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ACTION MEMORANDUM FOR THE ASSISTANT ADMINISTRATOR FOR AFRICA
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FROM: AAA/AFR/DR, Johﬁ‘W'.”Kb‘e‘ﬁFﬁéL MAY 06 1982

SUBJECT: Project Authorization — Botswana Workforce and Skills Training Project
(633-0231)

Problem: Your approval is required for a grant of $14,558,000 from the Section 531
Economic Support Fund appropriation to the Government of Botswana (GOB) for the
Botswana Workforce and Skills Training Project (633-0231). It is planned that $200,000
will be obligated in FY 1982.

Discussion: The proposed Botswana Workfrrce and Skills Training (BWAST) Project
(formerly titled Botswana Manpower Development and Training) is a follow-on to the
Southern Africa Manpower Development Project (SAMDP) designed to help alleviate the
critical shortage of skilled manpower, in both the public and private sectors. This
shortage of skilled manpower is the most critical constraint to Botswana's development
and the highest priority of both the GOB's current five year development plan (1980-
85) and USAID/Botswana's strategy.

The BWAST Project will concentrate on the manpower needs of the private sector and
four government ministries — Commerce and Industry, Agriculture, Education, and Local
Government and Lands. These target areas were selected because of their role in the
GOB's strategy for generating employment opportunities, particularly in rural areas.
While Botswana has experienced very rapid economic growth in recent years through
the expansion of mining and increased livestock production by the small, commercial
farming sector, this growth has provided few income-earning opportunities and few
direct benefits for the 85 percent of Batswana living in rural areas. While initially it
tried to address this problem by rapidly expanding social services to rural areas, the
GOB has recently shifted its attention to the more complex issue of employment
opportunities. Generating income and employment in rural areas are the goals of
ongoing GOB programs and USAID activities in agriculture and small-scale enterprise.
The BWAST Project will complement these efforts by focusing training to fill Key
administrative and technical positions critical to policy formulation and implementation
in the four ministries with primary responsibility for creating rural employment. Private
sector training (which represents at least 20 percent of the project) will support the
development of small-scale enterprises by expanding the pool of manpower with basic
managerial, entrepreneurial and accounting skills.

Training Ifor both private and public sector participants will concentrate on
administrative, managerial and technical skills. Most training will be short-term with
some 1000 participants expected to be trained at existing Batswana institutions and 37
to be trained overseas. About 72 high-level administrators, managers and technicians
will be sent for long-term overseas training. In addition, an estimated $1,345,000 is
provided in the BWAST Project budget to continue financing long-term participants
whose traininz was initiated under SAMDP. Approximately 26 operational experts
(OPEXers) will be provided to fill key GOB positions vacated by personnel released for
long-term ftraining.

An AID direct contract will be let in the field for the placement and backstopping of
long-term participants and the recruitment of OPEXers. An AID personal service
contractor will serve as a training specialist in the GOB's Office of the Director of
Personnel to help in the placement and coordination of in-country training. Private



sector participants will be selected by a mixed board composed primarily of private
sector representatives.

The life of project funding will be $14,558,000 of which $200,000 will be obligated in
FY 1982 in order to initiate the contract this fiscal year. Sufficient flexibility exists
in USAID/Botswana's budget levels to accommodate the out-year olligations of the
BWAST project. The following table illustrates the financial inputs:

Technical Assistance $3,560,000
Long-Term Training 4,380,000
Short-Term Training 1,296,000
Commodities 100,000
Contract 2,200,000
SAMDP Residual Training 1,345,000
Inflation 1,677,000

TOTAL $14,558,000

The GOB will contribute $4,796,000 (25 percent of the total project cost). This
contribution will cover the salaries and-transportation costs of the participants; basic
salaries, housing and support services for the OPEXers; and construction of facilities
at local training institutions to accomodate the larger number of participants who will
be trained in-country.

The Project Committee has concluded from analyses in the Project Paper that:

(1) the project approach is technically and economically sound, socially acceptable
and administratively feasible;

(2) the technical design and cost estimates are reasonable and adequately planned,
thereby satisfying the requirements of Section 611(a) of the Foreign Assistance
Act, as amended;

(3) the timing and funding of project activities are appropriately scheduled and
the implementation plan is realistic and establishes a reasonable time frame for
carrying out the project; and

(4) sufficient planning has been made for the monitoring and evaluation of project
progress.

A categorical exclusion from the requirement of an Initial Environmental Examination
was approved in the BWAST PID.

Your approval of a nationality waiver is requested for the purchase of residential
utilities, and medical, security and maintenance services at an estimated cost of $80,000.
The waiver justification is found in Annex V-D of the Project Paper.

The Project Authorization will contain the normal conditions and covenants for a
manpower training project. It also contains covenants for the GOB to: 1) release for
training counterparts for each OPEXer provided; 2) provide training plans acceptable
to the GOB's Director of Personnel and USAID for each institution participating under
BWAST; 3) designate a training coordinator for each of the target ministries; 4) treat
the United Local Government Service as a separate institution from its parent ministry
(Ministry of Local Government and Lands) and provide it with a proportionate



share of the projects resources; and 5) provide support to in-country training institutions
so they can accomimodate the increased number of trainees under BWAST.

The Project Review was held on April 2, 1982 and the Executiv: Committee for Project
Review met on April 14. There were no unresolved issues. A Congressional Notification
was submitted on May 3 and will expire on May 17. The responsible AID officer in
the field will be the Human Resource Development Officer, Jon Gant, and the AID/W
backstop officer will be Karen Nurick, AFR/DR/SA.

There are presently no human rights issues in Botswana.

Recommendation: That you sign the attached Project Authorization, thereby approving
life-of-project financing of $14,558,000 and the requested waiver.

Attachments:

A. Project Authorization
B. Project Paper

Clearances:
— /

DAA/AFR: WHNorth Aﬂ(—( Date: > |2
AAA/AFR/DP: ICoker [’ - Date: 5/)7/5~
AFR/DR: NCohen _ Date: 7
AFR/DR/SA: MGilbert. Date: S/ S5/
AFR/SA: TMorse %‘n\ﬁn Date: 5{ 4 [¥*
AFR/SA: VDickson_ (draft) Date: 4d/20/82
GC/AFR: TBork Date:
AFR/DR/EHR: MCusack (4qraftPate: 4/27/82
AFR/DP: RHynes (draft) Date: 4/20/82
AFR/DR/SA:DBlane (4raft) Date: 4/319/82

AFR/DR/SA:JPafano:agb:9/20/82: X28818
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PROJECT AUTHORIZATION
Name of Country: Botswana

Name of Project: Botswana Workforce and Skills Training

Number of Project: 633-0231

1. Pursuant to Section 531 of the Foreign Assistance Act of 1961,
as amended, I hereby authorize the Botswana Workforce and Skills
Training Project for Botswana ("Cooperating Country") involving
planned obligations of not to exceed $14,558,000 in grant funds
over a seven year period from date of authorization, subject to
the availability of funds in accordance with the A.I.D. 0OYB/allot-
ment process, to help in financing foreign exchange and local
currency costs for the project.

2. The project will assist the Cooperating Country to increase
the number of trained Batswana in the public and private sectors
in skill areas related to employment generation by financing the
costs of (a) long- and short-term training in the United States
and third countries, (b) in-country training for Batswana in
several critical areas including public administration, (c)
technical assistance, including long- and short-term OPEX
personnel and (d) training materials. This project will also
assist in financing the costs of completing certain training which
was initiated under the Southern Africa Manpower Development
Project.

3. The Project Agreement which may be negotiated and executed by
the officer to whom such authority is delegated in accordance with
AID regulations and Delegations of Authority shall be subject to
the following essential terms and covenants and major conditions,
together with such other terms and conditions as AID may deem
appropriate.

a. Source and Origin of Goods and Services.

Goods and services, including ocean transportation,
financed by AID under the project shall have their source and
origin in the Cooperating Country or in countries included in AID
Geograrnic Code 941, except as AID may otherwise agree in writing.

b. Covenants.

Covenants shall be included which in substance provide
as follows:

(1) Counterparts
The Cooperaing Country agrees to assign a counter-

part to long-term training for each OPEX technician provided under
the project,
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(2) Manpower Planning.

The Cooperating Country agrees that no short or
long-term training or OPEX assistance will be provided to institu-
tions which do not “ave within eighteen months after signature of
the project agreement training plans approved by the Director of
Personrel and USAID.

(3) Unified Local Government Services ("ULGS").

The Cooperating Country agrees that the ULGS will
be treated as an institution separate from the Ministry of Local
Government and Lands and will receive a proportionate share of
project resources.

(4) Training Coordinators.

The Cooperating Country agrees that each target
ministry and ULGS will designate a Training Ccordinator to develop
and implement training requirements.

(5) In=-Country Training Institutions.

The Cooperating Country agrees to continue to
support in-country training institutions and increase budgets and
facilities to accommodate the short-term training requirements
under the project.

¢c. Waiver.

Notwithstanding paragraph a. above, I hereby waive tae
requirement set forth in Handbook 1, Supplement B, Chapter 5, that
suppliers of services tc be financed under grants to a RLDC have
their nationality in AID Geographic Code 941 countries to permit
the procurement of services (approximate cost $80,000) from
suppliers having their nationality in countries included in AID
Geographic Code 935; and certify that the interests of the United
States are best served by permitting the procurement of these
services from Free World countries other than the Cooperating
Country and countries included in Code 941.

HAY 11 ie82 F. 5. Ruddy
Assistant Administrator
for Africa
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PART I: SUMMARY AND RECOMMENDATIONS
SECTION A: RECOMMENDATIONS

Authorization of an incrementally funded grant of 314 558 OOO with the
following planned cbliga*tions: FY 82, $200 000; FY 83, $4 372 000; FY 84,
$ 3 242 000;FY 85,5 3 929 000; FY 86, $ 2 815 000. The grant is subject to
the following waivers and approvals: (1) a procurement source and

origin waiver from AID Geographic Code 941 to 935 for the procurement

of approximately $80 000 of services; (2) approval of a seven year

project life.

SECTION B: SUMMARY PROJECT DESCRIPTION
1. The Problem

Botswana has enjoyed rapid and relatively steady growth during the past
decade, due primarily to expansion in the mining sector and favorable
export prices for the livestock sector. Consistent growth in the

economy as a whole is reflected in GDP per capita which was $87 in 1965
and is now estimated at $550. However, because mining has generated few
employment opportunities and ownership of cattle is heavily concentrated,
only a small proportion of the population has benefited from this growth.
In 1977, only 5 500 Batswana held jobs in the domestic mining industry {nearly
four times as many were employed in the South Africam mines as migrant
laborers), and 1980 agricultural statistical data indicate that 5 percent
of the households owned about half the national herd of cattle, while

28 percent owned no cattle at all, and another 17 perce~t owned ten or
less,

The stated objectives of Botswana's development policy are rapid economic
growth, economic independence, sustained development and social justice.
While considerable progress has been made toward atfaining the first
three of these objectives, social justice (a more equitable distribution
of the benefits of development) has not been achieved. Both the GOB

and USAID believe the central problem in creating equitable development
in Botswana, particularly for the rural majority, is the scarcity of
opportunities for productive 2mployment. The magnitude of this problem
was outlined in a 1978 report to the GOB which described access to
productive work opportunities as desperately unequal and estimated
current unemployment and underemployment at over 1CO 000. The report
has resulted in a comprenensive program during the Tifth Mational
Development Plan (NDP V) period (1980-1985) to create jobs and increase
incomes.

The GOB is hampered in its ability to direct programs which impact on
amploymer.t creation "y <he severe shortage of trained man-

power. As discussed in the project's Economic Anal;sis, Botswana's
manpower shortage in all ssctors is critical dessite <remendous orogress
since independence. Tor example, in the central government, 461
senior and mid-level positions (or 18.5 percent of the mid~- and senior-
level cadre) were vacant during 1981. Of the positions wnich are
occupied, 734 positions (or 36.1 percent of the mid- and senior level
cadre) are filled by expatriates. Further, S50 parcent of the Batswana
who occupy positions at this level do not have sufficient training.

-The manpower situation in those target ministriss and related
institutions which affect the GOB's ability to direct programs impacting
on employment creation reflects *the national manpower shortage.



2. Project Objectives

The proposed project will increase the number of trained Batswana in

skill areas related to employment generation. Project funds will be

used to provide short and long-term training for Batswana in the
Ministries of Agriculture, Education, Local Government and Lands, Commerce
and Industry, the Unified Local Government Service, related institutions
and the private sector. It is anticipated that the increased number

of trained Batswana will improve the GOB's capacity to implement programs
which create employment opportunities.

3. OQutputs
a. Training

By the end of the seven year project, it is anticipated that the
following training will have taken place:

(1) Adninistrative and management training

It is estimated that thirty six Batswana (or 108 years ol training) from
target ministries and the private sector will have been provided long-
term administrative and management training in the US and third countries;
5€S Batswana (or 1 190 person months of training) in the Unified Local
‘Government Service, the private sector and target ministries will have
received in-country training. Also, fifteen Batswana (thirty person
months) will be provided US and third country short-term training in
administration and management.

