan women with university training in economics 
recruited for service in the Job Development Unit. They 
begin advanced training in the United States at the 
ccoperating university preceeded by intensive English 
language training - January:1979 

16. Selection of four Moroccan university trained women to 
undertake advanced training in the United States in 
preparation for their subsequent training duties at the 
R.T.C. Four participants depart for cooperating university 
to begin intensive English language training - January 1979 

17. Second in-country training seminar for some 70 senior 
staffers of Promotion Feminine - February 1979 

18. Contractor submits draft plan for new directions of the 
Prcmotion Feminine program (exclusive of the foyers 
feminines program) and staff training needs to GaM and 
USAID - March 1979 

19. Economists in conjunction with efforts of the Jov Develop­
ment Unit propose two pilot job training efforts in two 
foyers. ~ew experimental curriculum developed accordingly 
with help of R.T.C. trainers - March 1979 

20. Contractor through extensive field trips and consultation 
with provincial women leaders and other officials rede­
signs program plan for:new directions of Promotion Feminine 
(exclusive of foyer feminine activities per se) with th~ 
objective of making it region-specific, practical, innova­
tive, relevant, and dynamic. Final report submitted to 
GaM and USAID - June 1979 
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21. Graduation at R.T.C. and assignment of 70 neW monitrices 
to apprentice training in the provinces. Annual entrance 
examination for R.T.C. Ministry will select best 70 candi­
dates for October enrollment - July 1979 

22. Thirj in-country seminar for some 70 senior staffers of 
Pro~otion Feminine. New directions report discussed with 
intention of working out an implementation plan and 
schedule - July 1979 

23. Contractor submits report on revised curriculum for R.T.C. 
to GOM and USAID - August 1979 

24. Seventy new monitrices begin training at the R.T.C. -
October 1979 Annual Project Evaluation - October 1979 

25. Contractor develops training modules for regional seminars 
for the monitrices of the foyers feminins - November 1979 

26. Regional seminars for monitrices conducted by contractor 
in collaboration with Promotion Feminine staff - January­
June 1980 

27. Job Development Supply Fund activated by Job Development 
Unit - January 1980 

28. Graduation of 70 monitrices from R.T.C. Entrance exami­
nation for R.T.C. - July 1980 

29. Fourth seminar for 70 senior staffers of Promotion 
Feminine. Discussion focuses on Job DeveJopment Unit, 
Supply Fund, and pilot job training experiments -
September 1980 

30. Opening of classes at R.T.C. for new class of 7 0 women -
October 1980 

Mid~Project Evaluation - October 1980 

31. Contractor submits plan for curriculum reV1S1on of foyer 
feminin program emphasizing job-development aspects of 
training - November 1980 

32. Regional seminars for monitrices conducted by contractor 
in collaboration with Promotion Feminine staff -
December 1980 

33. Fifth seminar for senior staff of Promotion Feminine to 
discuss new ~urriculum of foyers - January 1981 
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34. Regional seminars for monitrices conducted by contractor 
in collaboration with Promotion Feminine staff - February 
to July 1981 

35. Graduation of 70 monitrices at the R.T.C. Entrance exami­
nation for R.T.C. - July 1981 

36. Return of four long-term trainees to assume instructional 
duties at the R.T.C. - September 1981 

37. Return of two long-term trainees to assume duties in Job 
Development Unit - September 1981 

38. Sixth seminar for senior staff of Promotion Feminine -
September 1981 

39. Seventy new monitrices begin training at R.T.C. - October 
1981 

40. Seventh seminar for senior staff of Promotion Feminine -
January 1982 

41. Final Evaluation - March 1982 
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VI. Evaluation Plan 

The evaluation phase of this project has already been discussed 
breifly, but it is important to repeat its essential features. In 
many ways, this is a demonstration project, the results of which will 
be instructive for many areas of AID programming. To state most 
succintly, the evaluation phase must provide AID with an assessment 
of the value of a phased program designed to enhance simultaneously 
the institutional capacity of a national social service agency and 
the life chances of individual women throughout the country. Even 
if the assessment is favorable, it must also include recommendations 
for ways of improving such programs to make them more effective in 
achieving their purpose. 

Thus, the evaluation of the project must include the following 
elements: 

Evaluation reports on indiv.idual Promotion Ferl1inine staff 
based on follow-up perfonnance' evaluation after they have 
returned to their staff positions from training; 

Evaluation of the quality of the proposals submitted by 
the provincial offices of Promotion Feminine to the Job 
Development Unit; 

Evaluation of the success of individual job projects-­
measured both by the number of women eventually employes; 

Evaluation of the quality of the teaching materials developed 
for short-term and intensive courses for the in-service 
training of the management and instructional staff of Pro­
motion Feminine; and 

Evaluation of the performance of the new monitrices who 
received training under the improved program of the Royal 
Training Center. 

In conclusion, if the project has achieved its purposes, the 
conditions to be expected at the end of the project are the following~ 

All of Promotion Feminine's national and province level 
staff trained in modern techniques of program development, 
management, and evaluation as they are related to community 
outreach programs; 

A core teaching unit established and functioning at 
Promotion Feminine's Royal Training Center, and trained and 
charged with responsibility to provide both 10ng- and short­
term training to Promotion Feminine management and instructional 
staff on a continuing basis; 
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A Job Development Unit functioning within Promotion 
Feminine. staffed with trained applied economists and 
charged witn responsibility for working with na~ional and 
provincial staffs of Promotion Feminine and other agencies 
to foster the development of employment opportunities 
for women throughout the country; 

A number of new income-producing activities initiated and 
providing employment to women of the immediate locale; and 

A number of teaching materials and training modules 
developed, tested, and revised by the professional staff 
of the Royal Training Center, and available for Promotion 
Feminine's on-going program of training for the monitrices 
of the foyer feminine and for its own staff. 

At the outset of the project, special effort will be made to 
develop baseline data on the organization and programming of Promotion 
Feminine. One of the first activities of the project contractor 
(team leader) after her arrival inSept. 1978 is the assessment and 
evaluation of (1) the direction of Promotion Feminine at the ministerial 
level; (2) the instructional program at the Royal Training Center; 
(3) the management of Promotion Feminine at the provincial level; and 
(4) the training program of the foyers feminine. Much of this base­
line data is already availalle in the UNICEF Evaluation Report of 
1976 and in the AID Evaluation of Non-Formal Education Programs for 
Women in 1977 (Anr,e;. G ) . 

The second important feature of this project involves, at least 
on a pilot basis, employment generation for women, and for this aspect 
of the project b~ckground data are also required. The initial task 
of the project economist upon her arrival in Sept. 1978 will be 
establish some baseline data on curt'ent and potential economic roles 
of Morocc2n women ~n a regional basis. 

In the course of everyday monitoring of the project, feedback 
will be translated into operational refinements and major replanning, 
if necessary. The project team leader and the project economist 
will be located in the Department of Promotion Feminine at the Ministry 
of Youth and Sports, with daily contact with the Chief of Promotion 
Feminine and her senior staff as required. Frequent contacts will 
also be effected with the provincial staff through field visits and 
national meetings. Contact with USAID will be on a weekly basis a~d 
probably more frequently, especially at the beginning of the project 
and at other significant periods critical to progress success. The 
three project trainers will be located in the Royal Training Center 
in Rabat with daily contact with the Directrice and her teaching staff. 

-39-



Fonnal evaluation sessions will be he1d annually beginning 
in October 1979. The USAIO, the contractGr, and the chief of Promotion 
Feminine will compose the evaluation commHtee. In addition, at the 
mid-project evaluation in October 1980 and at the final eva1~ation in 
November 1981, it ;s an~icipated that the Minister of Youth and 
Sports, representatives from AID/NE/TECH/HR, and the Project Director 
from the contractor1s United States headquarters will participate in 
the sessions. 
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ANNEX It. 

AID .elO·l. fl· ". PROJECT DESIGN SUMMARY 

LOGICAL FRAMEWORK 

1I1. 01 P • ..,.." 

HonCormnl [ducat ton for Worn(,1l 608-01JQ 

r,omrV 19111 lOry 1'1111 
1.,,01 liS ~r-~,"; $~.ln.(K'f) 

0.,. r'e(leI.d A,'r II I'. I 'J'" 
Prolect Title. N_: 

NARRATIVE ~ SuMMAnv _____ _ 

"'09'lm or SectOf Go~: The two.der object Iv. to 
which thl. prol.c1 conUlbutH: \ 

To ."siat Horoccan WOlDen to pSl"ticlpnte In thp. 
Bochl and econo.lc develop."nt of th"tr 
co,mtry both aa contrlbutora Bnd heneflclarlen. 

Proloct P"'"....: 

To IItren8then the Infrastructure of Prctootlon 
F: .. lnlne to enable It to develop and undertake a 
prosralO to fOBter vocational trdnlns lind Job 
develo, .... tmt for Haroce.n vu.en. 

Outpu,,: 
1/ SenIor atAff of r.F. traln~d In modern technl­
'Iuea of .. anllse.ent and prosra .... lnR 
2/ InRtro,ctlonal Buff of P.F. tulned 1n lIodern 
techniques of voc.:ltlonal training for vOAlen 

J/ [aubHah_nt of appropriate Btaff and l,r08ralO 
at R.T.C. 
4/ Set up of Job Develop.ent Unit and Supply F •• ,d 
~/ RevisIon of InRtrllctlonal progrAm at foyer .. 

Inpuls: AID 
1/ Technical ;;ervlrea: 

U.S. admlnlatrntlon , contr8cta~ 

aoc. Rcl/educator 
Z econOMists 
4 tralnerR 
5 a.t. conaultantB 

2/ Training 
.4 trainer. - u.S. 