(2) Technical training

It is estimated that a minimum of 36 Batswana (or 108 person years of
trainirg) from target ministries and the private sector will have been
provided long-term technical training in the US and third countries;

405 Batswana (orgig person months of training) in the Unified Local
Government Service, private sector and Key ministries will have received
in-country training in technical skills, and twenty two Batswana (or
forty four person months) will have been provided US and third country
technical training.

b. Technical Assistance

By the end of the seven year project the following technical assistance
will have oeen provided:

(1) Long-term OPEX technical assistance

It is estimated that fifty-two person years of long-term QPEX technical
assistance will have been provided to key ministries and related
organizations. As discussed below this technical assistance will have
been provided in support of the project’'s training objeczives and
priorities will have been carefully set based on salection criteria.

\2) Short-term CPEX %<echnical assistance
It is estimated the forty eight person months of short-tarm OPEX
technical assistance will have been provided to Key ministries and
related organizations. As in the case of long-term technical assistance,
fhort-term technical assistance will have been provided in support of
the project's training objectives and priori<ties for <his assistance
will have teen set based on the selaction criteria.



(3) Other long-term technical assistance

It is estimated that four person years of non-QPEX technical assistance
will have been provided under the project. A training program specialist
will have served in the office of the Director of Personnel to coordinate

in-country training programs for key ministries.



PART II: BACKGROUND AND DETAILED DESCRIZTION

SECTION A: PROJECT BACKGROUND

1. Economic Profile

Botswana has enjoyed rapid and relatively steady economic growth

during the past decade, due primarily to expansion’'in the mining sector
(diamonds, copper-nickel and coal) and favorable export prices for the
livestock sector. GDP was equivalent to only $47 million at current
prices in 1966, the year of Botswana's independence, but reached $243
million in 1973/74 and $333 million ir. 1977/78.

Since diamond production began at the Orapa mine in 1970, the mining
sector's share at GDP has grown to over 30 percent, and it now accounts
for 60 percent of exports and over 33 percent of government revenues.

The national herd of cattle more than doubled between 1966 and 1977.
Under the Lome Agreement, Eotswana beef commands prices in the European
Economic Community that are 25 - 30 percent above world market levels.
At present, livestock accounts for only a =lightly smaller share of GDP
than mining and 70 percent of value added ‘. the agricultural sector.

The consistent growth of Botswana's econon .S a whole is reflectéd in
the increases of GDP.per capita from $87 in 1965 to a current estimate
of $550. In distributional terms, however, t..is growth has been very
uneven because the principle growth sectors, mining and livestock,
provide returns to small segments of the population. in 1977, only

5 S00 neople held jobs in the domestic mining industry (nearly four
times as many were employed in South African mines as migrant laborers),
and agricultural survey data from rural Botswana in 1980 indicated that
about five mercent of households owned about half the national herd of
cattle, while 28 percent owned no cattle at all and another 17 percent
owned ten or less.

Uhile urbanization is proceeding rapidly in Botswana, 85 percent of
the population still resides in the ten rural districts. For the
majority, whose livelihoods do not depend on mining incomes or the
orice of cattle, the upward trend of GDP has had little or no impact,
aside from the rapid expansion of social services in both urban ana
rural areas. Thus, the majority of Botswana citizens have yet to
participate in the benefits of economic development.

2. The Zmployment Problem

a. Magni+tude of the problem

The stated objectives of Botswana's development policy are rapid
economic growth, economic independence, sustained development and social
justice. Whila considerable prsgress nas been macde toward attaining

the Tirst three of these objectives, social justice (a more equictabl=
distribution of %he benefits of this development) has not been achieved.
As beliieved oy both the GOB and USAID, the central problem in creating
equitable development in Botswana, particularly for the rural rajority,
is the scarcity of opportunities for productive employment. The



magnitude of this problem was outlined in a 1978 report to the GOB
which described access to productive work opportunities as 'desperately
unequal' and estimated current unemployment and underemploymen: at over
100 000. The report has resulted in a comprehensive program during the
Fifth National Development Plan (NDP V) period (1980-85) to create new
jobs and increase incomes.

The nature and scope of the unemployment problem can be traced to a
combination of policy decisions, economic conditions and ecological
factors. While the potential for productive, income generating
activities in the rural areas of Botswana is limited, opportur.ties do
exist to broaden access for the thousands of rural households currently
operating at or below subsistence levels. These opportunities hinge on
increased proauctivity and higher returns in arable production, the
development of new non-farm enterprises capable of employing people

who are not directly engaged in agriculture, and the soundness of
planning for sustainable and equitable utilization of land resources
for both arable farming and private sector activities.

b. Causes of unemployment
(1) Structure of the livestock sector

At present,within the livestock sector, cattle tend to serve more as a
means of savings anc investment than as a source of income to their
owners. As such, tney are vulnerable to the cyclical drought conditions
that characterize Botswana. The country's range resources are known

to be seriously oversitocked, especially in the densely populated,
communally cwned areas of Eastern Botswana. While no prolonged drought
has occurred since 1961-55, the very fragile ecological environment
coupled with high stocking rates and low offtake threatens the long-
term viability of the livestock sector.

! Recent GOB estimates show that entrants into the labor force from
schooling will be more than twice *he number of mocdern sector openings
(estimated at 9 500). To this gap must be added any returnees from
South African mines. While modern sector employment has been growing

at a very respectable rate (9 percent) in recent years, apparently more
than doubling between 1972 and 1980 (from 4l to 84 thousand), it is
unlikely that this sector will grow rapidly enough tTo absorb anticipated
increases in the labor force.

The NDP V estimate of the magni<tude of the future problem excludes
consideration of the curren<t levels of un- and underemoloyed, as well

as any consideration of the absorption potential of traditional agri-
cnltural employment. Never+<heless, NDP V's perspective on the magnitude
of the annual 1979-85 amployment zap is also useful. The labor force will
increase by 123 000 annually; there will be an znnual loss of . OCO to 4 Q00
jobs in South African mines resulting in a need to increase modern

sector jobs by 16 000 %o 17 00C per year. Offsetting this will be a
formal sector increase of 8 700 jobs per year, plus 1 250 more domestic
servants and 1 860 additional self-emploved, mostly in ncn-registered
small enterprises. This presents an annual modern sector deficit of

5 000 to 7 000 jobs.



Of equal importance is the uneven distribution of ownership which
severely limits the potential of cattle to generate rural incomes.
Agricultural survey data from rural Botswana in 1980 indicated that
about 5 percent of households owned about half the national herd of
cattle, while 28 percent owned no cattle at all, and another 17 percent
owned ten or less. Many Batswana who own sizable herds have other

sow ces of income (i e, salaried employment in the civil service) and
can therefore pursue a strategy of building up their herds by limiting
offtake and minimizing expenses on herd management. Compared with
arable farming, however, even minimal offtake rates from cattle herds
offer much higher returns to Batswana farmers. The GOB Ministry of
Agriculture estimates that at current prices and yield levels, a

farmer can earn more from selling one ox than he can realize from
growing four hectares of sorghum or nine hectares of maize, not taking
into account the greater labor requirement for arable farming. L/ For
those Batswana who own cattle and are in a position to choose between
further investment in livestock or in arable agriculture (i e, purchase
of additional inputs, expanded hectarage), the choice is obvious. wWhile
they rarely abandon crop farming altogether, the maintenance and growth
of their herds naturally command most of their attention.

(2) The nature of arable agriculture

For the 60 percent of rural households owning few or no livestock,
arable agriculture is of crucial importance. According to recent
estimates,87 percer’ of the 80 000 traditional farms have some araktle
cropland. In the 1979-80 cropping year, 82 percent planted one or

more crops. ¥.jor food crops are sorghum and maize, with millet, beans
and ccwpeas and other pulses, sunflower and ground nuts being of

lesser importance. Typically, traditicnal farms will have less than
ten hectares of cropland, averaging about 4 - S hectares planted in
crops in any one year. Recent data from the Rural Income Distribution
Survey showed that more than 50% of rural households fell below the
'poverty datum line' (estimated at $732 per household) and depend on
casual employment, gathering and migrant labor earnings and remittances
to supplement arable farming.

While crop production research has been ongoing in Botswana for several
decades, grain and legume yields have remained stable at 180 - 220 kg
per hectare and are among the world's lowest. Never+theless, low yield
levels suggest a major opportunity to increase output of food commodities
thereby improving returns to productive resources. Agricul<ural
productivity in neighboring countries and other areas with similiar
agro-climatic environments is typically several times that wnich is
being achieved in Botswana, and no doubt technological change in
Botswana's agricultural sec<or can achieve comparable productivity
levels. ZEven exoerimental work in Botswana indicates that, with
imoroved technology and farm management practices, large and significant
yields are possible. Moreover, such increases can lead to nroduction
increases at the extensive margin as increased returns to crepping
enterprises maks crop production a mcre attractive oppor<unity to
utilize underemployed rural labor resources.

1/ "The 3tructure of Traditiocnal Agriculiture in Jotswana', Ainistry
z¥ Agriculture



(3) Lack of non-farm employment opportunities

While constraints to arable agriculture can be reduced through improved
research and extension programs, additional jobs created are likely to
be modest. Specific opportunities must therefore be given to non-farm
employment opportunities which are poorly developed at present. Poth
the GOB and YSAID feel that activities in the non-farm sector have the
potential to benefit the rural poor directly, while utilizing available
resources in a sustainable fashion.

One focus of a non-farm employment program would be the potential for
forward and backward linkages between small to medium scale rural
industries and arable crop production. Scarcity of farm implements,
such as plows and cultivators, in some arable lands areas suggest that
there is a potential for input manufacture and supply geared to
improved crop production. The processing of farm produce (i e, grain
milling and tanning of hides and skins) is another area of significant
opportunity. Relevant labor intensive technologies exist for
industrial development in both areas.

3. GOB Rural Development Strategy

Government policies toward rural development have evolved over the

past decade from an initial concentration on social services and infra-
structure to an emphasis on activities which impact on employment
creation. As stated in the Five Year Plan,

this shift will be constrained by the calls on government
resources of major strategic projects and by the government's
relative inexperience with employment creation measures, which
will at first tend to be experimental. As more experience is
gained such measures will account for an increasing share of
resources. This plan reoresents the beginning of a concerted
employment creation strategy that will need to be strengthened,
refined and expanded.

Consistent with the Plan's new emphasis, the GOB has increased resources
committed to the Ministries of Agriculture, Ccmmerce and Industry,

Local Government and Lands and Education. It is these ministries

whose ronles are key in the implementation of an employment creation
strategy.

a. Agriculture

In agriculture, emphasis is being placed on small-producers and
‘non-cattle' agriculture. During this planning periodf amphasis is
being placed on increasing small farmer access %o inputs and technology
through the Arable Lands Development Program (ALDEP) and through a
significant increase in funds made available for agricultural research
directed %towards small farmers.l AID is directly assisting the GOB

in these efforts through its suoport to ALDEP under the Rural Sector
Grant and the recently aporoved Agricultural Technology Improvement
Project.

1
For further detail on ALDEP see the Botswana Agricultural Technology

Project.



b. Commerce and Industry
As stated in the GOB Five Year Plan,

the Ministry of Commerce and Zndustry (MCI) has a key role in the
employment strategy and has been generously treated in terms of
financial and manpower guidelines. Its additional resources

will be devoted to the promotion of productive activities

rather than their regulation and control, and it will not

limit i€si.efforts to ths modern'sector or to the urban areas...
the Government's main emphasis is on creating conditons in

which private sector activity can thrive.

During this planning period MCI will increase its efforts in providing
advisory services to both potential and existing entrepreneurs at all
levels in both the rural and urban areas. Particular emphasis is

being placad on technical, managerial and financial services to support
rural enterprises through a cadre of Rural Industrial Officers (RIOS)
posted in the districts.

AID is supporting these efforts through the rural industries component
of the Rural Sector Grant Project.

¢. Local Government and Lands
The Plan states that

an important role in the employment creation strategy will be
played by local authorities; their strengthening and decentra-
lization of policy making and implementation......is critical
from the point of view of employment creation.

AID has been involved in the strengthening of these local institutions
through the land board training sub-project financed under the Rural
Sector Grant Project.

d. Education

Finally, the government is continuing to empnasize improving the

quality of and access to education to 'contribute to the balanced
economic develooment of Botswana by seeking to satisiy requirements

for all sectors, emphasizing particularly the needs of rural development
and smployment generation.' Emphasis is currently being placed on
improving the quality of primary education, with secondary aducation
improvement anticipated for tne next planning period. AID is

supporting the GOB in this effort througn the Primary Zducation
Improvement Project.

4. The Manpower Prablem

a. National level

The GOB is hampered in its ability to direct programs which impactT on
employment creation due in part to the severe shortage of trained man-
power. As discussed in the project's economic analysis, 2otswana's
manoower shortage in all sectsrs is critical despite tremendous
progress made since independence. For example, at <the central govern-
ment 461 senior and mid-level posi%tiors (or 18.35 percent of the mid-
and senior level cadre) were vacant during 198l1. Of the positions
which are cccupied, 734 vositions (or 36.1 percent of <he mid- and
senior leve. cadre) are fillei by expatriatas. Further, SO percent of



the Batswana who occupy positions at this level do not have sufficient
training.

b. Target ministries and the private sector

The manpower situation in those target ministries which affect the GOB's
ability to direct programs impacting on employment creation reflects
the national manpower shortage.