2 Jab ,l"y ,,_ .. erta - U.S. 
,a.t. t:-alnlng - U.S. 

Dverhf""d 

U 
M 

1"8 
21 

144 
7Z 
25 

In-country tra1ntns coata ("on t I 01, .. <1) 

n. .... .u. 
no 

-DIm 

..... 

M ... ,u,el ot Goal Achlrvrment: 
I' Inr.T(';'Isf'd numher (I( ,",umt'U "'lth 
rf"lnllflf'r."lilve employment 
21 n..-rrp'Htf" tn unp81ploylfteul r:llpR 

flmong ActJve W'onu:-u 
31 lnC:l"-;'I"lf"d pilrllclpntton of wompn 
In P.F. nnel uthf'r wo'''rn's progrl1mrl 
4/ EI('v"tpd Atatlln oC r.F. In r;OH 
~/ E)('v.HpJ stnlllR of r.F. In p.'o­
v la,,::f' S 

Conditio,,'S Ih., will ,ndieale JlIUJ)()Ut hin l~f'n 

a(-hlelled; Emt of pt'o;f!d II~h"_ 
17 ~pnl()r ~tnfl ,o[ I',F. utilizing 
modern t("r.hnlqll~8 or prugram cit.'velop­
menl. man II gl'PWIl t. and COInRlun 1 t Y 
Ollt rf'ltCh 
2/ InAtrllcllollal RtoCr or P.f. 
employtng modl'J"n technlquen or Voca­
tional tn.hling 
JI Hod~rn training unlt funr:tlonlllg at 
RTC 
1./ .Joh Orv("lopmf'nt Unll Rucc:eed!ng 

Magohud" of Outl"IU' 
1/ 70 m:1nng~rB 
2/ I,OS2 Instructor8 " JlrrclreRoea 
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Hodeur le D1racteur, 

Monsieur ALBERT P. DISDO 

nIRZC'f:':'OR USAID 

AMBASSA.DE DE3 ET~s.mlIS 
-RABAT-

sic de Monsieur le r·tIN!s~ D~S .lJ~'.:·~J ::'''l'It:UlG~ 

Lors de la reunion que nous evons eu rCcet:ce!lt, j'ti au 10 

plaisir d.e m'entJ:oeteniJ:' avec vous des perspectivas dras<j.f<;~~cc ~ :l.:ltro 

progra:::me relatif h la Promotion Feclnine de la part de vctro A:,~::.ce. 

Come V'OUfI le eave:c, le Gouvemo:oont d.e SA nAJES'IE L£ ;roI e.cco=Uc mo 

erandG priorlte ~ ce p~ ear nous evons 1a m..necre car.v.!.ct1.on que 

lao fc:::::r.es Jot.arocainee ant un ~la essentiel Q jouer da.ru:: le ci;.;V"'..loppe'Je.'lt 

econc::dquo et social de notre peys, en '1 parlicipsnt, tout en em bOnC£i­

cisnt. 

Je cro1a ooz:rprend.re que l'objoctif' de oe projet crmm.::-"..e en 

l'a::elloration de5 competencee or;aniaationnellos de ls Pnr.otian :'C:d.nine 

s:t'1n de lui pennettre d' ~~ et de metb en Oetl'Vl"e tm procr~ dost1rt 

a ~ 18 fcr.n.ation profcssionnelle at lee c.-catior..e dt~.,..-s 

fhrfn1ne. Cet object1:t l'ourra 3tre a.t-;e1nt par le bi.eis de & 

1 0) 14 fcr.na ticn sp6e1slieee du personnel a.d!J:L~~ tit at 

enceic;na.nt de 1a Prcco tion Fkr1 m ne 

2°) l' e tab lias e::en t d tune t1ni te de Cres tiel:} d f COIlloiD 

3°) l!l. m.ee e jour du progracne des CO'Ul"S &pcnsOo d.::ls lea 

~lo~y~crs:::~p:.:&mi::.~n~1n~a~.~ ____________ •.• • 1. •• • ___ . 



La contribution d.a l' Ac.~cCl Amertcsir.e pour le ~VC~~"l~ Inte...~ 

t10IUll ccmn1sten en une e.8e1Bt.:mce teclmiqus, el des 'bou..-see de tc~tion 

a1nB1 qulan matdriel d'equir-ement. Je c.rols 8uasi Bavoir que. en pluo de!J 

contributions de l'.l. I.D men ti~ee e1-deaBUS, 1. Co~ de ~ p.,j: i'ou=r.i.ra1 t 

UIl cs.dre de v1.rlgt coc1ologues qui eeraient ~8 d' Cl831eter 10 rr-r-...onnel 

de direction dans lea provinces. 

La for.:..o.t1on des cadres e~t un point crucial pour nct:'c pro~ 

Crl::J la I:IeSUI'G ou oehl1-ci doi t ~b'6 appel~ a jO'U~ un ~le oascuticl et 

dutcr"'-iI:snt ~'W la. proo:otion de 1a f()C!le. Je tiens auss1 e. ElOuliGlCI' lz 

n6ceDZit& d'2lOOl.1orer les p~s ~ee caurs et de fOllr.'.ir 10 mtL""ic1 de 

for.:l2. t:i:m af1n de revaloriser at re:d'orcer l' aspect au p~ rcla t"if a 
~ fo~t1on prcfessionnelle. 

Je voua prl~ de croire, :Honsieur 1e D1rec:teur, a. 1 r escu.!"'"":'co de 

I:1O. :perf ai ta conoid6rn tion.-

~..MiDislre de IJ leunme cl des Sports 
~ t,'J ":1.. {!;. ~! I / , ...... --, , ... y: r ," () /~ .,.' ... 

..I .. :.- .' I ~ •. ~ ..., , I 

( /' /)'l· it) • ~:"Sjg~f~ ~ L ~ <"alid KADIR! 
• ('I.J _, ~lDa 
~ , rf.. :,',oJ, • I ~ 

'\ \ O':~., ''?-'' ' .. '1, ... ,_ .'/ 0 •• -./ 
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Annex 0: Draft of Proj~ct DescriPtion for the Project Agreement 

A~ Background 

The GOM is officially cOlIlIl1itted to the principle that women should participate 
in and benefit from the social and economic development in Morocco_on an equal 
basis with men. However, for a complex set of reasons women are trailing far 
behind men in the areas of education, tralning, and employment. To cite just 
three statistics is sufficient to highlight the problem: (1) the literacy 
rate among rural women is 2%; (2) the unemployment rate among active women 
is 2~:; Cd) one household out of three is headed by a woman. 

The GOM is erpanciing the educational system as rapidly as resources will allow 
for both boys and girls, but universal enrollment is not contemplated until 
well L~to the 21th century. One alternative approach is the nonformal education 
program of Promotion Feminine of the Ministry of YOl1th and Sports. This 
program is targeted at illiterate and semi-literate women to assist them in 
improving the quality of life for themselves and their families. This 
official program is staffed by 1,200 women civil servants and aims at providing 
basic education, homemaking arts,handicraft skills, and in some case modest 
trainL~g for emplojlnent in the modern sector. 

The COM wants to improve this program to provide meaningful training for 
employment for women looking for work and basic education for otl:.ers. AID 
has been requested to assist the COM in upgrading the training of the staff 
of Promotion Feminine and to revamp the program to make it essentially 
job-oriented for the benefit of the 45,000 women clients. 

B. PUEPose ___ _ 

The particular purpose of this project is to strengthen the infrastructure of 
Promotion Feminine to enable it to develop and undertake a program to 
foster vocational training and job development for Moroccan women. 

C. Outputs 

1) The senior staff of Promotion Feminine will have been trained in 
modern techniques of management and programming. 

2) The instructional staff of Promotion Feminine will have been trained 
in ~~C~n~ techniques of vocational training and nonformal education for 
women. 

3) At the Royal Training Center a new instructional program will have 
been developed and a newly-trained faculty installed. 

4) A Job Development Unit will be operating to identify ~~d promote 
employment opportunities for urban and rural women. 

5) A new pra~tic and job-specific training program will be operational 
in all the foyers of Promotion Feminine for the benefit of the 45,000 
women clients. 



D. U.S. Inputs 

Through a contract with a qualified firm the U.S. will provide the 
following: 

1) 294 person-months of a U.S. contract team consisting of a 
social-scientist/educator as team leader, two job development 
experts, and four training experts. 

2) __ ~ person-months of short-term consultants specializing in 
various aspects of vocational training and job development. 

3) 216 person-months of long-term training in the U.S. for two 
Moroccan women in the area of human resources economics and for four 
Moroccan women in the areas of vocational training, nonformal 
education, social sciences, et al relevant to the new curriculum 
of the Royal Training Center-.---

4) Provision of a grant fund of $300,000 to experiment with new 
job ventures in industry, agro-business, marketing, retailing, 
cottage industries, et. al. in an innovative attempt to open new 
vistas for women's employment. 

5) Provision of some training equipment and two vehicles for the 
official use of the contractor. 

E. GOM Inputs 

The Ministry o~ Youth and Sports will continue to be responsible for all 
operating costs of the Promotion Feminine program including staff salaries 
and the expenses of the Royal Training Center. Through the Trust Fund the 
GOM will cover international transportation costs incurred by its Moroccan 
staff during long-term training in the United States. 

Since the status of Promotion Feminine within the ~~nistry and within the 
provincial governmental structure is crucial to program development, the C~M 
will study the feasibility and effIe-icy of eleva-ting Promotion Feminine from 
a "servic~" to a "direction". The women: civil servants trained in this 
project will be retained in the service of Promotion Feminine for the continued 
development and progress of the program. 
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Projec.t Agreement No. 608-78-004 

PROJECT 

GR.&H A(~R EEHENT 

BEII·JEEN 

THE KI~GOOH OF MOROCCO 

and the 

UNITEL STATES OF AMERICA 

for 

NONFORMAL EDUCATION FOR WOMEN 

Dated: August 14, 1978 



A.I.D. Prl)ject No. 608-0139 

August 14, 1978 

Between 

And 

The Kingdom of :-torncco, .11,ting thrnugh the Ministry of Youth and 
Sport s ("Gran t ee ") 

The United States of America, :'let ing through the Agency for 
In ternation3.l Dt:'velopment ("A. 1. n. ") 

Article 1: The Agreement 

The purpose of this Agreement is to set out the understandings 
of the parties named above ("parties") with respect to the undertaking by 
the Grantee of the Project des~rjbed below, and with respect to the 
financing of the Project OV t:!C Pilrties. 

Article 2: The Project 

SECTION 2.1. Definition of Project:.. The Project, .hich is 
further described in Annex I, has as its purpose, to strengthen the 
infrastructure of the Promotion F6minine (PF) program of the Grantee to 
enable it to develop and undertake 3 program to foster new training and 
employment opportunities for women throughout Morocco. The major 
features of this project are: 

(1) in-country training in organizational development and 
'management for the managers of Promotion Feminine in the 
national office and in the 36 provinces and prefectures; 

(2) teacher training and retraining, both to upgrade the 
existing curriculum in the foyers and to integrate a 
vocational training component in the curriculum; 

(3) establishment of a job development unit within Promotion 
Feminine for the purpose of (.::) id'entifying new income­
producing opportunities for WGrnen throughout Morocco and 
specifying the training, credit, equipment, etc., 
necessary to take advantage of these opportunities; 
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(b) coordinating the provis ion of technical ••• iltance 
and seed money to ind bi. !W1.L foyers to develop ttieae 
new areas of employment, and (e) developing job-related 
training programs in ~~cc illc foyers; 

(4) participant [raining fo r six permanent staff of Promotion 
Feminine in preparation for their work on the staff of 
the Job Development Unit and the Royal Training Institute. 

Ann~x 1. attached. amplifies the 3bove definition of the 
Project. Within the limits of the above definition of the Project, 
elements of the amplified description stated in Annex 1 may be changed 
by written agreement of the authorized representatives of the Parties 
named in Secti~n 8~ 2" without fo rma l amendment of this Agreement. 

SECTION 2.2. Inc remental Nature of Project 

(a) A.I.D.'s contribution to the Project will be provided 
in increments, the initial one being made available in accordance with 
Section 3.1 . of this Agreement. Subsequent increments will be subject 
to availability of funds to A. I .0. for this purpose, and to the mutual 
agreement of the Parties, at the time of a subsequent increment, to 
proceed. 

(b) Within the overall Project Assistance Completion Date 
stated in this Agreement , A.I.D., based upon consultation with the 
Grantee, may specify in Project Implementation Letters appropriate 
time periods for the utilization 0 funds granced by A.I.D . under an 
individual increment of assistance 

Article 3: Financing 

SECTION 3.1. The Grant. To assist the Grantee to meet the 
costs of carrying out the Project, A.I.D., pursuant to the Foreign 
Assistance Act of 1961, 8S amended, agrees to grant the Grantee under 
the terms of this Agreement not to exceed two million two hundred and 
ninety one thousand United States (IIU .5,") Dollars ($2,291,000) ("Grant"). 

The Grant may be used to finance foreign exchange costs, as 
def d in Section 6.1., and local currency costs, as defined in Section 
6.2., of goods and services required for the Project. 

SECTION 3.2. Grantee Resources for the Project 

(a) The Grantee agrees to provide or cause to be provided for 
the Project all funds, in addition to the Grant, and all other resources 
required to carry out the Project effectively and in a timely manner. 
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(b) Tht> reSllurCt!S pr()'.'id,·d by Grantee for the Project will be 
not less than the equi~alenL of U.~.$~QO,OOO including costs borne on an 
"in-kind" basis. 

SECTION 3.3. Project Assistance Completion Date 

(a) The "Project Assistance Completion Date" (PACD), which is 
June 30, 1982, or such other date as the Parties may agree to in writing, 
is the date by which the Parties cstjmate that all services financed under 
the Grant will have been performed and all goods financed under the Grant 
will have been furnished for the ProjPct as contemplated in this Agreement. 

(b) Except ,lS :\.: .,;. '. ly "thf'rwise agree in writing, A.I.D. 
\<Ii!.' not issue or apprO'Je , .. , .. ",~ ,',. :' \v'hlch would authorize disbursement 
of the Grant for services performed subsequent to the PACD or for goods 
furnished for the Project, as contemplated in this Agreement, subsequent 
to the PACD. 

(c) Requests for disbursement, accompanied by necessary 
supporting documentation prescribed in Project Implementation Letters are 
to be received by A.I.D. or any bank desrribed in Section 7.1. no later 
than nine (9) months following the PACD, or such other period as A.I.D. 
agrees to in writing. After such period, A.I.D., giving notice in 
WTiting to the Grantee, may at any time or times reduce the amount 
of the Grant by all or any part thereof for which requests for dis­
bursement, accompanied by necessary supporting documentation prescribed 
in Project Implementation Letters, were not received before the expiration 
of said period. 

Article 4: Co~ditions Precedent to Disbursement 

SECTION 4.1. First Disbursement. Prior to the first disbursement 
under the Grant, or to the issuance by A.I.D. of documentation pursuant to 
which disbursement will be made, the Grantee will, except as the Parties 
may otherwise agree in writing, furnish to A.I.D. in form and substance 
satisfactory to A.I.D. an executed contract for technical advisory 
services for Lhe Project acceptable to A.I.D. with a firm acceptable to 
A. LD. 

SECTION 4.2. Other Disbursements 

(a) A.I.D. will finance the establishment of an entrepreneurial 
supply fund of $300,000 local currency equivalent, to be disbursed in three 
annual installments of $100,000 local currency equivalent each. 

(b) Prior to disbursement of the first and second installments 
of the entrepreneurial supply fund, the Grantee shall furnish in form and 
substance satisfactory to USAID a plan for administering the fund, including 
the appropriate entity to administer the fund and the criteria for approval 
of activities to be financed by the fund. 
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(c) Prior tll J; :'.1"';, :':"l~ uI the third installment of the 
entrepreneurial supply funJ, tiw GriHltt:!e (1) shall make a contribution 
at least quiv31ent to the thirJ inst31Jment to carryon the work of the 
Job DeveloFment Unit through the entrepreneurial supply fund, and (2) 
shall review and evalu3te the desirahility of institutionalizing the 
operation of the fund preferably on 3 loan basis beyond the life of the 
project. 

SECTION 4.3. ~otificat:ion. \~'hen A.I.D. ha~; determined that 
the conditions precedent sp8cified in Section 4.1. have been met, it will 
promptly notify the Grantee. 

SECTION 4.4. Terminal Dates for Conditions Precedent. If 
all of the conditions specified in Section 4.1. have not been met within 
180 days from the date of this Agreement, or such llter date as A.I.D. 
may agree to in writing, A.I.D., at its option, may terminate this 
Agreement by written notice to Grantee. 

Article 5: Special Covenants 

SECTION 5.1. Project Evaluation. The Parties agree to 
establish an evaluation program as part of the Project. Except as the 
Parties otherwise agree in writing, the program will include, during the 
implementation of the Project and at one or more points thereafter: 

(a) evaluation of progrLss toward attainment of the 
objectives of the Project; 

(b) identification and evaluation of problem areas of 
constraints which may inhibit such attainment; 

(c) assessment of how such information may be used to help 
overcome such problems; and 

(d) evaluation to the degr~e feasible, of the overall 
development impact of the Project. 

SECTION 5.2. Status of Promotion Feminine. To strengthen 
the role and authority of Promotion Feminine in furthering its program 
for the benefit of women, the Grantee will review and evaluate the de­
sirability of elevating Promotion Feminine within the organizational 
structure of the Ministry of Youth and Sports. 

Article 6: Procurement Source 

SECTION 6.1. Foreign Exchange Costs. Disbursements pursuant 
to Section 7.1. will be used exclusively to finance the costs of goods 
and services required fot the Project having their source and origin in 
the United States (Code 000 of the A.I.D. Geographic Code Book as in . 
effect at the time orders are placed or contracts' entered into for such 
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l00ds or services) (".·orel )~ n h h.w);!'.. Co lS". cept as A.I.O. may 
othatvisl agree 1n writ lng, a n..: ~ .<. ,II[ .! :> pray ;i::led 1n the Project 
Crant Standard Provisions Ann ' ,': C. I . (bL "dth respect to marine 
insurance. 

SECT rON 6.2. Local Currency Costs. Disbursements pursuant 
to Section 7.2. will be used exclusively to fin .. mee the costs of goods 
and services required for the Project having their source and, except as 
A.I.D. may otherwise agree In writing, their origin In Morocco. 

SECTION 7.1. Disbursemcnl for Foreign Exchange Costs 

(a) After s8tis facLinil vf condi tions precedent, the Grantee 
may obtain disbursements of fund s unde r the Grant for the Foreign Exchange 
Costs of Goods or services required for the Project in accordance with the 
terms of this Agreement. by such of the following methods as may be 
mutually agreed upon: 

(1) by submitting to A.I.D., with necessary supporting 
documentation as presc ribed in Project Implementation Letters (A) requests 
for reimbursement for such goods or services, or, (8) requests for A.I.D. 
t o procure commodities or services in Grantee's behalf for the Project; 

(2) by r equesting A. I. D. to issue Letters of Commitment 
for specified amounts (A) to one or mo re U.S. banks, satisfactory to A.I.D., 
committ1Qg A.I.D. to reimburse such bank or banks for payments made by them 
to contractors or suppliers, under Letter s o[ Credit or otherwise, for such 
goods or services, or (8) directly to one or more contractors or suppliers, 
committing A. I . D. to pay such contractors or supplie.r s for such goods or 
services. 