(1) Agriculture

In the Ministry of Agriculture, 50 senior and mid-level positions were
vacant during 1981, Of the positions which are occupied, 122 positions
(or 30 percent of the mid- and senior level cadre) are filled by
expatriates. At current training levels, 622 positions in the Ministry
as a whole will be vacant by 1985.

(2) Commerce and Industry

In the Ministry of Commerce and Industry, 44 senior and mid-level
positions remained vacant during the 1981 pericd., Of the positions
which are occupied, 47 positions (or 49.5 percent of the mid- and senior
level cadre) are filled by expatriates. At current training levels,

213 positions for the Ministry as a whole will be vacant by 198S.

(3) Local Government and Lands

In the Ministry of Local Government and Lands, 40 senior and mid-level
positions were vacant during 198l. Of the positions which are occupied,
71 positions (or 43.8 percent of the mid- and senior level cadre) are
filled by expatriates. At current training levels 262 positions at

the mid- and senior levels will be vacant bty 1985. The Unified Local
Government Service (ULGS) which is the 'state government' are of MLGL
has 190 vacant positions at the senior level and 1 767 individuals in
need of further training at the mid- and lower levels of government.

(4) Education

In the Ministry of Education, 57 senior and mid-level positions will remain
vacant during the 1981-82 period. Of the positions which are occupied 70
positions {or 25% of the mid and senior level cadre) are filled by
expatriates. At the current levels 359 positions at the mid and senior
levels will be wvacant by 198S5.

(3) Private Sector

There are no figures regarding vacancy rates in the private sector.
However, the large number of sxpatriates occupying positions is indicative
of the need for more trained Batswana. In 1980, 358% of all managerial
positions and 37% of tecnnical positions were occupied by expatriates.



SECTION B: NETAILED PROJECT DESCRIPTION

1. Goal

The goal of this project is to generate employment opportunities for
Batcwana through work force training directed at the public and private
sectors.- The goal is an essential component of the GOB's Fifth National
Development Plan and the Mission's Strategy as articulated in its Country
Development Strategy Statement (CDSS). Both the USAID and GOB strategies
are based on the assessment that although the country has been experiencing
rapid economic growth, the impact of this growth has been uneven with
little direct benefit flowing to the poor majority. The GOB initially
addressed this problem by rapidly expanding social services in rural
areas, but beginning in 1979 shifted its emphasis to the more difficult
issue of creating employment opportunities and generating increased
incomes. Programs directed toward the creation of employment opportun-
ities are emerging as a result of initiatives taken at the village
level, within the district planning process, and through national
ministries. However, the GOB has been severely hampered in its
ability to imolement these programs due in large part to the severe
shortage of trained manpower at all levels in areas which impact directly
and indirectly on employment creation. Thus, the project will address
one of the key constraints to generating employment opportunities; namely,
a critical lack of skilled manpower at all levels to serve private and
public sector needs.

2. P ose

The purpose of the proposed project is to increase the number of trained
Batswana in skill areas related to employment generation. The project
will previde short and long term in-country, US and third country train-
ing at all levels. It is anticipated that the increased number of trained
Batswana will improve the GOB's capacity to implement programs which
create employment opportunities, thereby contributing to the project goal.

3. Qutputs

a. Training

3y the end of the seven year project, it is anticipated that the following
training will have taken place under the project:

(1) Administrative and Management Training

It is estimated that 36 Batswana (or 108 years of training) from
target ministries and the private sector will have been provided
long-term administrative and management training in the US and third
countries. 595 Batswana {(or 1 120 -erson months of training) in the
Unified Local Government Service, the private sec“sr and target ministries
will have received in-country training. Also, 13 -atswana (or 20 person
months) will be provided US and third country shorI-ferm =raining in
adminis<ration and management.

(2) Technical Training

It is estimated that 36 Batswana (cr 108 person years of *raining) from
target ministries and %the private seczor will have been nrovided long-
~arm technical %Zraining in the US and third countries, 405 Batswana (or
810 -serson =2nths of training) in zhe Unified Local Government Service,
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private sector and key ministries will have received in-country training
in technical skills, and 22 3Batswana (or 44 nerson months) will have heen
provided US and third country technical training.

b. Technical Assistance

By the end of the seven year project the following technical assistance
will have been provided under the project:

(1) Long-term OPEX Technical Assistance

It is estimated that 52 person years of long-term OPEX technical
assistance will have oeen provided to key ministries and related
organizations. As discussed below this technical assistance will have
been provided in support of the project's training objectives and
priorities will have been carefully set based on selection criteria.

(2) Short-term OPEX Technical Assistance

It is estimated that 48 person months of short-term OPEX technical
assistance will have been provided to key ministries and related
organizations. As in the case of long-term technical assistance, short-
term technical assistance will have been provided in support of the
project's training objectives and priorities for this assistance will
have been set based on the selection criteria.

(3) Other Long-term Technical Assistance

It is estimated that 4 person years of non-OPEX technical assistance

will have been provided under the project. A training program specialist
will have served in the office of the Director of Personnel to coordinate
in-country training programs for key ministries.

4. Project Focus

In support of the project's objective to train manpower in areas which
impact directly and indirectly on the GOB's ability to create employment
opportunities,project-financed training will focus primarily on: (1)
specific central government ministries and related institutions which
support the objectives of those ministries; (2) the Unified Local
Government Service; and (3) the private sector. Requests for all
training except the scholarship fund will be coordinated through and
approved by the Office of the Director of Personnel.

a. Central Government Ministries and Related Institutions

Central Government training under the project will focus on the Ministies
of Commerce and Industry (MCI), Agriculture (M4CA;, Local Goverament

and Lands (MLGL), Education and relatad institutions. MCI has been
selected because i%ts mandate To assist potential and existing entre-
prenueurs direc<ly impacts on job zreation. The MOAhas been selected
because most Batswana are engaged in agriculture at the subsistenca
level and one of the kKey objectives of that ministry is to increase
farmer productivity and rural incomes. MLGL has been selected because
the Ministry's objective of improved land use planning and management
effects directly both agricultural productivity and non-farm employment
opportunities. Education has been included hecause of the critical
need to continue basic education so the manpower will be available for
training at all levels.
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Local institutions whose objectives relate to these key ministries will
include, for example, the National Development Bank which is providing
loans to small farmers and the Brigades which are training small scale
entrepreneurs.

b. Unified Local Government Service (ULGS)

This is the local government arm of the MLGL and has been included as

an area of focus because of the critical role it plays in land allocation
and land use planning. The ability of local government to appropriately
and equitably allocate land for income generating activities (agriculture
and smail industry) will have a significant medium term impact on the
GOB's ability to increase rural incomes.

¢. Private Sector

Jecause the po.ential for increasing employment opportunities through
the mablic sector and agriculture is limited, the COB has begun to focus
on training for votential and exigting entrepreneurs. Over the medium
term, the private sector is seen as critical in increasing employment
onnortunities for Batswana.

5, Selection Criteria

s discussed in the Projec* Background, Botswana's shortage of trained
mannower in all sectors and at all levels is acute. AID and GOB
resources committed to this project will have only a minimal impact on
the overall manpower constraint. Accordingly; USAID has elected to
focus on several kev ministries and related institutions where the impact
of our assistance will relate directly or indirectly to employment
generation., To further focus the project, and ensure that project
financed training and technical assistance have the widest impact and
meet project objectives, selection criteria have been developed for both
OPEX long and short-term technical assistance and long and short-term
participant training for the public and private sectors. These criteria
follow.

OPEX Criteria> Points

1. Position to be filled contributes to overall
objective of generating employment opportunities (if
impact direct, no more than 40 points; if indirect
no more than 30) 40

—————————————

1
“Since mid-1981 220 licenses have been received for small scale manufac-

turing and assembly. Virtually all of these promosed private-sector
efforts will tring in South African raw matarials or partially fabri-
catad assemblies under <he Customs Union duty-i{ree arrangements and will
sell to both the local market and export <o Z7imbabwe and Zambia. These
factories will need both management and skilled workers from Botswana

in order to succeed.

Jefore criteria are anplied, a counternart must be iden%ified for the
position, the position must be in one of the selected ministries or
relatad insti<u<ions, and it must be demonstrated that the position
fits into *he minisTry's or organization's overall localization and
<raining pian.
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Points
2. Position has a wide impact (transcends ministerial
or interministerial lines) 30
3. Position suitable for providing short-term training
courses within and/or outside assigned institution 15
4, Position complements past and ongoing AID programs
in Agriculture, ULGS, MCI and Education _15
TOTAL 100
1
Participant Criteria for Central Ministries ULGS and
Related Institutions Points
1. Trainee is working or will work in an area which
contributes to overall objective of generating
employment opportunities (if impact direct, no
more than 40 points; if indirect, no more than 30) a0
2. Training requested relates directly tc scope of work
of traineeB existing or future position 30

3. Training will result in the replacement of an
expatriate or is for a localized position 30

TOTAL 100

Long-and Short-term participant trainingﬁcriteria2 for
the Private Sector Scholarship Fund

1. Trainee is working in a business which contributes to
overall objectives of generating employment
opoortunities 40

2. Training requested relates directly to scope of work of
traineds existing or future position. 40

3. Training could potentially result in the replacement
of an =xpatriate 20

TOTAL 100

Before criteria are applied, the position which will be occupied, upon
return from training, must be identified, the individual must be in one of
the selacted ministries or related institutions, and it must be demon-
strataed that the training fits within the ministry's or organization's
overall localization and training plan.

As a prereqguisite for considering <raining for private sector indiv-
iduals, jyusinesses must have no more than 200 emolovees.
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The procedure for applying the selection criteria 1is discussed in detail

in the project implementation section. In brief, for OPEX positions

and participants for the public sector the Director of Personnel will

provide the participating ministries and related institutions with the

criteria and provide instructions in its application. When annual

training and OPEX requests reach the Director of Personnel, the

institutions will have applied the criteria, scored each request, and

will provide a very brief explanation as_to how each request was rated.

Personnel will briefly review these requests to ensure that the criteria
have been applied, eliminating those requests which do not fit within overall

GOB training priorities. The requests will be forwarded to USAID who will,

if necessary in certain cases, reapply the criteria then rank order the

requests based on the total number of points. Reques® will then be approved

on a rank order basis until such time that all funds for that fiscal year

have been committed.

For non-government and private sector training, a board will be established
with representatives from the Botswana Employers Federation (BEF), the
Directorate of Persomnel, two private sector representatives, such as
Partners for Productively and the African Scholarship Committee, 2 represen-
tative from the Ministry of Finance and Home Affairs, USAID and other
representatives as deemed appropriate. This board will apply the criteria
and select 16 long=term participants over the project life and 65 short=-term
participants for training annually. USAID will have final approval of these
candidates and will nominate the members to the Selection Board.

6. Project Activities

a. Adminiscrative and lanagement Training
(1) Long-Term Training

Ugder this project activity, 36 Batswana will receive training in the
flglds-of management and administratioun. Consiscent with project

ObJ?CC%V?S and the selection criteria, training will be provided principally
to individuals whose jobs impact directly or indirectly ou generating
em?loygent opportunities and whose training fits overall training plan
objectives. The project provides for 108 person years of long-term adminis-
trative and management training, prinecipally but not exclusively at the '
Masters level in areas such as business and public administration.

Long-term.craining under this project component will focus om middle
level officers in targzet ministries (Agriculture, MLGL, Education and
MQI) and related institutions at ULGS and in che private sector. As
discussed above, the selection criteria will be applied for both private
and public sector administrative and management tiéining.

¥os:'long7cerm training in administration and management «7ill take place
in the inced States. Tn certain instances, when space is available in
appropriate African institucions, training at these institutions will

be considered.

(2) Short-Term Training

Under ch%s.comyonen: of the project, 610 Bactswana will receive shorc-
tera training in the fields of management and administratiom. As in
c@e'case of long-tarm training this training will focus on central
an%SFry sersonnel and related inszitutions, ULGS and the private sector.
Addizionally, short-zerm training may also be used to instruct ministry
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personnel in providing training for their clients. For example, short-
term training in small business management may be provided to the Rural
Industrial Officer cadre in the Ministry of Commerce and Industry, but
RIOs may also be taught how to teach small business practicesto potential
entrepreneurs in rural areas., Other courses to be provided under this
project may include basic finance courses for small businessmen and
business management courses for National Development Bank employees.

The identification of short-term training requirements within the central
government ministries will be the responsibility of each of the four
target ministries. Based on detailed manpower training requirement

plans and the selection criteria, each ministry will identify priority
training areas. As discussed below, the project will finance a training
program coordinator who will assist ministries in identifying the
training needs and in developing training courses.

To the maximum extent possible, local training institutions will be
utilized to provide short-term training. US and third country training
will only be utilized when there is no local capacity to provide such
training and the number of individuals requiring the training would not
be sufficient to justify the cost of setting up a course locally. A
detailed analysis of local training institutions is included in the
institutional analysis section of the PP. For general management and
finance training, it is anticipated that the Institute of Development
Management (IDM) will be a key training institution. Also, the Business
Enterprise Development Unit of MCI may provide courses for existing and
potential entrepreneurs. It is planned that 15 Batswana will receive
overseas training in administration and management.

b. Technical Training
(1) Long-Term Training

Under this project activity, 236 Batswana will receive lcng-term
training at the vocational school, Bachelors and Masters level in
techrizal fields such as Agroncmy, Statistics, Computar Programming,
Construction Engineering and Water Resource Management. As in the case
of management tr._ning, training slots will be selected based on the
private and public sector's selection criteria with priority given to
those individuals whose jobs impact on the generation of employment
opportunities.