(b) Banking charges incurred by Grantee in connection with 
Letters of Commitment and Letters of Credit will be financed under the 
Grant unless Grantee instructs A.I.D. t o the contrary. Such other 
charges as the Parties may agree t o may also be financed under the 
Grant. 

SF-CTION 7.2. Disbursement for Local Currency Costs 

Ga) After satisfaction of conditions precedent, the Grantee 
may obtain disbursements of funds under the Grant for Local Currency 
Costs required for the Project in accordance with the terms of this 
Agreement, by submitting to A.I.D. with necessary supporting documentation 
8S prescribed in Projec t Implementation Letters, requests to finance such 
costs. 

/ 



6. 

(b) TIle loral currenrv np~d~d for such disbursements may be 
obtained by A.I.D. The U.S. D'lilar ~~u1valent of the local currency made 
available hereunder will b~ the amount of U.S. Dollars required by A.I.D. 
to obtain th~ local currencv. 

SECTION 7.3. Oth':'f Fllr..;'T1s. of nisbursement!? Disbursements of 
the Grant mav also be mad~ thr~u~h su~h other means as the Parties may 
agree to in writing. 

Article 8: Mis~ellaneous 

SECTION 8.1. Communications. Any notice, request, document, 
or other communication submitted bv either Party to the other under this 
A~reement will be in writing or by telegram or cable, and will be deemed 
duly given or sent when Jelivpred to such party at the following addresses: 

To the Grantee: 

Mail Address: Ministere de la Jeunesse et des Sports 
485 Charia Mohammed V 
Raba t, Maroc 

Alternate address for cables: telex 31972 Jensport 

To USAID!Rabat: 

Nail Address: Agency for International Development 
137 avenue Allal Ben Abdallah 
Rabat, Morocco 

Alternate address for cables: jL005 ~ 

Other addresses may be substituted for the above upon the 
giving of notice. The Grantee, in addition, will provide the USAID/Rabat 
Mission with a copy of each communication sent to A.I.D./Washington. 

SECTION 8.2. Representatives. For all purposes relevant to 
this Agreement, the Grantee will be represented by the individual holding 
or acting in the office of the Minister of Youth and Sports and A.I.D. 
will be represented by the individual holding or acting in the office of the 
Mission Director, each of whom, by written notice, may designate additional 
representatives for all purposes other than exercising the power under 
Section 2.1. to revise elements of the amplified description in Annex 1. 
The names of the representatives of the Grantee, with specimen signatures, 
will be provided to A.I.D., which may accept as duly authorized any 
instrument signed by such representatives in implementation of this 
Agreement, until receipt of written notice of revocation of their authority. 



SECTION 8. J. S(.:m d.J l"!'i Pr " vis i ons Annex. A "Project Grant 
Standard Provisions Annex·"7 .. \nll~~h-~)- · I -.- artachelto and forns part of this 
Agreement. 

SECTlJ,1N 8 . 4. .!0E3,uil~e nL ,\ g r(>ement. This Agreement is 
prepared 1n both English and Frc-n c-h . tn the event of ambiguity between 
the two versions. the Eng1 ish Langu.3~e wrs10n will control. 

IN WITNESS WHEREOF, the Kingdom of Morocco and the United 
States of America. each acting through its duly aut~rlzed representative, 
have caused this Agreement to be sig~ 1n their a ~ as of the day and 
year first above written. 

UN TED STATES O~ . 

.. ~~,!d,)',~ t" ~ 
Director, 

KINGDOM OF MOROCCO 

7 

United States Agency for International 
Development Mission to Morocco 

Hohamed Seqft 
Directeur, ~ivision du Budget 
~t1nistere d&s Finances 

/ 
/ 

,/ 
/ 

-



ANNEX 7 

.' mE PROJF.C;T 

'nle Moroccan Government h~ estilbllsht:.d an offiCial women'. 
division in the Ministrv ot Youth ,md :t,.:>rt!>, Thl.S dhis10n is called 
Promotion Feminine. The expressed goal~ of Promot1on Femin1ne are 
broad and rather general, but they may be summarized as an attempt to 
foster the social, cultural, and economic advancement of ~omen through 
education. training, and employment. It has a staff of over 1,200 
women ci~~l servants who are stationed in all 33 provinces as well as 
at the central ministry. Seventy-five of these women are mana~ers 
who implement the particula!' programs of P .... omotion Feminine and 
coordinate nther official and non-o fficj d1 programs bene fitting women. 
Another 1,100 are instructors (mcnltr~ces) ~ho staff the 344 women's 
centera (foyers feminines) located thcoughout the country. The foyer 
program is essentially a home econoulcs training program ~ith some 
small efforts in handicrafts and jOD training for the modern sectcr: 
hairdressers, typ1sts, and nursery school teachers. Some 45,000 women 
attend the foye!s regularly. 

The GOM 1s not satisfied ~itl\ the limited effectiveness of this 
program and has requested AID's intervention in strengtheninp. the infra­
structure of Promotion Feminine by ,'ltaff training and by revamping the 
program to make it more responsive to the training and employment needs 
of Moroccan women in both the rural and url'an areas. This is the basis 
of the proJosed project. ,-

Although the proposed project is highly focussed and 1imited--when 
viewed in the context of Morocco's o.~ra1l~uman resources needs--it is, 
nevertheless, somewhat complex in its organization. Recognizing the 
need for certain fundamental changes in PromOtion Feminine's program 
directory, the proiect has adopted a phased approach. There are five 
interrelated activities: (1) development of baseline data; (2) organi­
zational development; (3) job development; (4) curriculum development; 
(5) evaluation and dissemination or positive results and methods 
throughout the Promotion Feminine system. 

The purpose of the program, therefore, is to strengthen the infra­
structure of Promotion Feminine to ~nab1e it to deve1cn and undertake 
a program to foster new training and employment opportunlties for 
women throughout Horocco. The tarp,eted beneficiaries are the 45,000 
illiterate and semi-literate women clients (potentially 100,000 yearly) 
who regularly participate in the activities of Promotion Feminine. 

The three phases of the project are described below. 

A. Phase I 

During the first phase of the project, necessary back~round 
information will be assembled for the major activitieQ' snVl.sioned: 
organizational development, job development, and curr1culum 



development. Much of the proundwork has been laid for the f1rst of 
these activ1ties, PI·OOOt'!..::" Ft'r.;in!ne holds frequent regional and 
national level meetinps o~· :~s ',:\~·f. At these meetin~s, the staff 
has ! .:hance to dis,cubs prcblt'r.-'3 L:lev face in running their pro~rams 
.uch as need for mor~ st.:lff and other resources, and their own needs 
for additional traininp.. From these ~ess10ns, the central office of 
Promotion Feminine has formed a fairly clear picture, if somewhat 
broad in scope, of the skills up~r.:lding its staff needs if it is to 
take on the new pro~rarrs which it envisions. Broadly conceived, 
these skills mi~ht be characteri=ed as applied social work, or 
perhaps community outreach. lney lnvolve improvement in techniques 
for working with other service organizatious to meet those needs, 
and for planning, managing, and eventually evaluating new programs 
relating to specific local groups or even individuals. 

At present, there are no opportunities for Promotion Feminine's 
administrative cadr~ to receive the specialized training it needs in 
Morocco. First, there is no school of social work. There certainly 
is no facility offering training equivalent to the practical or applied 
training suggested above. Second, although the administrative staff 
of :t'romotion Feminine is a talented and experienced cadre, most of 
them lack the academic degrees which are the prerequisite for entrance 
to advanced formal education programs in Morocco. MOreover, there is 
great variation in ages and experience among the staff, with the older 
and more experienced women generally having less formal schoolinp.. 

During the initial phase of the project, ther~fore, it will 
be necessary to canvass the national and provincial managerial staff 
of Promotion Feminine to determine the specific nature of their duties 
and responsihilities, to assess their receptivity to training, and to 
identify the managerial and organizational prnblems of the various 
provinces. There are distinct regional differences as well as urbanI 
rural differences which will require different approaches as well as 
different instructional content. From the collection and analysis 
of this data will evolve the content and methodology to be used in 
upgrading the managerial skills of these women. 

The second important feature of this phase involves the 
generation of data on employment and employment potentials for women 
with relatively little education. For this aspect of the project 
background data are also required. While there are 1 number of studies 
planned or underway that should help provide increas~i data concerning 
employment in Morocco, it is safe to predict that relatively few nf 
these studies will address the question of employment opportunitjes 
for women at the level reached by Promotion Feminine, especially 
outside the several regional industrial centers. 
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A study is, therefore, re~'Jired to establish baseline data 
on current and ~otential econ~~;~ roles for these ~oroccan women, 
includ~n~ existing anc. potenti~l emnloyment opportunities for such 
vo~n t:1rouphout the count rv, 'HO'/ince bv province. This informat!on 
18 essential to the establishment of a Job Development Unit ~ithin 
Promotion FeMinine, and the study should be supervised by the per30ns 
respon~ible for establishinp, the Unit. Since one of the outcomes 
anticipated from the ~roject is to make efforts such as the Job 
Development Unit a nermanent feature of the program of Promotion 
Feminine, it ,dll be necessary--durin~ this oreliminary sta~e of the 
project--to recruit tt."o !~roccans to staff the Unit. (They will be 
given lon~-telm training in such a9plied economic fields as job 
development, human resources develo~ment, research techniques, 
market analvsis, cooperatives, credit unions, et l al.) 

The third and last feature of this phase of the project is 
an assessment of the existing curriculum of the Royal Training Center 
at Rabat used in training theonitrices and the curriculum in the 344 
foyers feminines which are providing education and training for 45,000 
women. Both of these curricula will be changed and greatly improved 
during the course of the ~roject. Much will depend on the success of 
the organizational and job development aspects of the project. As 
the managers become more skilled in identifyin~ problems and designing 
programs to resolve these ryroblems, the curricula will be so affected. 
Likewise, as new job oossibilities are developed in the various re~ions, 
the job training provided ac the toyers and the teacher training at the 
RTe will become more pragmatic and relevant to the demonstrated needs. 

Since the goal of this project is to leave behind not only a 
well trained staff, but also the capacity to continue such couDlnmitv 
outl'each training in !1orocco, it will also be necessary during the 
first months v: the !,roJect to recruit four !,io!'occans (who eventually 
will be assi~ed permanently to the Royal Training Center as 
instructors) for lonp.-term trainin~ in the United States in four 
im!'ortant areas: (1) non-formal education; (2) vocational trainin~; 
(3) sociologv and community outreach: and (4) health, nutrition, and 
family plannin1.. 

In s~~arv, then. the first uhase of the ~roject will result 
in the following conditions: 

-- Development and analysis of baseline data on the operation 
of Promotion Fe~nine at the national and provincial levels, includin~ 
information on the nature of individual job responsibilities, the 
capacity of the staff to handle the work, staff perception of its 
needs (for trainin~, for arlditional staff and for other resources) and 
staff perce~tion of the needs of wor.2n in the local community and 
op~ortunities for Promotion Feminine to expand its ~rogram t~ ~eet 
those needs I 
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• 

Preparation of • ~chedule ~ f t raining for the entire staff, 
1Dc:hadlDI recolIIIDendlUOns B~ l '" t .1' .lnd duration of tuloiD 

Development and analysls a t ba~eline data on economic oppor­
tunitt •• for vamen in Morocco, bdsed on a province by province lurvey 
o ~~) .1ltln8 economic rolea of women, (2) new employment opportunities, 
In (l) Iv.llability 'of or need f~r training proar,ma, job counselllDa, 
and ~Dter., credit facilities. etc . , tor wocen . 

-- Recruitment and selection of six Horoccans (for long-cerm 
training 1n specific fields) f~r assignment to a ~ob Development Unit 
of 'rametion Feminine and to the traintng staff of the RoYll Training 
Center for MOnltriees . 

8. Phase II 

The second phase of the project extends over a three-year 
period. and involves several different training programs . These include 
(1) long-term training in the United States in human resources economics 
for the two-person staff of the Job Development Unit; (2) lonB-term 
traiDlng in 1the United States for the four-person training proBram of 
the Royal Training Center in the areas of (.) non-formal and vocational 
education. (b) sociology and community outreach and (c) health. nutrition. 
and family planningi (3) in-country training in Rabat for women on the 
national and provincial-level staff of Promotion Feminine in techniques 
of program plann~ng. analysis. management. and evaluation aa they relate 
to non-formal education. vocational training. community outreach, and 
job development j (4) extensive insu"uction in the toptcs of non-forma'l 
education, health and nutrition. and sociologX for the approximately 
140 new monitrices who will undertake training at the Royal Training 
Center during the three years of the projectj and (5) in-country 
training at regional seminars for the 1.052 monitrices currently 
teaching at the 344 foyers feminins, including the ' directresaes. 

While the staff of the Job Development Unit is receiving 
long-t~rm training in the United States, two technicians will be assigned 
to Promotion Feminine (1) to undertake in collaboration with the Chief of 
Promotion Feminine the survey of employment cpportunities for women, (2) 
to establish the Job Development Unit and launch the small grant program, 
(3) to provide guidance to the staff of the Unit following training, and 
(4) to work with the staff to evaluate the effectiveness of the small 
program and establish it on a continuing basis. It is important that 
the project technicians not only have a solid background in applied 
economics but aiso practical experience in establishing cooperatf ves 
and the like. 

While the permanent staff of tbe Royal Training Center is 
receiving long-term training 1n the United States, a project training 
team will be assigned to the RTC to establish the non-formal and 
vocational education training program. The team viII consist of 
four trainers with cQmpetence in the areas of: (a) non-formal 
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.d~stlon ~~d vocatJonal traininp, (b) sociolorY and community out­
reac~, ~n,.J (c.) healt:1 nutrit •. on, and -=.11"'11:' "l:ln!1i:lcr. ('.[hile the t\/O 

lRn,~~'es 0' instruction at the RTC are ~rench and Arabic, Arabic i9 
the ire fer::ed neans of communication.) '!:le task of this '~raining Unit 
"'11.1 ~e not onb to teach the new monitrices who attend the RTC each 
Veal' 1n preoaration for joinin~ the foyers feminines nropram, but also 
to develoD soecial trainin~ material for the nrovincial staff of 
Promotion Feminine in important fields related to their on-goin~ work 
(cor.unu!~ it y out reach, Dro~ ran nevelo,)1'len t and mana~eT'lE!nt. non- formal 
eduLat10n, vQcational training, and the like). 10e Trainin~ Unit 
wili (1) run short-term mocules for the management ataff 0& Promotion 
Femin1ne and the instructional staff of the foyers feminines, both in 
Rabat and at repional seminars, (2) orovide ~uidance to the permanent 
staff of the T1'ainino Vnit followinr. their retrainin~ !,ropram in the 
United States. (1) 'lork with the staff to evaluate the oerfo!'1'lance of 
the Promotion :eminine staff followin~ training, and (4) undertake an 
evaluation of the effectiveness of the teachin~ and training modules 
developed, and revise those ~~terials accordingly. 

~e /1oa1 0" ':!1is !'lroj ect is to ensure that the Proootion 
Feminine has a well tr.ainerl st2£~ capable of taking on new and innovative 
proprams for yomen in every province of the country. This mana~erial 
trainin~ has to be app~opriate to the needs, abilities, and situations 
of the users. To assu~e its appropri~teness and relevance, the trainin~ 
will be held in Rabat and in the provinces, and will be done on a con­
tinuous three-year basis. The training will be done in intensive blocks 
of four weeks at the ~inisterial Traininp, Centers in Rabat followed by 
on-the-job e~?erience in the !'lrovinces. Follow-up by the joint American! 
11Orocca:l training staff will allow for application and feedback between 
the instructional sessions in the capital. The content of the trainin~ 
modules could then evolve with the abilities and needs of the participants. 

This trainin~ is aimed at two levels. First the 70 mana~ers 
of the Promotion Feminine program, located in Rabat and in all 33 orovinces 
of the country; and second, the directors of the 344 fovers feminines 
located throulZhout Morocco. This trainin" would include both mana"'ement 
techniques and research techniques associated with pro~ram plannino and 
evaluation. The training pro~~am is also expected to emphasize tech­
niques of traininp. so th~c these manarers and foyer directors can con­
tinue ihe traininr. ~ro~ran with their staffs. 

Another element of the trainin2 !,rorram involves the 22 
months of traininp, whi~~ all new mon1trices receive at the Royal 
Traininp, Center. In Januarv 1979, 70 new monitrices will enter train­
in~. (Ferty women now enrolled at the RTC will complete their traininp. 
1n ~ecernber 1978. If possible, Promotion Feminine would like these 
women to benefit froM the technical expertise of the ,roject staff by 
means of accelerated seminars planned for October, Nove~er ~~d 
December.) These women have 12 years of fo~~l education and have 
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.uc.;.e, ... !~~_'i '" ... 5.,.:<1 G n .. : .(.1 .... _ . Ji.~.f.tl~l.e exa,'c:..n.;.tlon. These 
womer. ore! . ~::"h ... ot .. C •• d',(·-U· ..... ::L..,..:.rL.ng. Unfcltundte:.i.''i, tCiO 
Dlt.Lh :t ~:C_I .... " ._:.~~." :l'~ ... ( :~, 1 ...... ~'leri ~n ~1c,:'ne~3k!n;!;, ·..,;hJ..;.;h, 
tc. d&_e, _~ •. ::." t, _to:, tr.L . , .:.: 'c.ut_r'e 0f the f':)le~s teml..11',t;;S 

proRta::l : .. ' .. r.:..:· ... h!e'" __ L be_og p:t:part,d. L,.e RT': w~i.lld llke tc 
btcaden aI.a e~e",c._e 1'::0 ,- .. r.::;.'-\.J~I.Wl. bl.Oi: lts pE:~tnh.nE:nt staff is 
small and :..;: .. eiLlts '>l t::r.i..:.st:ng the ::.nb'.ruvi:.c.nal !:e~.::.un:e!> 

of the ~'l.ve:-:,:.t ... and ct:-.~I C'-.rt a~enc1e!> hc.ve met with c·nlv 
partial st..;~ce!>5. '-m .ir. ' .• :':t:PLla. basis, the standard Lurr1cullOm 
cf hcmec:.aklng and hal'.d:.c:-<;! (, 1.S sunp!.€'~,ented by course!:. ~n 
socl~lc~l. GsV.:.hcl.::.~, ~CL~J~~~nal t2chnlques, nutrition, 
family t=-lnl.n:r.~, ar.d ~- ,:,., ., .• ~ure. 

Pr.:mcc10n FC~lnln€ loiar,tS to create a ~reatlv upgraded tl:ain­
ing prop;rarn at the Royal Tra:..r.1 '-1- Center with a ~e!'manent staff t.:J 
teach as many of ~he c.cur.:ies m'~'-,':::'Gned above as possible. 
Beginning wuh th1S prc,jE.ct, <lnci the estabb.shment of the training 
office at the Rcyal Train1n~ Cen~er (first on a contract basis, 
later with permanent Moroccan staff), each new ~rou~ of mcn1tr~c~s 
will be ~iven a far superior tra~ing program to that which haq been 
given in the ?ast. As mentioned earlier, this curriculum will evolve 
as progress 1s made in the job development component of the project 
and as women managers learn to apply their newly learned manaperial 
and analytical skills. Over the course of the pro,1ect, more than 
140 new monitrices will benefit directly from this new training 
capacity at RTC. 