Long-term training unde: %his project component will be directed at
individuals nesding specific technical training which relates directly
to job responsibilities.

Most long-term technical zraining will take place in the United States,
although appropriate Afrizan institutions will be considered when space
is available.
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(2) Short-Term Training

Under this component of the project 405 Batswana will receive in-country
short-term training in areas such as basic construction techniques,
agricultural practices, tanning, carpentry and brickmaking. Additionally,
22 Batswana will receive US and third country tr._ining in skill areas where
there is no capacity for local training.

As in the case of administrative and management training, identification
of short-term training requirements will be the responsibility of partic=-
ipating ministries.

Local training insti'cutions1 will be utilized to the maximum extent possible
for in-country technical training. Ins%itutions such as the Rural Industries
Innovation Center (RIIC) will be used for courses in tannery and carpentry,
the Brigades for courses in brickmaking and the Polytechnic for short courses
in construction engineering.

¢. Other Training

(1) Trust Fund

In 1980 under the SAMDP I Project, the GOB and USAID concluded a placement
and logistic support agreement for participants (popularly called the Trust
Fund). This agreement proviaed that the GOB fund the first $12,000 per

year of US academic training for up to 20 new participants, with AID funding
additional costs over $12,000. Under the proposed project, the GOB will
finance all the costs for trust fund participants. The project, under

the placement and OPEX contract, will make appropriate placements of these
students. Since all training is GOB financed, the selection criteria will
not apply to these participants.

(2) Participants still out on training

The project will finance the costs of incrementally funded participants
still out on training under the SAMDP I Project. Funds for 67 person years
of training have been made available for this purpose. Under the proposed
project, all participants will be fully funded.

d. Technical Assistance

(1) Long-Term OPEX

While Batswana counterparts are undergoing training, the project will

provide 52 person years of OPEX officers to temporarily fill those GOB
positions left vacant. In order to ensure that OPEX officers £ill crucial
positions %the selection criteria will be applied when requests from the
target ministry to the Directorate of Personnel are made. Under the proposed
projecz, it will be required that OPEX reguests will be suppiied in those
areas wnich will have the greatest spread effeczs. Additionally, i< will

be required that OPEX officers not only provide training to counterparts

but also teach courses at local instizutions which are actively invelved

in training both public and private sector Batswana.

1. . . - S . . . . . .
For a discussicn ¢l local training institutions ee institutional

aralysis.
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(2) Short-Term OPEX

This project activity will provide 48 person monthsof short-term technical
assistance. The majority of this assistance will be to assist in the
development of in-country training courses in specific areas, to 'train
trainers' and, in some instances, to actually teach in-country training
courses.,

{(3) Other Long-Term Technical Assistance

The project will finance a training program specialist for four years under
a personal services contract. T"73 individual, who will be working in

the Office of the Director of Personnel, will work ' with the four targ.c
ministries, related institutions and private sector in establishing new

and coordinating existing in-country training programs. He/she will assist
the target ministries in establishing training priorities and will ensure
that sponsored training courses are consistent with both ministerial and
project objectives. Further, he/she will be instrumental in assisting
ministries request short-term OPEXers to design and/or teach in-country
training courses.

The project will also finance a training curriculum specialist for three
years under an OPEX arrangement. This individual will be placed at the
Institute of Development Management and will design training programs
for key ministries, related institutions and the private sector.

7. Project Inputs

To.finance tne activities descrihed above, $19 354 000 is required, of
which AID will contribute $14 553 000 (75 percent of project costs)
and the GOB will finance $4 796 000 (25 percent of the project costs).

a. AID Financial Inputs

(1) Technical Assistance (32 560 J00). AID will finance 35 person
years of long-term OPEX technical assistance, 4 person years of a
training orogran specialist, and 48 person months of short-term
technical assistance.

(2) Technical Support ($1 800 000). AID will finance contract costs
for OPEX recruitment and hackstonping. '

(3) Commodities (%100 000). AID will Ffinance some Zzeaching materials
Ior in-country training.

(4) Participant training ($7 021 000). AID will finance 215 person
years long-term training for the public and private sector in.the us
and third countries, 2000 person months of short-term in country

training for the public and orivate sec* ~, znd 74 person months of
short—term US and third country training Jor <he zublic and private
sector. g 1

2
<

2 CCC of particivant training Tunds will finance $7.2%
berson years of training <or incrementally financed participatns under
“he SAMDP I Project. '

1/ Job descriptions for these individuals are included in Annex IV=C
and IV-D.
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(5) Participant support ($400 000). AID will finance costs associated

with placement and backstopping of short and long-term participants in
third countries. ThiS includes the placement of trust fund participants.

(6) 1Inflation ($1 677 200). A ten percent compounded inflation factor
has been added to AID project costs.

b. GOB financed inputs

(1) Technical Assistance ($576 000). The GOB is financing the salaries
of counterparts for OPEX officers.

(2) Technician Support ($869 000). The GOB is financing the base
salary for OPEX technicians, housing costs and utilities, and office

supplies.

(3) Commodities ($200 000). The GOB is financing teaching materials
for in-country training.

(4) Participant training ($1 491 000). The GOB is financing the
salaries of participants on short- and long-term training.

(S) The GOB will conduct an assessment of educational facility needs prior
to the project's first evaluation. Based upon the conclusions of the survey
the GOB will finance apprcximately $620,000 of construction work at the
institutions which require additional facilities.

(6) Inflation ($668 000). A ten i i
. *n percent compounded inflation f
has been added toGOB project costs. F  facter

(7) Con*tingency ($872 000). A ten i
. percent contingency factor has
been added for construction. : !
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PART III: PROJECT ANALYSES

SECTION A: ECONOMIC ANALYSIS

1. Introduction
a. Selection of appropriate type of analysis

Essentially there are three analytical tools which might be employed to
analyse the economic impact of a development project. They are cost-
benefit analysis, cort-effectiveness analysis and least-cost analysis.
The first two of these assume that the benefits, as well as costs can

be quantified either in monetary terms for cost-benefit analyzis or some
measurable quantity for cost-effectiveness analysis. For example, in

a deep water port project it is possible to assess the values of the
inputs that go into its construction and operation and relate these to
the economic benefits anticipated over the life of the port. On the
other hand, most training projects do not lend themselves easily to this
kind of analysis.

In order to handle situations in which benefits and costs are not easily
quantified, economists employ cost-effectiveness analysis in which the
benefits, while not neasurable in explicit guantitative terms, at least
can demonstrate increases in such indicators as academic performance,
lower repetition or high enro.lment. Cost-effectiveness analysis compares
the marginal cost associated with a unit increase in the expected per

unit gain in benefit or the highest gain in benefit relative to a one

unit increase in cost.

The least-cost approach is a spin-off frcm cost-effectivenss analysis.
The main difference is that in least-cost analysis the benefits may be
qualitative or impossible to quantify. Even though the benefits may not
be quantified in any meaningful sense, it is assumed that to achieve

an objective or purpose for which the investment is being made there

are a number of alternatives from which one can choose. The problem is
to select the one which has the lowest cost. Thus, there must exist
options which give equally acceotable outcomes to which the investor,
beneficiary, etc, are ind.fferent. Otherwise, if there is only one
possible or preferred option, least-cost analysis hardly m=l-e= anv sense.

In the case of the Sotswana Workiorce and Skills Training Project it is not
pessible to do either a cost-effectiveness analysis or a cost-benefit
analysis. There are two basic problems which prevent using either of

these techniques.

First, there is a problem of quantifying benefits. The project's

primary objective is to improve the internal efficiency of government
ministries and private sector organizations. This is accomplisiied by
training Batswana through the provision of training ooth in Sotswana

and overseas as well as through the provision of selected OPEX personnel
who will provide necessary expertise wnile 3atswana are receiving
training. While ulctimately it is expected that “hese improvements will
be reflected in economically mores productive employees it is virtually
impossible to assign quantitative values to these long-run expected zains.
Furthermore, whil: the available evidence suggests a direct relationship
between bDetter trained employees and increased government and private
sactor efficiency, there is no way a oriori to identify aow these are
affected by various investment pattE;Hs in long- and short-term training,
both inside and out of Botswana and/or OPEX utilization.
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Second, there is a problem of specifying benefits and costs. 1In order

to compare benefits and costs, it is necesaary to be able to identify
them. This would on the surface seem easy enough. However, it is
extremely difficult for a training/OPEX project. For example, short-run
benefits from the project may be reflected in improvements in the internal
efficiency of various government ministries due to the placement of an
OPEXer ‘n a ministry position. In the long-run, gains in efficiency will
result frza the placement of better trained Batswana in government and

the private sector. Since civil servants do not produce marketable goods
it is exvremely difficul%t to place a value on an individual's contribution
to the increased efficiency of the government. Ultimately both the gains
from long- and short-term training will result in employees who are

better able to efficiently perform social, nolitical and economic roles
within the society. Identifying the causal chain between any single
investment in training and any ultimate benefit and attributing it to

a specific intervention in an individual's training is extremely complex
and virtually impossible.

2. Design Features which Minimize Cost, Increase Economic Efficiency
and Provide Flexibility

To simplify this discussion, the project components are treated separately.
However, this distinction is not easily made since the various project
elements are well integrated and linked.

a. OPEX Assistance

The most expensive element. of this project is the provision of short-
and long-term OPEX assistance. Recognizing this, OPEX assistance will
be kept to a minimum in this project and levels will be significantly
less than under previous projects. However, the following economic
efficiency arguments can be made to support a small OPEX program.

OPEXers are provided only in very limited numbers and only to fill key
jobs. 1In most cases a Motswana is sent for training so that the position
will be filled by a properly trained national in the future. An OPEXer

is required because it is deemed that the position is so important to
government efficiency that no Motswana would be allowed to go off for
training for that position without an OPEZX replacement. Because this level
of importance is placed on the job, the QOPEX system leads to the more
rapid localization of the positions which the GOB determines to be of

the highest priority. The selection criteria for OPEZXers detailed in
Section II.B of the pacer set the parameters under which the OPEX
positions will be allocated and assure that OPEX positions will only be
used for the highest priority positions, that QPEtXers will have the
maximum soread effect across ministries and that they will be weignted

in favor of income producing activities.

OPEXers contribute =o a sustained and imoroved leavel of organizational
efficiency in the government denartments in wnhich they serve and thus
annance the GOB's capability to direct and administer develooment programs.
The 2valuation of the previous Botswana training orograms argues that

‘the project provides more than the maintenance of high level efficiency
in government, *hat it substantially imzroves the operational efficiancy
of most offices in which OPEX technicians are working.' The evaluation
further states that,
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in many instances the OPEX contribution is such that efficient systems
will be developed which have only to be maintained by subsequent

local staff. Clearly this increases the chances for long-term
development as the ability of counterparts grows, not only in

terms of maintaining improvements, but of planning for even

further improvements.

Thus, the evaluation gives credence to tiae view that OPEXers do in fact
enhance government efficiency.

A similar argument can be made for expatriate assistance in general.
Without the use of expatriates to partially relieve the severe manpower
constraints under which Botswana's development is forced to operate, it
is unlikely that either the public or private sectors of the economy
would have been able to grow as rapidly as they have in the past.
Possibly the best evidence of this is the mineral sector which still

in 1980 employed 56 percent expatriate professional/technical staff

and 87 percent expatriate managerial staff. In 1979/80, mining .accounted
for 33 percent GDP and 44 percent of gross capital formation.

The OPEX concept is a very efficient mechanism of technology transfer
which allows the GOB the flexibility of determining its highest priority
technical assistance needs with the concurrent ability to fill these
needs quickly. In many ways each OPEX technician is a mini-prcject, yet
all OPEX technicians are recruited and managed under only one contract.
The OPEX system is capable of achieving significant development
objectives over a relatively short time frame and thus provides the GOB
and USAID a great deal of flexibility in meeting development needs. The
selected OPEX assistance is tailored to the specific identified needs

of the gove~iment. Additionally, the very fact that technical assistance
is not too concentrated in an OPEX arrangement forces the government to
assume more responsibility for the outcome of development, and it creates
a situation where long-term institutional development can occur,
especially since OPEX assistance is bolstered by participatnt training.

This project will maximize the use of OPEXers' skills by requiring that
every OPEXc. be available to provide in-country training as appropriate.
OPEX technicians are in a position to provide on-the-job training to
colleagues in the units which they work at nc additional cost to the
project.

The costs of the OPEX component can be significantly reduced if AID is
willing to tackle the issues presented it by the new US tax laws which
affect the take home pay of OPEXers and will force AID, if it wishes to
be a cost-effective organization, to examine the salary structure
offered under the JPEX contract and to decrease future salary offers so
that they provide realistic and not 2xhorbitant take nome pay levels.

The 10 percent overseas recruitment incentive should clearly be dropped,
particularly given the current surplus job market in the US.

b. Cverseas Training

The second most expensive element of this project is the overseas training,
both short- and long-term. The following justifications are given for
providing this kind of acsistance.



Long-term overseas training will provide the human resources needed to
replace expensive expatriates. Replacement of expatriates by Batswana
will result in considerable long-run cost savings both to the GOB and
donor organizations that finance expatriate personnel. Expatriate
advisors require home leave, education allowances and other prerequisites
not applicable to Batswana. It goos withsaying that qualified nationals
know Botswana and its problems better than expatriates ever will and are in
the long run far more effective in critical positions than expatriates.
From the point of view of opportunity costs of donor funds, funds freed up
from the cost of supplying expatriates may be made available to the GOB
for use in other development activities.

Past AID training programs in Botswana have proven that the Batswana
are a good training risk. Past participants who have returned to
Botswana have fulfilled their service obligation. There has been no
‘brain drain' problem associated with the Botswana training program.
Equally significant, 93 percent of the academic participants received
either A or B average grades.

The selection criteria for participants presented in Section II.B will
assure the maximum utilization of participant skills. Sponsoring
ministries will bo required to submit in writing a statement outlining
the purpose of any training, and how that training will be used by the
ministry when the participant returns. This requirement will force the
ministries to be very selective in training, and it will assure that
the training will be applicable to the participant's job.

In order to increase the number of participants who can go overseas for
training, this project will expand its focus to include more two year
technical training than has been the case in past projects.

¢. In-country training

The most cost effective element of this project is the in-country training
program. This type of training will be utilized whenever appropriate
without sacrificing quality of training.

In-country training is significantly less expensive than overseas
training. Long term training in the US is budgeted at 520 Q00 per year
while in-country training will average 3500 per month. It is proposed
that at least 1000 Batswana «~ill receive in-country training under this
project.

In-country training effort will take advantage of existing training
facilities and will thus increase the utilization rates of these
facilities. This approach will also increase the impact of other donor
assistance as most existing training institutes were developed with
donor funds.

The %eaching of courses in-country will decrease the amount of time an
employee is absent from his or her job. The set<ing of these institutes
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ig familar to Batswana which leads to fewer disruptions in the
trainee's lifestyle, i e, absence from family and cultural adjustments

in the US.

In many cases it is easier for employees to learn about training
opportunities locally than it is to learn about overseas training,
Ministries and departments can more easily set up totally integrated
training programs when they utilize local training facilities where they
can keep abreast of course performance. (See, for example, the training
plan for financial managers for the National Development Bank in Section
III.B).

The placement of a training coordinator at the Director of Personnel
will assure that there will not be duplication of in-country training
efforts.

d. Private sector focus

The inclusion of scholarships for the private sector to be administered
by the Botswana Employers Federation should have a positive effect on

the efficient use of training funds. For the first time, all funds

will not be allocated to the government, and the government will be aware
that it must compete with the private sector for candidates and funds.
This should encourage the government to more seriously address the needs
of the private sector.

In many cases, the public sector training will te of direct benefit to
the private sector. For example, Rural Industrial Officers will be
trained to train potential entrepreneurs, the BAS trains retailers and
3EDU trains small and mid-level entrepreneurs in technical and managerial
skills as well as in business start-up methodologies.

e. Research

A research effort conceived for this project and funded by CIDA

(Canadian International Develooment Agency) will explore ways to increase
the efficiency of teaching in local training institutes, particularly
IDM. The resez~ch will explore Batswana attitudes towards money, savings,
credit, investment and other money-related topics to determine the
cultural accuracy of topics being taught at institutes such as IDM.

IDM, for example, uses texts which assume that a typical Western attitude
towards money is held by the readers. If the3azswana do not view money
matter in the same frame of reference as the Western text, a large
portion of the teaching exercise may not be understood. The payoff from
this research could be enormous if it were to increase the efficiency

of teaching at the local institutes by even 10 percent.

f. Trust Fund

USAID will assist the 3C2 in “he administration of a Trust Fund lor
students, a program under which the GOB will orovide all the coss of
<ra2ining plus <ransoortation for students. studying

for Bachelors degrees. All students are sponsored dy the Ministry of
Education since they are continuing their education without having served
in the governmen%, but all students are bonded and will become govern-
ment employees upon graduation. Under the proposed project USAID will
help by placing twenty students a year and will provide core-contract
funding only.



SECTION B: TECHNICAL ANALYSIS
Training Needs of Target Areas

1. Introduction

The analysis of the supply and demand of skillod Batswana for the group
'A' level positions in government, the parastatal and the private sector
included in Annex IA to the PP has made a persuasive case for training
assistance in a macro sense. A micro analysis of the training needs in
each of the target areas of focus follows.

The four target ministries (Agriculture, Local Government and Lands
Education and Commerce and Industry) are at differing stages in the
development of training programs. The Ministry of Agriculture has a
training plan for the entire ministry. The Ministry of Local Government
and Lands has a training plan for Unified Local Government Service, and
a training plan for Land Boards has identified training priorities for
many central government personnel and is currently developing a training
plan. The Ministry of Commerce and Industry and the Ministry of
Education do not have a training plan but have developed a set of training
priorities. As a covenant, the project will require that training plans
be finalized for all participating ministries and related institutidns
during the first eighteen months of project implementation.

2. Ministry of Agriculture

The MOA has recently completed a rather sopnisticated analysis of its
training needs which it has published as a five year Training Plan, 1980~
1985. The document is in many ways a testimonial to past assistance as
it was completed by USAIN's PASA Training Advisor to the Ministry of
Agriculture. The results and recommendations of this study are cited

at length.

The MOA training plan was limited to exumining the training required by
'A' level personnel (i e, training at diploma/degree level) working in
the six major departments/divisions within the Ministry. These are

(1) the Division of Planning and Statistics, (2) the Department of Animal
Health, (3) the Department of Agricultural Field Services, (4) the
Department of Agricultural Research, (5) the Department of Cooperative
Development, and (6) the Botswana Agricultural College. The major
findings of, and suggestions/recommendations resulting from, this study
are summarized below.

(1) Major findings

a. Present manpower requirements within the Ministry. At present the
Ministry of Agriculture has a recognized personnel ceiling of 1 354,
An additional seventaen personnel are cither seconded from other
ministries, hold supernumerary posicions not carried on ministry rolls
or are volunteers holding line positions (and zgain are not carried on
Ministry rolls).

b. Present localization efforts. 0Of %he Ministry's 453 Group

'A' secorded or advisor/expert nositions, which fall under the six
devartments/divisions analyzed, 399 are filled. GZxpactriates [ill 146

of these positions. Thus, the present localization rate, based on filled
vositions only, stands at 66 percent which is a fair localization rate.
See Table 1.
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However, this picture becomes more bleak when only the top professional
posts are examined. In this case, only 38 percent of the filled posts
are held by locals (see Table 2). The lowest rates of localization, in
this latter case, occur in the Department of Animal Health, with a 16
percent rate, and the Department of Research, with a 23 percent rate.
The other four departments/divisions have upper position localization
rates ranging from 47 to 62 percent.

¢. Present long-term training efforts. Present plans call for 212 MOA
personnel to receive and complete long-term training (i e, training at
the diploma level or higher) from 1980 through 1985 (see Table 3 and
Table 4). However, to date, only 115 of these planned trainees have been
guaranteed funding. In addition, by 1983 Botswana Agricultural College
will be graduating thirty diploma students per year, fifteen in Agri-
culture and fifteen in Animal Health. Thus, assuming no attrition, by
1985 the Ministry can be sure of having 205 additional trained Batswana
available. Of this total, 150 will have training at the diploma level.
The remainder will have training at the BA/BS degree level or higher.

d. Projected Ministry of Agriculture trained manpower requirements by
1985. It is projected <iat a total of 1 669 ceilinged positions will
be required by the Ministry of Agriculture in 19285, excluding the
headquarters section and most secretarial posts (see Table 5). Of this
total, 606 positions will require training at the diploma (or greater)
level (see Table 6).

e. Present trained manpower availability. At present, a total of 240
people employed within the six major ministry departments,/divisions have
training (or equivalent experience) at the diploma or nigner levels.

Of this total, only 46 people have training at the BA/BS degree level

or higher (see Table 7).

f. 1980-1985 Training requirements. If the goal of the Ministry is to
completely localize all Group 'A' positions by 1985, funding must be
obtained for training personnel for a total of 312 degrees: 210 diplomas,
136 BA/BS degrees, 38 MS degrees, 15 DVMs and three ?hDs (see Table 8).
(These requirements include 'multiple counts' in some instances. For
example, if a division position requires an MS level of training, and

a person with a diploma must be sent for training, the training require-
ments include both a B8S and an MS degree as part of the total.) A
complete summary of these “raining requirements has been prepared for
sach department, by training level and major area of study (see Tablse
9).

(2) Recommendations of the Training ieeds Study

In set%ting up the training priorities and recommendations which resulted
from this study, four critsria were considered. These were:

a. The amount of training regquired by department/division;

b. The level of training required (i e, diploma va 3A/3S vs more advanced
degree lavels);

c. The degree of difficulty of the training required (i e, a 8S in
Agricultural Education versus one in Agricultural Zngineering); and

d. The importance of the training when compared to the overall Group
'A' structure of the division/department being examined.



Based on these criteria, the following training priorities and recommen-
dations were made:

a. Training programs for both the Research and Animal Health Departments
should receive the highest priority within the Ministry. The training
programs for the remaining departments/divisions should be established

in the following order of priority: (1) Department of Cooperative
Development, (2) Division of Planning and Statistics and the Department
of Agricultural Field Services, and (3) Botswana Agricultural College.

b. An immediate effort should be made to identify potential trainees
within the MOA. Once these people are identified their names and a
Judgement of their potential should be placed in a common pool and all
departments can draw from this pool for trainees.

¢. Negotiations should be begun with the Ministry of Education in an
effort to obtain some commitment for the provision of a limited number
of 'above average' about-to-graduate certificate students who can be
hired by the MOA. After one year's work within the Ministry these people
should be sent directly for a BS degree in appropriate majors

(especially in the agricultural sciences).

d. Students who are already in training at the diploma or BS level and
have shown considerable potential should be allowed to proceed directly
for their next degree.

d. Finally, the two year work requirement between degrees should be
shortened to one year during the next five years.

The training plan prepared by the MOA is very thorough and very well done.
As the MOA is one of USAID's priority areas, we will work closely with
the MOA training advisor and, using the analysis presented in the

training plan, USAID will allocate B8WAST training funds to the MOA
priority areas.

3. National Development Bank

The National Development Bank (NDB) falls easily within the agricultural
area of focus by virtue of the fact that it is responsible for all the
ALDEP loans (the Arable Lands Development Program which is partially AID
funded).

The NDB8 has a full time training officer (funded by CSAS) who has
developed « detailed training plan for %he Bank's financial officers.
Training of the financial cadre is considered the Bank's first priority.
The plan is detailed below to illustrate fthe quality of the plan; a
similar plan is being developed for the agricultural credit officers.

The Bank's analysis of the training needs of its financial officers
begins with the development of industrial starff profile records for each
employee which details academic qualifications, years of service in the
3ank, previous job related training, present job duties, etc. An
assessment of each employee's abilities has been made using this profile
of the staff, A training program has been developed which is composed
of 'in-nouse' instruction designed and delivered by the Bank's training
officer, a three par:t financial course taught at IDM which will take
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one to three years depending upon the individual and correspondence
course work leading to the Association of Accounting Technicians (AAT)
professional qualification.

The progress is designed in a modular form such that employees are
continuously evaluated as they progress. Once an officer appears to
have reached his/her capacity, training will cease and he/she will be
placed in a appropriate position in the bank.

The program as outlined has several advantages: (a) the practical 'in-
house' training will be supported and complemented by external courses
at IDM, (b) the training cell modular form offers distinct training
stages so that individual competency limitations do not preclude any one
from receiving at least some element of training, (c) the failure to
graduate from one training cell to another would reveal the point where
further external training would be of no real benefit to either the
individual or the Bank, (d) IDM courses are of three week duration and
thus lost working hours to the Bank are kept to a minimum, (e) the IDM
courses by the nature of their short duration expose individuals to
intense work study under expert tutorship which enables assessments to
be made of an individual's ability to cope with such stressful situa-
tions, (f) the Bank's attention to this program will allow for on-the-
job applications of techniques learned in the courses, and (g) because
the training plan is well developed, both the employee and the Bank will
know where they are going; the employee will know what his/her future
holds in the way of training and future jod potential and the Bank will
know what sort of qualifications its employees will be expected to
acquire over time. An additional advantage of this training program is
its least-cost approach, all training is carried out locally, and they
are using existing IDM courses so there are no curriculum development
costs.

A detailed syllabus has already been developed for the in-house training.
A similar effort is currently underway to develop the training plan for
the agricultural credit officers. A copy of the financial division
training program is available for examination.

4. Ministry of Local Goverument and Lands: Unified Local Government
Service

Because of the nature of the Unified Local Government Service, whnich is
technically a separate establishment from the 3otswana public service,
ULGS must be treated separately from the central government employees
in the MLGL. The training needs for the Ministry itself will be
addressed in the next section.