The final element of the training phase would be the provision 
of short-term in-service training for the instructional ~taff of the 
344 foyers femin1nes selving 45,000 women. These 1,052 monitrices 
are all civil servants and have r:'·;ce1ved an initial 11 months of 
training at the Nat10nal Training Center. !he project will attempt 
to recycle these instructors at regional seminara to upgrade their' 
teaching skills and to heighten their awareness of the program goals 
and objectives vI the r.ew directions of the Promotion Feminine program. 

Te summarize, then, 8~ the end of the second phase of this 
project, the follO'{J111~ will hav~ been achieved: 

70 p~ov1nc1al leaders in the Promotion Feminine program 
will have been ~lven soe~ial mans~erial training in Morocco through 
prvgIamB specially tailored to their needs; 

-- Approximately 140 new monitrices will have benef1tted frem 
the new expertise at the Rcyal Trainin~ Center, and will have received 
professional-level t=a~nlng in the areas of vccational trainin~, non­
formal education, educational ~ethodolo~1es, sociology, comounity 
ou:reach, nutr~tion, family plannin" and health; 
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1,052 monltrice. and directrea.e. re.ponaible for the 
prolr .. at the 344 foyer. feainines will receive in-service training 
at .peelal regional ... inars to upgrade their teaching skills and 
overall performance; 

Four Moroccans will have rece~ved long-term ~raining in 
the United States 1n (1) ncn-formal a~d vocational education. (b) 
.ociology and community outreach, and (c) health, nutr!t1~n, and 
family planning and will be assigned permanently to the staff of the 
National Training Center; and 

Two Moroccans will have rece!ved long-term training in 
the United States in applied economics fields and will be assigned 
permanently to the staff of the Job Development Unit of Promotion 
'eainine. 

C. Phase III 

Based in part upon the province-by-province study of 
eeonomic opportunities for women, and in part upon already received 
stimuli, tbrough initial training results, Promotion Feminine will 
undertake a series of innovative, pilot activities designed to open up 
income generating possibilities for the 45,000 girls and women parti­
cipati~g in ita program. Among these, but not limited to them, will 
be the creation of a Job Development Unit and an experimental small 
entrepreneurial supply fund programo Other potential activities in­
clude experimental revamping of critical portions of Promotion 
Peminine'a curriculum in its community training centers, the Foyers 
Peminins, experimentation with home-based teaching, use of mottvational 
and knowledge-increasing mass media for women, and response by Moroccan 
women. It is anticipated that sbort-term consultants .ill be utilized 
as required for certain of the experimental activities attempted. 

This experimental program demands the collaboration of indi­
vidual women at the local level, trained community development people 
at the provincial level, and a professional economic staff at the 
national level. The program is based on ~he premise that local people 
arp. in the best position to identify pc/;sible opportunities for new 
income-producing activity, and that they will seize whatever opportuni­
ties exist if given necessary technical information and capital. For 
example, the provin~ial aeaff of Promotion Feminine will provide the 
linkage between the local women and the experimental Job De';elopment 
Unit. That staff will be expected to pursue ideas generated by the 
employment survey (as well as suggestions of local individuals) and will 
work with local individuals or groups to prepare sufficient information 
about the proposed activity to enable the Job Development Unit to make 
an assessment of tbe econom~~ feasibility of the activity. The Provin­
cial Staff i. likely to request some technical expertise to investigate 
or establish a certain new economic acti'vHy. 
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One of the mOle ;',·,;iv·""J.t:,c a.lOpects will be the establishment 
on • pilot basis of a small-~cale entrepreneulidl supply fund 
($300,000). The basic concept is to permit Promotion Feminine to supply 
• limited number of women with a small amount of seed capital with which 
an individual could begin a very low-level business, such as selling 
... 11 household products, the manufacture of which she has learned 
through Promotion Feminine. 

While it will ~~ difficult t~ make absolutely final assess­
ments on the soundness of i\\dividual projects funded under the supply 
program, beginning approxi~~tely one year after the first grant is made, 
Promotion Feminine will b~gin preliminary assessments of the viability 
of particular projects. It will also assist those that appear particu­
larly sound to obtain additional funding from other sources, presuming 
this is requested. 

The Job Development Unit will manage the entrepreneurial 
supply fund. Under the best possible conditions, the supply fund 
should be swamped with good, economically feasible proposals; realistic­
ally, it is likely to have more proposals than it will be able to fund. 
In this situation, it can be expected that -- in addition to its function 
of stimulating employment opportunities for women -- the Job Development 
Unit might act as an intermediary for the local individuals or groups and 
would seek to find funding for such activities from other sources • 

. 
The entrepreneurial supply fund is to be used to initiate 

income-generating activities for women throughout the country on an ex­
perimental basis. In advance of preliminary market feasibility studies 
province by province, it is difficult to specify the nature and scope of 
the activities to be undertaken; at this point," it is even difficult to 
specify the procedures that will be followed in operating the fund. At 
the same time, it is important to ensure that the Job Development Unit 
will have the $300,000 "venture capital" with which to work in developing 
its program. 

The $300,000 entrepreneurial supply fund will be a separate 
line item in the Project Agreement. The Job Development Unit will not 
have access to the fund until it has submitted to AID a detailed proposal 
for expenditure of the money -- including both types of activities that 
wiil be initiated, province by province, and procedures for operating the 
fund. This plan can only be submitted after the preliminary market sur­
vey has been undertaken and an investigation of existing cooperative and 
credit lending institutions and procedures has been completed. These 
studies will be undertaken during the first 6-9 mon~hs of the project. 
Among the criteria that will be applied by AID in approving the use of 
the fund are: . (1) involvement of Moroccan counterparts in administering 
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dl .1II~ t= .: tll ,.:.{ t he ;vo e ~,;,·Jf.f t il' .; I ,I IlJ , Inc ludlng the financial 
p rc..c -edu l<! 3 1:, i!jf(b.bJ.!.~t' ln~ Jnd "1_' Il..l ~lIg the entJ eprcneurlal supply 
fund. t~ .. hnl ,a. l 1:'\' !liUa Cl on .; 1 p r !,) p CJ ;" ,Jl'~ . and mon r rorlng of lndividual 
grant ac.tlvirl@!i; (2) s<: .t.lCl i on o t Pl OJcc t arellS where credit is not , 
aenerall j av .. ilab le : (3) 1 1.kely economic viability of activities; 
(4) prospel' t:i o f employment for a nu mber o f women; (5) diversity of 
dpproach (since this activity is experimental. A1D is looking for a 
',atiety vi .. :. tlvlties requiring a variety of skU! levels and varying 
,u[Ounts of capual input); and (6) repn~sentation of all economic 
regions of the ~ount[YI and both urban and rural locations. 

D. Sua.msry o f Outputs 

1 . Ser,ior scaff of Promotion FemiDine trained in modern techniques 
ot Illar'''Kl:.Illent , program development, and community outreach. 

2. lr,sttuc tlonal staff of Promotion Feminine trained in modern 
techniques ot vocational training and non-formal education for women. 

, 3. Apprupriate staff and program estab1iahed at the Royal 
Teaining Center for 140 new monitrices. 

4. Set up of Job Development Unit in Promot tpn Feminine on a 
corttlnuing basis to identify and promote employment opportunities in 
rUTal and urban areas for women . 

5. R~ ... lsi.on ~i the institutional program of the 344 foyers 
ichl! lnla&. to meet thE: j ob-specific training and basic education needs 
:; f the 45 , 000 women whO participate In the program. 

E. Summary vf lnputt; 

1. Tet:hnlc&l services of seven experts: I.me soc lal scientist/ 
ed~r.&tJ~ as ~eam leader; tw~ job development expe=ts; four trainers; 
.;,· .. l:1 .r:'l\'~ ':!h'J:L-term c.onsultants . It Is expected that technical 
a.::.sl~ta li:: t:: ..... , U be p;·'.) vldea by a contract between the Kingdom of 
MU1.JCC" aCId !l I.tl.ldlhled contractor. 



2. The contl.lC~OI .... 111 .. ;=.~:;:-;c r. : ~r-d1Jate training in the United Stat .. 
for .1x Moroccan ~ot:' .• n, ~ .... ~ '.;~ ... l~.::·:: .-~, .. ",LfVe i:1 r:he Job Davalopmant Untt and 
tour of whom ... 1ll Scrv~ ~:: !:t,,~ s::arf ..;t tru~ ~.uyal Training Center for HonltT1c •• ; 
in-eouarry training for 70 wcmen ~,:'I;'llSe: ~ :.nd 1,262 women instructors (mon1tr1c •• ) 
of Prom(,t ion Feminine. 

3. Entrepreneurial ~upply fund ($300,000 local curren~y equ1valent) to 
provide sl:'.a11 grants for new ennepren..!urlal endeavors aDd other exper1!II8Dcal 
job opportunities and business enterpriSeS for women, 

4. CO~E.odities include tccnnlcal train1ng equ1pment and supplies, and 
tvo vehie les for the eonttacr: staff tor tallow-up training exercises and 
job development activities in the ~l~ht ~~~nomie regions of Morocco. The 
contractor will be rcsponslblu t ("r .::orr.mod l:y procurement. 

F. Job Deecri?ttona of Contract Technicians 

1. Team Leader -- (background in education, w1th flald experience in 
developing world, famlllar1ty wlth and sensitivity to '~omen­
in-di!vell?pment" 1 ssues, and unders tanding of Moroccan cultural 
context for this program) . .-, ,- D: ... ·_~n w .. :h her Moroccan eounterpa~t 

provides ov~rall direction for the project; 
respon8ibl~ fot ldQnt1fying need for and recruiting of short-term 

technical assistance 
OVi!rsees work of the Job Development team 
overiJ&es work of the management training taam 
oversees work of the teacher-training team 
participates in recruitment of supplemental staff, as neceesary 
establishes evaluation system to monitor managemant and teacher 

training, and oversees results 
works directly with counterparts in Promotion Peminine to w-wn.ev 

the work of the Office and to schedule traiBiDg program. 
submits quarterly reports to USAID and Mini.Car of Youth and 

Sports on progress of project. 

2. Job Development Team (two individuals, one to conce~trate on program 
in rural ara&a, the other ill urban areas. Requires knowledge of 
vocational training field, experience in community development 
efforts in the developing world., and an understanding of economic 
feasibility analY818 ad reltlted to ',small industries, cooperatives, 
and individual entrepraneurial . unture •. Soma experience in area 
of agro-business us~ful). 

unde'~takes study of job opportlIInities fQt woaea til urbanaa.d 
r~l locales and evaluates'job poseibdliti •• wi~k graac.at 
pocential for success 

advises team leader on tr~~n1ng and equipment n.~. to imP1..-nt 
in-foyer training assoc1ated with specific job opportUDitiel 
identified ' 

works with teacher train1ng team in revising curriculum to in~lude 
specific job skills tr«ln1ng in spec1fic foyers 

monitors results of ind1v~ual employment opportunity projects, 
including advisiI~g on additional technical or matu.1all].saist­
ance needed (and f1nancad under Job Development Sub-Grant) 
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evaluat •• • UCCUII of Job D.,velopment effort. in teru of 
profitablli~', ~,;~Lers :oyed, and replicability. 

3. Kanasement Training ,~ ~. '::': -- (~, , individuals, one 8pecial1~ed in 
organizational ce','e2.opt:ler.:, the other in techniques of manage­
ment training) 

works \11th team l,~ader and GO~ counterparts to survey entire 
Promotion Fem:!.n.tne organization; outlines specific content 
of management training program for various levels of 
manager staff 

establishes schedule for training for managers and foyer ad­
ministrators that includes courses in Rabat, regional semi­
nars, and supervises on-the-job management projects 

advises team leader in cases where individualized, specialized 
training outside the countr.y is req~Lred 

participates in ~valuation of effectiveness of management 
training program 

works with staff of Royal Training Center and School of Public 
Administration to train staff to carry on similar training 
programs in the future, and supervises indigenous staff in 
development and management of these training programs. 

4. !'urri,~ulum Development/Teacher Training Team --(two individuals, 
among whom the following Sk1lls are represented: non-formal 

education techniques, curriculum development, development of 
teaching materials, evaluation of training programs, and the 
following substantive fields: ljteracy, family health/~ly 
planning, basic quantitative skills) 

evaluates training program as it is being presented at Royal 
Training Center and implemented in foyers throughout the 
country 

provides assistance in improving course content of existing 
curriCulum (literacy, health, etc.) as well as specific 
training in more effective teaching techniques 

recollllllends to team leader need for short-term technical assist­
ance for specific topics related to the foyer curriculum and 
training of monitrices (for instance, assistance in developing 
teaching materials for a literacy program) 

supervises the integration of new curriculum and materials into 
the foyer system, and evaluates effp.~tiveness of 'same 

recommends modification of curriculum or teaching techniques to 
suit needs of women in particular regions of the country 

works with job development team to integrate specific skills 
training programs into specific foyers 

participates in planning and running of regional seminars for 
the managerial staff 

particip'ates in expanding and improving program of "recyclage" 
for the existing monitrice cadre. 
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PROJECT FINANCIAL PLAN 
(Source and Application of Funding - $ Millions) 

As of 14 August 1978 

Project Inputs 

Technical services 

Training 

Joh Uevelopmpnt Fund 

Commodities 

inflation/Contingency 

P.F. Operating Costs 

To tal ................. . 

Project No. 608-0139 

Amount [or an Incrementally Funded Project 
CUlnulativc ObI igations/ Future Y(,ars Tutal 
Commitments as or Anticipated 
14 August 1978 
A. loD. 

1.832 

0.279 

0.100 

0.080 

2.291 

eml 

800 

800 

A.I.D. 

0.858 

0.559 

0.200 

0.160 

0.267 

2.044 

COM A.I.D. 

2.(;90 

0.838 

0.300 

0.240 

0.267 

800 

800 4.335 

GOM 

1.600 

1.600 



Annex 2 

Dr'J;i!ct Grant 

Standard P,c~lsions Annex 

Definitions: As used in this Annex, the "Agreement" refers to the 
Project Grant Agreement to · ... hich this Annex is attached and of which 
this Annex forms a part. Terms used in this A~nex have the same 
meaning or reference as In the Agreement. 

Article A: Project Implementation Letters 

To assist Grantee in the i::lpler.entation of the Project, A.I.D. from 
time to time, will issue Project Implementation Letters that will 
furnish additional information about matters stated in this Agreement. 
The parties may also use jOintly agreed-upon Project Implementation 
Letters to confirm and record their mutual understanding on aspects 
of the implementation of this Agreement. Project Implementation 
Letters wi II not be used to amend the text of the Agreement, but can 
be used to record revisions or exceptions which are permitted by the 
Agreement, including the revision of elements of the ampl ified 
description of the Project in Annex I. 

Article B: General Covenants 

SF.CTION B. I. Consultation. The Parties wil I cooperate to assure 
that the purpose of this Agreement wil I be accompl ished. To th(s end, 
the Parties, at the request of either, will exchange views on the 
progress of the Project, the performance of obI igations under this 
Agreement, the performance of any consultants, contractors, or 
suppliers engaged on the Project, and other mqtters relating to the 
Project. 

SECTION B.2. Execution of the Project. The Grantee will: 

(a) carry out the Project or cause it to be carried out with 
due diligence and efficiency, in conformity with sound technical, 
financial, and management practices, and in conformity with those 
documents, plans, specifications, contracts: schedules or other 
arrangements, and with any modifications therein, approved by A.I.D. 
pursuant to this Agreement; and 

(b) provide qualified and experienced management for, and 
train such staff as may be appropriate for the maintenance and 
operation of the Project, and, as appl icable for continuing 
activities, cause the Project to be operated and maintained in such 
manner as to assure the continuing and successful achievement of 
the purposes of the Project. 
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Article B: General Covenants (Continued) 

SECTION B.3. Uti I ization of ~oods and Services. 

(a) Any resources financed unoer the Grant wi I I, unless other­
wise agreed in wri ting by A.I.D., be devoted to the Project unti I 
the completion of the Project, C!nd thereafter will b~ used so as to 
further the objecti\es sought in carrying out the Project. 

(b) Goods or services financed under the Grant, except as 
A.I.D. may otherwise agree in writing,wil I not be used to promote 
or assist a foreign aid project or activity associated with or 
financed by a country not included in Code 935 of the A.I .D. Geo­
Graphic Code Book as in effect at the time of such use. 

SECTION B.4. Taxation. 

(a) This Agreement and the Grant wi II be free from any taxation 
or fees imposed under laws in effect in the territory of the Grantee. 

(b) To the extent that (I) any contractor, including any con­
sulting firm, any personnel of such contractor financed under the 
Grant, and any property or transaction relating to such contracts 
and (2) any commodity procurement transaction financed under the 
Grant, are not exempt from identifiable taxes, tariffs, duties 
or other levies imposed under laws in effect in the territory of 
the Grantee, the Grantee will, as and to the extent provided in and 
pursuant to Project Implementation Letters, payor reimburse the 
same with funds other than those provided under the Grant. 

SECTION B.S. Reports, Records, Inspections, Audit. 

The Grantee will: 

(a) furnish A.I .0. such information and reports relating to 
the Project and to this Agreement as A. I .0. may reasonably request; 

(b) maintain or cause to be maintained, in accordance with 
generally accepted accounting principles and practices consistently 
applied, books and records relating to the Project and to this 
Agreement, adequate to show, without limitation, the receipt and 
use of goods and services acquired under the Grant. Such books 
and records will be audited regularly, in accordance with generally 
accepted auditing standards, and maintained for three years after 
the date of last disbursement by A.I .0.; such books and records will 
also be adequate to show the nature and extent of sol icitations of 
prospective suppliers of goods and services acquired, the basis of 
award of contracts and orders, and the overall progress of the 
Project toward completion; and 
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Article B: Gelleral Covenants (Cmtinud) 

(c) afford authuriz~d representatives of a Party the 
opportunity at all reasonable times to inspect the Project, the 
utilization of goods an~ services financed by such Party, and books, 
records, and other ducuments rel~ting to the Project and the Grant. 

SECTION B.6. Comp10teness of Information. The Grantee 
confirms : 

(a) that the facts anc circumstances of which it has 
informed A.I.D., or cause A.I.D. to be informed, in the course of 
reaching agreement with A.I.D. on the Grant, are accurate and co~plete, 
and include all facts and circumstances that might materially affect 
the Project and the discharge of responsibilities under this Agreement; 

(b) that it will inform A.I.D. in timely fashion of any 
subsequent facts and circumstances that might materially affect, or 
that it is reasonable to believe might so affect, the Project or the 
dischar~e of responsibilities under this Agreement. 

SECTION B,7. Other Payments. Grantee affirms that no 
payments have been or will be received by any official of the Grantee 
in connection with the procurement of goods or services financed under 
the Grant, except fees, taxes, or simi13r payments legally established 
in the country of th~ Grantee. 

Article C: Procurement Provisions 

SECTION C.l. Special Rules 

(a) The source and origin of ocean and air shipping will 
be d~~med to be the ocean vessel's or aircraft's country of registry 
at the time of shipment; 

(b) Premiums fo~ marine insurance placed in the territory 
of the Grantee will be deemed an eligible Foreign Exchange Cost, if 
otherwise eligible under Section C.7. (a); 

(c) Any motor vehicles financed under the Grant will be of 
United States manufacture, except as A.I.D. may otherwise agree in 
writing; 



Article C: ProCure~ent Pro~isions 

\dJ r'"J· ... s:-/2rtar;t1· .. ~<. 