The Unified Local Government Service is an axtremely large segment or
the public service as a whole in Botswana. It is composed of the staff
of the nine disctrict councils, the {ive town councils and the fourteen
land boards of the country. Unified Local Government Service was
created in 1973 in an effor* o consolidate local government, to try to
bring some standardization of qualifications and service, and %o improve
efficiency. ULG3 is directly involved in rural development efforts and
as such is a high priority government department.

In 1981 the MLGL commissioned what has come <o be known as the Picard
Report: 'A Study of the Manpower and Training Needs of the Unified
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Local Government Service, 1982-1992. Picard was an OPEX appointment
under SAMDP. The Report has been well received both with the govern=
ment and within councils and land boards, and the Ministry of Local
Government and Lands has prepared a Cabinet Memo which, when approved,
will give the Ministry of Local Government and Lands the authorlity to
implement the recommendations made in the Picard Report'as well astt::
authority to seek donor funds to assist with the report's implementation.

The ULGS is currently reviewing personnel files of its more than 3 000 -
employees, detailing the individual training needs of those employees
identified by Picard as needing training, developing training programs
for those overdue for promotion, freezing increments on others who lack
the requisite skills for their current positions and in general, getting
personnel grades in line with the system presented in the Picard Report.
Because thr2 training effort in ULGS is so great, the MLGS has identified
its priority needs as manpower planning, curriculum development and
technical assistance to help the Ministry and ULGS begin to implement
the Picard Report's recommendations.

The Ministry of Local Government and Lands and !ILGS have indicated the
following priorities for training: (1) training of the administrative
and finance cadres of the ULGS at the 'A' level, (2) developing a training
program for the 'B' level employees of councils and land boards,

(3) training to fill vacancies in the technical and professional posts
of ULGS (there were 385 vacancies in February 1982), (4) training to
replace the close to 100 expatriates in ULGS, (S) the upgrading of those
ULGS emoloyees who currently occupy 'A’' level administrative, financial
and technical posts, (6) administrative and technical training for land
boards and sub-land boards, and (7) training of trainers for those who
will be undertaking in-service training through the mobile training

team and seminars and conferences within the MLGL.

The bulk of the ULGS training will be undertaken locally using such
institutions as IDM, BIAC and the Polytechnic. However, some overseas
training at the diploma and degree level will be required at least
until a local diploma level program in local administration can be
developed. In addition some highly specialized technical training
would be required overseas.

The IDM is already coordinating closely with ULGS and will likely be
the lead institution in ULGS training. As such IDM is in the process
of developing methodologies <o implement facets of the ULGS training
plan. In addition the Ministry of Local Government and Lands is
continuing %to develop the programs initiated in the Higgins Report on
Land Socard Training.

A summary of +he major ‘indings of the Picard Report follows. It very
cleariy outlines <he dezth of :he manpower proolems which the ULGS face.

The manpower situation within <he Unified Local Government Service is

so serious that it verges on being catastropnic in the next few years.

The rapid growth of ULGS has resulted in the development of a backlog

of existing employees at all levels who have not had the requisite training
calied for in thne ULGS draf* schemes of service. There are at present 344
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employees in the 'A' category (Senior positions at LGA 1-3 and equivalent)
who need training. At the 'B' level (middle and lower level positions, at
LGA 4-6 and equivalent) 1118 existing employees need training. In 1980
among senior employees ('A' level) there were 190 vacancies, at the lower
and middle level ('B' level), there were 115 vacancies. With a total of
1462 people unqualified and 305 vacancies, there is a tctal training
problem of 1767 out of a 1980 establishment of 2640. /%ee Table 10).

A careful analysis of the programmes that local authorities are committed
to in NDP V and the remainder of the decade indicates that the continued
growth in development activities has serious manpower implications for the
Unified Local Government Service. The total establishment, if carefully
controlled, is likely to grow from close to 2770 employees in 1980 to 5007
by 1990 (an average of 9% a year). It must be stressed that the projections
made were based on very conservative growth figures. There are likely to
be 2150 new posts created, 1048 resignations and dismissals and 373 retire-
ments. These figures, with the backing of existing employees to be trained
and the 1981-82 vacancies, indicate that Unified Local Government Service
will need 1554 people in senior administrative positions ('A' positions)

by the end of the decade and there will be a need for 4095 trained officers
in the 'B' category (middle and lower level positions). This suggests a
total training need of 5649 by 1992.

Looking at the breakdown of manpower and training needs, cadre by cadre,
the total number to be trained for the secretariat is 711. The treasury
department will require 892 trained people. In the technical cadres, ULGS
will require 1238 trained; on the social services side (social and com-
munity development, health, etc.,) 2321 peoole will need to be trained by
the end of “he decade. Finally, looking at other departments (Housing,
Education, Land Becard), 295 will be needed.

In order to train those in the Unified Local Government Service; the Picard
Report suggested that the existing draft schemes of service be followed,
with modifications for the senior 'A' posts. Assuming that ULGS will not
get significant numbers of graduates in the next decade, the following
training schedule was recommended: at the 'B' level (LGA 4-6 and the
equivalent), each employee who prograesses from LGA 6 to LGA 4 should have
a total of five months of training in basic supervision and management and
in the skills which directly relate to nis/her job. At the 'A' level (the
equivalent of LGA 3-1), a twenty month training schedule was recommended.
After the five month 'B' level training, each candidate for promotion to
the 'A' level would enter a fifteen week certificate course in Local
Administration, Finance or Personnel Administration. This course would
introduce =mplovees to the principles of higher level management and would
function as a screen to determine whether or not the candidate nas the
capacity %o proceed to the diploma level. Fcr those who successiully
complete the certificate course, a nine <o twelve monch diploma programme
would follow. For the technical and health cadres, a similar programme
emphasizing technical skills complemented by supervisicn and management
training, is suggested at both the 'A' and '3' level.

If non-technical training is to occur shrough existing training institutions,
it was strongly suggested that 'contractual' relationsnips be negotiated
with each of the three 'core' instizutions, the Botswana Institute of
Administration and Commerce {BIAC), the Institute of Development Management
(IDM) and =he Borswana Agricultural College (BAC).
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It is estimated that, using current 1982 costs, it is likely to cost in
the neighborhood of Pula 15 million (U § $ 17 million) to train the exist-
ing training backlog of employees in the Unified Local Government Service.

Capitalized operational costs, capital expenditures and topping up costs

for each of the core institutions 4ave been projected. The following total
costs are likely during the period 19€2-1986: Botswana Institute of
Administration and Commerce, Pula 10,211,500; Institute of Development
Management, Pula 7,143,500; Botswana Agricultura. College, Pula 2,036,160;
Botswana Polytechnic Institute, Pula 11,335,000 and the National Health
Institute Pula 16,358,160. Smaller amounts are projected for a number of
other institutes in Botswana and for scholarships to training institutions
overseas.

The Local Government Structure Commission has suggested that Tribal
Administration should be included in the Unified Local Government Service.
If this is done and assuming virtually no growth in the establishment of
tribal administration over the course of the decade, the total number to

be trained will be an additional 1355 people. The cost involved will be an
additional Pula 3,261,010. Capital costs for this additional training are
likely to be close to Pula 267,000 for the decade.

The Picard Report provided the Ministry of Local Government and Lands with
a detailed set of projections as to the effect of ULGS growth upon training
needs for the period 1982-1992. Tables 11 and 12 provide a detailed
breakdown of these projections. Table 11 provides a cadre by cadre break-
down of the evolution of ULGS while Table 12 provides the aggregate
statistics for the period. As Table 12 indicates, ULGS, by very conservate
estimate will have to train close to 6 000 people by the year 1992.

Picard also projected the impact that training would have on loss of man-
power within ULGS. (Table 13). As Table 13 indicates the mounting of a
sustained training program fer councils and land boards will have a dev-
istating effect upon the staffing situation in local authorities. As
Table 4 indicates the mounting of a training program of the magnitude
suggested in the Picard report will result in the loss of 1566 man years
over the period. Of these only about a third, 626 man years can possibly
be replaced by either secondment from central government or from overseas
staffing sources. In the process of development of the ULGS training
program Picard made a number of recommendations which were structural and
organizational in nature and which Picard felt were essential to the
successful implementation of a training program for local institutions.
These recommendations are summarized as Annex II..3. These recommendations
should be seen as an essential prerequisite of the mounting of a sustained
training program in ULGS.

5. Ministry of Local Government and Lands (Tenzral Government)

Unlike the Unified Local Government Service, <he inistry of Local Govern-
ment and Lands does not have a clearly laid out <training program for those
members of the ministry who fall under the central government public service.
Nonetheless a number of priority areas for <he aministry have been identified
and MLGL is develcoing a training program for central government staff.

The Ministry of Local Government and Lands continues %o have a numper of
expatriates in established positions within the Ministry. According <o the
1981 localisation repor% there were nineteen posts in the ministry proper
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which were held by expatriates. The planning unit in the Ministry is still
almost completely expatriate as are key positions in finance, the land
division, applied research and professional positions. The District
Administration continued to have 17 expatriates in established positions

in 1981 primarily in positions of District Officer (Development) and
District Officer (Lands).

With regard to departments of the Ministry, the Department of Local
Government Audit had 4 positions in 1981, the Department of Surveys and
Lands had 19 expatriates, the Department of Town and Regional Planning had
16 and the Department of Unified Local Government Service (central govern-~
ment employees) had 4 positions. Thus there were a total of 79 expatriates
in all divisions and departments (excluding councils and land boards) in
during the 1981 fiscal year.

The Ministry has a major priority in the filling of those positions now
held by expatriates as soon as local qualified staff are available. Unlike
the situation in the Unified Local Government Service much of the training
required to fill these positions is of such a specializec rature that it
will have to take place overseas.

Specific training nricrities have been tentatively identified by the
Ministry of Local Government and Lands. These are (1) the training of
financial, professional and technicial specialists so that these
positions now held by expatriates can be localized by the end of the

NDF V period (1986); (2) the training of Botswana citizens to fill the
cadres of District Officer (Development) and District Officer (Lands)

so tl.at these positions can be localized ty the end of the NDP V period;
(3) staff development and training of those who nold the positions of
District Gfficer and District Assistant in the district so that they can
better undertake the development tasks of GOB (training shoulZ be at

a level commensorate vith the GOB scheme of service); (4) Curriculum
development of materials at :ic.al institutions (IOM, 3IAC, etc) which
are locally based and which can be used as the basis for local training
of administrative officers in the district as wel) as JLGS staff; (3)
th.: Jevelopment of a training program and training .ourses for a tribal
administration cadre which is likely to be transferred to ULGS in the
forseeable future (this is a particularly difficult situation because
of the very low academic levels of this cadre); (5) the development of
'B' level training within <he Miniszry, particularly in zhe areas of
registry administration and clerical adminis<raticn in order tc improve
the overall affizisncy .. the MLGL.

A new Staff Development and Trazining Officer has been recently appointeg
to the MLGL (the post nas been vacant for over eightsen months). One
of the first tasks of this officer will be o undertake 2 more compre-
hensive “raining orogram for the Ministry prior to =ne implsmentation
of cyaAsT.

The magnitude of <he problem in doth the Minisctry of Local Government
ané Lands and the Unif:ed Local Government Serv:is ugzes=<s zhat all of
the major components oI 32WAST , long- and snor=w-%Term 2xrerwt appoint-
ments, overseas training, 2nd in-country training at local instituctions
will be needed in order %o assist MLGL and ULCZC in its overall =raining
task for its support on the front line of rurzl development efforts in
8ctswara.

1]
n
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6. Ministry of Education

The training of officials in the Ministry and in associated departments
has consisted of sending of selected officials overseas for primary or
tertiary degree level education. There has been some use of short courses
overseas and to a limited extent in Botswana and the region, but again
selection has been ad hoc on the basis of course offerings of existing
institutions. There is now some sentiment within the Ministry that more
use should be made of carefully tailored in-country training which would
not only be more cost effective but would also allow for the development
of locally based materials. Nonetheless, the bulk of the training at
the 'A' level will likely continue to take place overseas because of the
specialized nature of the training being undertaken. The Ministry is

in the process of developing a comprehensive training program.

Localization of personnel in the Ministry of Education has progressed
well since independence. Except for two positions in the Planning Unit
all positions in the Ministry itself had been localized at the end of
1981. Depending upon the availability of university graduates, it is
hoped that these planning positions will be filled by Batswana at the
termination of current incumbent's contracts.

The situation with regard to MOE's various departments is somewhat
different. Two staff members in the Examinations Council continued to
be expatriate as did four positions within the Boipelego (self-help)
Project. The Department of Technical Education which operates the
Botswana Polytechnic had thirty expatriates in established positions

at the end of 198l. The associated Brigades Development Center (BRIDEC)
has nine expatriates. In other departments, the Department of Non-formal
Education had five expatriates, the Department of Curriculum Development
and Evaluation had two overseas officers, the Department of Teacher
Training (In-Service Training) had seven and the three teaching
departments (Unified Local Government Service, Primary Education and
Secondary Education) had a total of ten expatriates excluding teachers
and headmasters.