CO'1tinued) 

, ced unOer the Grant, 0; property 
"',l Unitea States cerc,fication, or per-so"'; I ... : I :.t: ';" .:.:. 

tot h e t!) t e r, t s e r / ice ". 'J--; .. r~ is available. Details on this 
'1 d :.0 " ,; e c t I fTI pie r1' en tat ion Let t e r . 

SECTIOti C.2. Eli,,;8;I;t, Da~e. ~jo goods or services may be 
financed unJe- the Grant ~n;ch ~re J"ocured pursuant to orders or 
contracts fir;r,ly placed or entered ;,'to prior to the date of this 
Agreement, e",cect as the Parties rray othen"ise agree in I .. riting. 

SECTION C.3. Plans, Specifications, and Contracts. In order 
for there to be mutual agreel'~ent on U1e following matters, and except 
as the Parties ~ay otherwise agree In writing: 

(a) The Grantee .Ji II furnish to i-I 1.0. upon preparation, 

(I) any plans, specifications, ;:lrocurement or constructio', 
schedules, contracts, or other docu~entation relating to goods or 
services to be financed under the Cr.lnt, including documentation 
relating to the prequal ification and selection of contractors and to 
the solicitation of bids and ;Jropos;)1s. Material modifir'1tions in 
such documentation wi II I ikel .. ise be f;jrnished A.I.D. on ~reparation; 

(2) such documentation \·,ill also be furnished to A.I.D., 
upon preparation, relating to any goods or services, wi,ich thr.:.;gh 
not financed under the Grant, are deemed by A.I .0. to be ot major 
importance to the Project. Aspects of the Project involving matters 
under this subsection (a) (2) wi II be identified in Project Imple­
mentation Letters; 

(b) Documents related to the prequal ification of contractors, 
and to the solicitation of bids or proposals for goods and services 
financed under the Grant will be approved by A.I.D. in writing prior 
to their issuance, and their terms will include United States 
standards and measurements; 

(c) Contracts and contractors financed under the Grant for 
engineering and oth~~ professional services, for constrctio~ ser­
vices, and for such other services, equipment or ~ltericls as may be 
specified in Project Implementation Letters, wi I I be approved by 
A.I.D. in writing prior to execution of the contract. Material 
modjfica~ions in such contracts will also be approved in writing 
by A.I.D. prior to execution; and 



Article C: Pr,)C_urerr.ent Prcvic;il1ns (Continued) 

SECTIO~ C.4. Reasonable Price. No more than reasonable 
prices will be pi! id far any gocds and services financed, in whole or 
In pdrt, under the Grant. Such items will be procured on a fair and, 
c:o the ruxi:::u::: extt:!nt practicabll~, eln a competitive basis. 

SECIros C.S. ~0li~ic3tion to Potential Suppliers. 
'!:> permit all l'nited States firms to have the opportunity to participate 
!~ furnishing goods and services to be financed under the Grant, the 
(;rantee will furnish A.I.D. such information with regard thereto, and 
at such times, as A.I.D. may request in Project Implementation Letters. 

SECTIO~ C.6. ~_~ 

(a) Goods ~hich are to be transported to the territory of 
tbe Grantee may not be financed under the Grant if transported either: 
(1) on an ocean vessel or aircraft under the flag of a country which 
is not included in A.I.D. Geographic Code 935 as in effect at the 
time of shipment, or (2) on an ocean vessel w~ich A. I.D .• by written 
notice to the Grantee has designated as ineligible; or (3) under an 
ocean or air charter which has not received prior A.I.D. approval. 

s 

(b) Costs of ocean or air transportation (of goods or persons) 
and related delivery services may not be financed under the Grant, if such 
goods or persons are carrie~: (1) on an ocean vessel under the flag of a 
country not, at the time of shipment, identified under the paragraph of the 
Agreement entitled "Procurement Source: Foreign Exchange Costs", without 
prior written A.I.D. approval; or (2) on an ocean vessel which A.I.D., by 
written notice to the Grantee, has designated as ineligible; or (3) under 
an ocean vessel or air charter which has not received prior A.I.D. 
approval. 

ec) Unless A.I.D. determines that privately owned United 
States-flag commercial ocean vessels are not available at fair and 
reasonable rates for such vessels, (1) at least fifty percent (50%) 
of the gross tonnage of all goods (computed separately for dry bulk 
carriers, dry cargo liners and tankers) financed by A.I.D. which may 
be transported on ocean vessels will be transported on privately owned 
Vnited States-flag commercial vessels, and (2) at least 
fifty percent (50%) of the gross freight revenue generated by 



all ship~ents Financed h :'.I.J. ar~ ~ranSJ'lorted to the territory of 
the Grantee on dry cargo liners shall :Je paid to or for the benefit 
of privately owned United States-flaq cor~ercial vessels. Compliance 
with the requirement!; of (I) and (2) of this subsection must be 
achieved with r~5pect ~o both a~J car~0 traGsported from U.S. ports 
and any cargo transported fro~i r,on-U.S. pnrts, computed separately. 

SECTION C. 7. Insurance. 

(a) Marine insurance on :~()od~ financed by A.I.D. which are to 
be transported to the t~rr' t(jl', of the Grantee may be financed as 
a Foreign Exchanqe Cost uncer this Agreement provided (I) such 
insurance is placed at the Im'lest available competitive rate, and 
(2) claims thereunder are payable in the currency in which such 
goods were financed or in any freely convertible currency. If the 
Grantee (or government of Grantee), by statute, decree, rule, 
regulation, or practice discriminates \'Iith respect to A.I.D.­
financed procurement against any marine insurance company authorized 
to do business in any State of the United States, then al I goods 
shipped to the terri tory of the Grantee financed by A.I.D. hereunder 
will be insured against marine risks and such insurance wil I be 
placed in the United States \';Ith a cur.lpany or companies authorized 
to do a marine insurance business in a State of the United States. 

(b) Except as A.I .D. may otherwise agree in writing, the 
Grantee .... i II insure, or cause to be insured, goods financed under 
the Grant imported for the Project against risks incident to their 
transit to the point of their use in the Project; such insurance 
will be issued or terms and conditions conSlst!ntwith sound com­
mercial practice and will insure the full value of the goods. Any 
indemnification received by the Grantee under such insurance will 
be used to replace or repair any material damage or any loss of the 
goods insured or will be used to reimburse the Grantee for the 
replacement or repair of such goods. Any such replacements wil I be 
of source and origin of countries I isted in A.I.D. Geographic Code 
935 as in effect a~ the time of replacement, and, except as the 
Parties may agree in writing, wi I 1 be otherwise subject to the 
provisions of the Agreement. 

SECTION C.B. U.S. Government-Owned Excess Property. The Grantee 
agrees that wherever practicable, United States Government-owned 
excess personal property, in I ieu of new items financed under the 
Grant, should be util ized. Funds under the Grant may be used to 
finance the costs of obtaining such property for the Project. 



Article 0: TerMination; ~e~ecie~ 

SECTION 0.1. T~rr'linatlo", Either Party may terminate this Agree­
ment by giving the other Part., 3C cal's written notice. Termination of 
this Agreement \~i 11 ter~ir,ate an,! ObI igations of the Parties to provide 
financial or other resources to the Project pursuant to this Agreement, 
except for payment v,hich they are COflni tted to make pursuant to noncan­
cellable commiL~ents entered i0tO With third parties prior to the 
termination of this Agreement. In addition, upon such termination 
A.I.D. may, at A.I.D.'s expense, direct that title to goods financed 
under the Grant be transferred to A.I.D. if the goods are from a source 
outside Grantee's country, are in a del iverable state and have not been 
off loaded in ports of Grantee's country. 

SECTION 0.2. Refunds. 

(a) In the case of any disbursement which is not supported by 
valid documentation in accordance With this Agreement, or which is not 
made or used in accordance with this Agreement, or which was for goods 
or services not used in accordance with this Agreement, A.I .0., not­
withstanding the availability or exercise of any other remedies under 
this Agreement, may require the Grantee to retund the amount of such 
disbursement in U.S. Dollars to A. I .0. within sixty (60) days after 
receipt of a request therefor. 

(b) If the failure of Grantee to comply with any of its obligations 
under this Agreement has the result that goods or services financed 
under the Grant are not used effectively in accordance with this Agree­
ment, A. I .0. May require the Grantee to refund all or any part of the 
amount of the disbursements under thi's Agreement for such goods or 
services in U.S. Dollars to A.I .0. within sixty days after receipt of 
a request therefor. 

(c) The right under subsection (a) or (b) to require a refund of 
a disbursement will continue, notwithstanding any other provision of 
this Agreement, for three years from the date of the last disbursement 
under this Agreement. 

(d) (I) Any refund under subsection (a) or (b), or (2) any 
refund to A.I.D. from a contractor, supplier, bal1k or other third 
party with respect to goods or services financed under the Grant, 
which refund relates to an unreasonable price for or erroneous invoicing 
of goods or services, or to goods that did not conform to specifications, 
or to services that were inadequate, wil I (A) be made available first 
'for the cost of goods and services required for the Project, to the 
extent justified, and (8) the remainder, if any. will be applied to 
reduce the amount of the Grant. 
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Article 0: Termina llun kc::m~dil's ( C , .ll[! nu.~d ) 

(e) Artv int e res t o r I/ t het OO' :Jrnln~s on Crant fund I! dl~bursecl 
by A.I . D. t o the Crant~ U:1 thi s ,u.; ra-e ml!nt prior to th l:: 3uthorized 
use of such funds f o r th~ p~ -. 'c t ... '~ j l h. rcturnt!tj t CO A.r.O. in U.S. 
Dollars by the Grantee . 

SECTION D. 3. Nom'~~~!:..£ LI!..i!mt!dles. No delay in exe: rc1sing 
any right or remed y accruing t o a Pa rt y j n connec tion with its fina ncing 
under this Agreement will be cunstruo: ... d as a waiver of such right or 
remedy. 