While an overall ministerial training program has not been developed as
yet, a number of potential areas of priority can be identified. Much
of the middle to higher level training for the MOE will have to be at
overseas institutions. One pattern of promotion within the Ministry of
Education is that many of those in positions of senior level management
are former teachers, many of whom may not be very 2ffective as adminis-
trators. Courses in public administration and management at bota the
certificate and diploma level would provide a reasonable coupling <o

their professional education.

A priori%y for the ministry would seem to be the development of a sensible
program of training and possibly the establishment of a position of *training
officer within <he Ministry. More careful selection of zhose sent away

for both in country and overseas training is of great impor=ance. The
development of a set of priorities within the Ministry itsell would likely
have to be comclamented by training plans for <he major depar=ments of

MOE.
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At the middle and lower level within MOE and its constituent departmeats,
the bulk of the training would take piace at local training iustitutions
such as the IDM and BIAC. MOE would nced support for these institutions
both in terms of training staff and financial support for course study.
MOE would be best supported by an on-going program at IDM and/or BIAC

to train its lower and middle level personnel. Three areas of training
are of likely importance for this kind of local level training: Education
Administration, Administration and Management Training and basic admin-
istration and supervision at the 'nuts and bolts' level for support staff
at the 'B' level of the civil service within the Ministry.

During the period between 1982 and 1985 one of the first tasks of the
Ministry of Education will be to identify its primary training needs and
priorities. In the interim, the following specific areas of potential
priority, both in terms of overseas and in-country training can be noted:
(1) Assistance, both in terms of overseas training and in terms of both
short and long term expert appointments, in the Department of Curriculum
Development and Evaluation; (2) Training both within country and overseas
within the Bursuries Department of the Ministry; (3) Training at the
district level for school inspectors, district adult education officers
and other district eduction officers; (4) Training in the areas of Manage-
ment and Administration for senior and middle level civil servants within
the Ministry itself; (S) 'B' level training for the Ministry and its constit-
uent departments particularly in the area of clerical and registry skills;
and (6) Staff development and in-service training for the Department of
non-formal education.

While the bulk of the training for MOE will have to be either in-country
training at existing local institutions or in the case of more specialized
professional training at overseas institutvions, there are likely to be
cases where either short term or long term QPEX appointments might be
essential in particular key departments such as the bursaries department

or the Department of MNon-Formal Education where their functions are crucial
to the on-going activities of the Ministry and/or MOE's rural development
program.

7. Ministry of Commerce and Industry

With the increased emphasis in NDP V on productivity, income generation
and employment creation the activities of the Ministry of Commerce and
Industry and its departments takes on increased importance. The Ministry
is Aivided into two parts, the Industrial Division and the Commercial
Division, each responsiblis for goveranment activities in their

functional spneres.

Much of the activities of the Ministry of Commerce and Industry are
related to training and human resource development. The goal of the
Ministry is to provide a scaffold of government assistance around the
entrepreneur until such time as the fledgling participant in the privace
sector can strike out on nis/her own.

In spite of the broad emphasis on human resource development the MCI does
not have an over all training plan nor is there a training division in
the Ministry.k/lns:ead the focus of planning is on the departmental and
orogram level reflecting th2 diverse activities of the Ministr:''s
component parts.

L/ After complaticn of the Project Paper, dCI submitted a compiete
training plan. A portion of this plan is included in Annex II=C.
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There remain a number of posts within the Ministry of Commerce and
Industry which had not been localized as of the end of 198l. There are
still three positions in the Planning Unit which are staffed by
expatriates. In the Industrial Affairs Division, twelve of the industrial
officer positions were staffed by expatriates at the end of 198l. (These
are the Rural Industrial Officers.) There are six expatriates in the
Commercial Division, and there are sixteen overseax officers in the
Botswana Enterprises Development Unit (BEDU). Considering the small size
of the MCI (less than 100 positions) there remains a considerable over-
seas presence in the Ministry.

While the Ministry of Commerce and Industry does not yet have an overall
training plan or a training officer (this would have to be a prerequisite
for BWAST - project activity in MCI) human resource needs can be
categorized as one o ° two types. First, manpower will have to be
developed to locali;e the many key positions which remain filled by
overseas s+taff. Secondly, the human resource programs of the Miniztry
headquarters will have to be strengthened so that they can have a
significant impact upon Botswana's productivity and employment generation.

There are a number of specific¢ programs designed to stimulate produc-
tivity in the MCI. Among these are the Rural Industrial Officers (RIOs),
the Botswana Advisory Service (BAS), Rural Industries Promotion (RIP)

and its sponsorship of the Rural Industries Innovation Center (RIIC),

the Trade Promotion Unit (TPU), the Botswana Enterprise Development

Unit (BEDU), and the Botswana Development Corporaticn (BDC).

a. Rural Industrial Officers (RIO)

The RIO program was begun in 198l and initially RIO positions were staffed
by US Peace Corps Volunteers, and the senior RIO position in Ministry
headquarters was staffed by an OPEXer under SAMDP I. RIOs were based

at district centers and wure to be responsible for the formulation of
rural industrial projects and the identification of local entrepreneurs

as potential project managers.

MCI is considering various strategies for localizing the RIO program
and for providing additional training for those RIOs who have been
localized. Two possible strategies are being considered. First, there
could be training for those RIOs who can qualify at university level
specializing in small business administration. The alzarnative would
be to develop a locally based program for 2I0s in Botszwana at the
Institute of Development Management. RIOs need a number of skills
including analytical skills, economics and basic business and extension
techniques. Though the sophistication of the RI0Q work ultimately
requires graduates, a three year intensive, non-degree program has been
proposed oy MCI (to be run by ILM or jointly between IDM and the

University). The probiem wizh the MCI program is one of scale. There
are only =zhirteen RI0 pos*=s and drawing "p a specialized program for
them would be pronhititively axpensive. WCI is now c<onsidering the

possitility of a combined training program which brings together

participants from a number of the Ministry's units but in particular
8IC0s and the staff of the 3usiness Advisory Serwv:ice. 3Such a arogram
would make such a specialized training much more cost-2ffective.
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b. Business Advisory Service (BAS)

The Business Advisory Service was created to provide small businessmen
with the managerial skills to make their enterprises self-sustaining.
BAS has worked closely with the non~-governmental organization, Partner-
ship for Productivity (PFP), a non-profit-making program sponsored by
the Botswana Development Corporation. Between them, BAS and PFP have
had offices in eight major centers of the country. Plans now are for
BAS to take over the PFP business advisors and the supervision of the
combined program.

BAS and PFP training programs have concentrated on such techniques as
record keeping and business management. Advice is given at the place
of management in a one-on-one relationship and the actual records of

the business are used as principal teaching aids. BAS has no classrooms
or residential centers.

Support for the BAS program would be at two levels. At the first level
would be support in terms of curriculum design and financial support

for the on-going training program. At the second level, there is a need
for support for the training staff of BAS to give them the skills in
retail management and small business administration which can be

passed on to entrepreneurs. A major component cf this support would

be in the training of trainers.

The Institute of Development Management is considered an appropriate venue
for the training of those who are employed within the service, and
assis*tance is needed both for curriculum development for the on-going
training activities in the area of small business administration, and for
narticipant assistance while in attendance at IDM. BAS is willing to
consider a joint training program with the Rural Industrial Officers and
perhaps with other MCI departments.

c. Rural Industries Promotion (RIP)

The purpose of the Rural Industries Promotion Unit is to set up and
assist small scale industrial efforts in the rural areas. The purpose
of the unit is to provide support for the promotion of the village
indus:ries and artisans. The aim of the Rural Industries Promotion Unit
is that of the Rural Industrialization Program of which it is a part,
that is “o assist in the development of rurzl enterprises that can
stand up in local consumer markets against supplies brought in from the
urban areas and from outside the country.

The Rural Industries Innovation Center (RIIC) which is located in Kanye
is an RIP subsidiary. Its purpose is similar to that of other ncn-
profit companies in Botswana (such as Southern Rural Development Associa-
tion and Pelegzno Village Industries); that is to both provide training
and business support for potential rural sntrepreneurs. The major

focus of its ac=ivity is to deveiop grojects that will develcp, test

and promote techniques and produc<s <hat are suited to Botswana's
development needs.

The RIIC has three classrooms and can sleep and feed oetween sixty and
eighty people. At present neitner RIP nor RIIC has any kind of a
training document. The Innovation Centar undertakes two types ol
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training. One of these is based on the apprenticeship system whereby
participants spend fixed periods of time learning the skills of their
trade. The second type of training is on a needs-demand basis.

d. Trade Promotion Unit (TPU)

The purpose of the Trade Promotion Unit is to undertake activities for
the Commercial Division of MCI related to the promotion and development
of trade. The Unit has the responsibility for both encouragement and
advice on trade matters, for the compiling of information on all aspects
of trade and international markets and to promote both international

and internal publicity for Botswana's products.

The TPU 1s mandated to run four to five courses a year varying in length
from one week to one day seminars. The unit has some training equipment
though no facilities. One possible area of priority for the TPU would
be in the area of training nersonnel., The unit would need a trainer
with a background in business adminstration with practical experience

in developing countries. The unit is also in need of supplies for
teaching and training seminars.

e. Botswana Enterprises Development Unit (BEDU)

BEDU was set up to establish and support small scale industries owned

by local entrepreneurs. Initially this was done througnh the establish-
ment of industrial estates in trading centers. Many of these industrial
estates have limited training infrastructure of a classroom or seminar
room where training can occur.

The industrial estate concept was not entirely successful for BEDU, and
in the period since 1979 the unit has begun <o cilange its area of focus
away from its urban and industrial estate orientation and will seek o
help entrepreneurs to develop feasible projects anywhere in the country.
In addition BEDU is moving away from the small scale entrepreneur toward
the middle leval, more prouwising businessme... In the process, 8EDU is
also moving toward an extension service.

The shift in emphasis is expected %o be completed by 1984, and with this
shift in emphasis there is to be renewed empnasis on trainirg.

3EDU needs a variety of training .or i%s extension starl. dmong the
areas of priority are %oth administrative and f-chnical skills., At

zhe delivery end SEDU is heavily reliant on expatriate staff, and there
are also large numbers of vacancies. Prior <o 198l there was little
training emphasis within tae unit.

Some of the training would have %o be a% the higner/overseas level in
=he areas of bdusines management and adminis<Trastion and in the technical
areas wnich 3ECU 2mpnaizes /such as indusTtrizl zcols desizgn, princ
industries, small scals foundary operaticns, Turniture and joiner
indusTries, <ex=iles and metal work). The 2axac:t =yre ol zechnical
training is predicated upon the development of a set of priority areas
for 3EDU.
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Much of the training would of necessity be in-country at either the

IDM or BIAC. Courses here would need to emphasize small business
administration and management. The unit has in the past had highly
specialized training needs which sould not be well met within Botswana.
However, with its new emphasis on extension work there is likely to be
more of a training capacity which is relevant to BEDU within the country.



SECTION C: INSTITUTIONAL ANALYSIS

1. Introduction

The success of the project will depend to a great exten . the capacity
of Botswana's existing training institutions to undertake the increased
activity which the project will generate. This section examines each
of the relevant institutions in an attempt to gauge their areas of
expertise and their present institutional physical capacity to provide
training. For each institution and program, the strengths of the

of the organization, potential for expansion and the type of training
offered will be discussed.

In-country training institutions fall into two categories. First, there are
a number of residential training institutions which offer courses of varying
lengths to their participants. Among those considered here are the
Institute of Development Management (IDM), Botswana Institute of Adminis-
tration and Commerce (BIAC), University College of Botswana (UCB),

Botswana Agricultural College (BAC), Botswana Polytechnic (POLY) and Roads
Training Centre (RTC) and the Brigades. All of these institutions

have the potential to absorb increased training activity under the

project.

The second kind of training institution provides specialized training
delivery in a non-conventional form which tries to bring training to the
target community rather than bringing the target community to the
institution. Among these programs are the Botswana Entarprise Develop-
ment Unit (BEDU), Rural Industries Promotion (RIP), Trade Promotion Unit,
Business Advisory Service and the Botswana Develooment Corporation (BDC).
Discusson of those specialized training delivery services located in the
Ministry of Commerce and Industry are discussed in the Technical

Analysis section of the project document.

2. Institute of Develooment Management (IDM)

a. Area of expertise

The IDM is a Botswana and regional training institution for upper and
middle level management in the nublic, parastatal and private sectors.

The Institute operates at the Certificate level and has areas of
concentration in Public Adminis<ration and Management, Personnel Adminis-
tration, Health Administration and Education Administration. In addition,
the Institute offers approximately 25 short courses of four weeks duration
or less in its areas of specialization. The IDM is the only institution
of its kind in Botswana which would have the capacity (in conjunction

with the University) to develop a Diploma level program.

The IDM has been onmerating in Botswana, Lesotho and Swaziland since

1974, Its main campus is at the University of Botswana with branches

in the other two countriss. The Institute has a nighly qualified staff

and nas had a strong localization effor=. It nas fourzeen local fellows in
various s=ages of Masters degree programs and two candidates for the PhD
degree. A number of these fellows nave returned or will Dde returning

from overseas in the nex= Zaw years. The IOM's major strength is that

it is highly flexible. Its regional standing and its diversified sources
of funding remove it from the bureaucratic rigidicty which usually
characterizes government training centers. I3 course structure and time-
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table are set up to allow for quick reaction and adjustment to the needs
of its various clientele.

b. Physical capacity

IDM Botswana was recently strengthened by modest additions under the
World Bank agreement with GOB. At present it has five classrooms and
two potential seminar rooms and a library. In February 198l, it was
operating at close to capacity but its hostel space {one block with 46
beds) is a major constraining factor. At present, utilizing the small
seminar rooms, there is a capacity for 180 people in the classrooms.

c. Ability to expand training

The IDM has an advantage in that it is highly flexible. The Director
has indicated that the IDM is willing to carry out any training tasks
that are assigned to it in Bou:swana and that it will cooperate with any
department and ministry (as well as the private sector) in the develop-
ment of specialized programs. Calculations have been made on the
physical structure and in order to average 3 000 additional student weeks
for the period 1983 through 1987, the GOB will finance three 36-bed
hostels, six classrooms and eight offices.

The IDM is likely to be the lead institution in local government training
(ULGS). It will likely design the pre-certificate training for ULGS 'B!'
level administrators. It will also provide management and administration
training for the central administration public servants in the four
target ministries. IDM is also scheduled to provide specialized

training in finance and small business admininstration.

3. Botswana Institute of Administration and Commerce (BIAC)

a. Area of expertise

BIAC is the national training center for junior and middle level employees
primarily for the public sector but also for parastatal and private
employees. In addition there is an autonomous ILO sponsored program in
accountancy at both the Certificate and Diploma level. BIAC offers a
number of courses at the pre-certificate level. Most of these are short
courses of less than twelve weeks in duration. It offers a range of
certificate courses (elementary, intermediate and advanced) in
secretarial/typing. A number ci short courses are cffered for the public
service including basic courses in administration and management,
personnel administration, clerical administration, supplies management
and government regulations.

BIAC has a well developed physical infrastructure which has been
strengthened by construction undertaken with World Bank and ILO financing.
It is the designated public service training institution for central
government and thus could have a wide impact cn public sector human
resources development. As it is under the direct supervision of the
Offioce of the President, it should be responsive to governmert plicy
decisions.

BIAC is somewnat under-utilized when one examines both the magnitude of
the public service (13 000 in the cenctral government and 3 000 in the
Unified Leccal Government Service) as well as the size of the institution.
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b. Physical capacity

BIAC currently has twenty five classrooms. Six classrooms plus one hostel
were provided under recent World Bank funding. Of these classrooms,

four are allocated for special use: one for Unified Local Government
Service, one for National Railways of Zimbabwe, one for Customs and Postal
Training and one for Prisons Department. Assuming full utilization of

all facilities, BIAC has a total capacity for 625 students at one time.
There are three hostel blocks and when the last block is completed there
will be a total capacity of 252 beds.

c., Capacity to expand

There is some capacity to utilize existing physical infrastructure at
BIAC. Excluding the accountancy and secretarial course, which appear

to be fully utilized, there were only 268 students who attended public
service courses at BIAC in 1981, and no more than sixty are in attendance
(in three courses) at one time. The total number of students accommodated
at the campus at one time is approximately 360. Depending on the number
of hostel residents, there is likely to be an under-utilization of one

to two hundred classroom places.

Under the project, BIAC will likely train at the pre-certificate level

"in such areas as basic supervision and management, registry and supplies
administration and clerical administration. The ILO-developed accountancy
and business administration program will be able to train officials

from beth the Ministry of Commerce and Industry and the Unified Local
Government Service.

4. Botswana Agricultural College (BAC)

a. Area of expertise

With the breakup of the University of Botswana and Swaziland, the

Botswana Agricultural College, part of which may become the agricultural
faculty of the University of Botswana, will be the major center for higher
education in the areds'of agriculture and animal husbandry. Currently,
BAC offers a two year certificate-level course in both agriculture and
animal health and has bYegun a two year diploma course in the same areas.
There is also a two year cer<ificate course in community development at
the college. A decision has yet to be mace on the question of a faculty
of agriculture for the University of Botswana but by the mid-1280s it

is possible that this might be located at the College's Sebele campus.

The BAC has gone through a period of rapid expansion. BAC has a good
infrastructure, a steady sugply of overseas stafif and strong doner
supporz. The YJSAID-assisted expansion project focused on improving and
increasing %he capacity of 3AC to %rain agriculzural manpower to bettel
serve the rural sector needs of Botswana's agricul=zural community, and
is <the main source of trained manpower for 3AC's localization program.
The project provided Soth the construction of new facilities, technical
assistance personnel and par<=icioant %raining support<.
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b. Physical capacity

Prior to the beginning of the USAID expansion project, there were six
classrooms, three laboratories and three hostels. There was a capacity
for 174 students in the classrooms and hostels. The expansion

will bring the total capacity of the college to 370 including seventy
diploma level candidates. There are now twelve classrooms, six
laboratories, three wo-kshops, a lecture hall and a library. The
Community Development program has the use of two classroom2 for a total
of sixty participants. Community Development uses one of the sixty-bed
hostels.

c. Capacity to expand

The USAID expansion plan presently allows for an expansion to 370
participants. There will be little room for further expansion within

the framework of the 1983 infrastructure. Further expansion would

require an additional investment in both classrooms and hostel capacity.
With regard ro the ULGS community development training, the Principal of BAC
has indicated his willingness to undertake an expanded training program at
BAC if the physical facilities were increased. Projecting the development
of a diploma level program an additional infrastructure of one classroom

and one 36-bed hostel would be needed.

Under the project BAC will provide all of the in-country training for
officials in the Ministry of Agriculture. In addition, assuming that

the Community Development program stays at BAC, the College will provide
both expanded certificate and post-certificate training for the Community
Development cadre of ULGS.

S. Botswana Polytechnicl

a. Area of expertise

The Botswana Polytechnic has the responsibility for meeting the needs

of Botswan2 in the provision of vocational training at both the craft
and technician level in the fields of civil, electrical and mechanical
engineering. Among those trained are builders, water technicians, auto
mechanics and roads builders.2 All of its courses have the oojective of
a certificate of the City and Guilds of London Institute. Its examina-
tions, both theoretical and practical are marked by the Londen Institute.

The GOB has made a major n frastructure commitment to the Polytechnic and
the Automotive Training Center. The physical capacity at the Polytecnnic
provides for considerable expansion in the 1380s. The Principal of the
Polytechnic has indicated that institutional planning for expansion
within the framework of existing infrastructure though some additional
classroom and hoste! space is being considered.

b, Physical infrastructure

The Polytachnic currently has (as of February 1982) a total of fif*teen
classrooms which can acczommodate 358 students. There are two drawing
offices, two science laboratories and nine workshops. The worksnops

1 : . X . .
A separate Automotive Trades Training Center is now being established

on grounds close to the Polytechnic.

In conjunction with the Roads Training Center. See below.
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have a capacity for 192 students. In terms of hostel capacity of ifour
blocks of eighty each or a total of 320 beds. The BRIDEC site,which has
been integrated into the Polytechnic, has five blocks of sixteen beds for
a total of eighty. Thus, there is a combined bed capacity of 400. All
400 hundred of the beds were in use as of February 1982.

c. Capacity to expand

The Polytechnjc, using the BRIDEC annex, is overating at full capacity
because of hostel limitations. There is some space capacity in terms

of classrooms and workshops (approximately 150 places) which could be
utilized with additional hostel capacity. The Principal of the Poly-
technic has indicated that considerable expansion is possible to meet
the needs of both central government and the Unified Local Government
Service provided that adequate staff and physical infrastructure can be
provided. Assistance under this project could include overseas training
for existing staff and lecturers for the institute to replace Batswana
overseas and short term consultants for curriculum development. It is
estimated that with current infrastructure an expansion of 25 - 30 percent
is possible provided that adequate hostel accommodation is available.

If project demands require expansion, the GOB will consider constructing.
additional hostel facilities.

Under BWAST , the Polytechnic could provide technical training to the
target ministries and in particular the ULGS. Among those to be trained
at both the craft and the technician level include builders, water
technicians, mechanics and roads technicians. The latter would complete
their trainine at the associated Roads Training Center.

6. Roads Training Center (RTC)

a. Area of expertise

The Roads Training Center offers a two year supervisor's course for lower
level roads personnel in both central and local government. At the upper
level trainees from the Botswana Polytechnic destined to work as roads
technicians complete a one year technician course at RTC after they have
completed training at the Polytechnic.

b. Physical capacity
There are currently two classrooms and one nostel as well as an office
block. RTC can at present accommodate sixty sTudencs.

c. Capacity %o expand

The Principal of *he RTC in 198l indicated that RTC was preparsd to
inerease its sraining capacity and in particular it would be willing tc
accept the increased training activities of the Unified Local Govermmeni
Service.
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7. Brigades

a. Area of expertise

The role of Brigades in Botswana has changed over the years and

continues to be under evaluation by the GOB. By the end of 1981 two wings
of Brigades had emerged in Botswana. There are the vocational training
wing and the production and development wing. In a very few years the
vocational training wing is likely to be developed to provide basic craft
training as the base of a pyramid of technical training opportunities.
It also seems likely that government will take over some vocational
training brigades and turn them into trade schools. The production and
development wing of the movement consists of production brigades seeking
to create self-sustaining employment opportunities and development
brigades providing services for local communities.

There is no question that the Brigades movement has had a major and
distinct’ impact upon Botswana. During the cour.e of the development
of the brigades movement, its objectives have come to encompass many
programs attempting to reach a large section of the rural and peri-urban
population. The strengths of tile brigades training is the emphasis upon
on-the-job training, an emphasis that policy makers are likely to try

to preserve.

b. Physical capacity

By 1981 there were eighteen major brigades operating in rural centers
throughout the country. By the end of 1981 they will have trained 3 500
people since 1965. A total of 574 trainees were in Brigades in 1980.

Of these 52 percent were in building, 23 percent were in carpentry, 5
percent were in mechanical, 4 percent each in farming and welding and

2 percent were in draughting. Miscellaneous other activities accounted
for the remainder.

c. Capacity to expand

Brigades facilities are generally under-utilized and could well provide
the basis of a decentralized system of non-technical training since they
do have classroom and other physical facilities in all of the major
centers. Brigades will likely provide the bulk of the pre-craft level
training for the target ministries and ULGS.

8. University College of Botswana

a. Areas of expertise

As the focal point of higher education in 3otswana, the University has
the following specializations: BA Humanities, Social Science, Commerce; BSc pre-~
entry Science course, post~-graduate Certificate of Zducation, Secondary Education,.
a recently 2stablished Primary Zducaticn Certificate,courses in Accounting
and Statistics.

b. Physical capacity
There ars currently about 1l 200 students enrolied in all courses at the
University. There are 1 0l2 peds in thirzy three blocks and there are
112 zemporary beds. There are twenty nine classroomlecture theaters
with a total of 1 356 seats. The University is currently filled to its
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maximum capacity and is overcrowded primarily because of a shortagc of
hostel space. The current plan is for the University to expand gradualiv
to the year 2000 with a maximum of 3 700 students on campus at that

time.

¢. Capacity to expand

As the source of much of the highly trained manpower of the country, the
University is crucial to the development of human resources in Botswana.
However, as almost all of the training is pre-entry rather than post-entry
its capacity to expand in-service training is limited. There are two
exceptions which are important, however. First, there are a limited
number of mature entry places at the University which are available to
those who are already employed. The number given in the UBS catalogue

is 25. A program under this project may be available to allow at least
some of those positions to be made available on a regular basis to both
members of the public service and the Unified Local Government Service.
Secondly, a major area of support may be the development jointly by

the University and the Institute of Development Management of a joint
Diploma in Local Government Administration. This diploma would be
design.d specifically for those already in respectively the public service
and ULGS.



SECTION D: SOCIAL AIM\LYSIS

1. Socio-economic Environment

The training prcposed in this project will be targeted to three segments
of Botswana's population: public secter employees, individuals in the
urban private sector and rural peoples who are either presently

employed in, or wish to enter, rural enterprise.

All of the target population will be citizens of Botswana. While

the majority of the pecple in the country are Tswana in origin, the
indigenous population of Botswana contains a number of people of non-
Tswana origin such as the BaKgalagadi, the Basarwa, the Kalanga, the
Herero, the Bayei and the Mbakushu. In addition there are a small
number of people of European, Asian and mixed ancestry. Most of these
minorities are politically incorporated into Botswana, acknowledge
the authority of the Tswara chiefs and speak Setswana in addition

to their first language. The official Botswana Government policy
seeks to eliminate 'tribalism' and to foster a sense of national
identity. Social differences in Botswana are related to political
and economic status, rather than to non-Tswana origins.

Botswana is a cattle country; livestock plays a fundamental role in the
economy of the majority of louseholds. Individuals employed in rural and
urban enterprise are not uncommonly cattle owners. Remittances from
migration to South Africa, anotner feature of Botswana's economy, are
also frequently invested in livestock and farming. Business is not a
primary occupation of the majority of small entrepreneurs, nor is it
perceived as a route to status and respect. High status occupations in
Botswana remain primarily cattle raising/agriculture and seznadarily,
civil service.

For the majority of Botswana's population, the household is the basic
unit of production and consumption. Attempting to maximize their
welfare, members diversify their activities between three economic
spheres: the domestic economy (livestock/agriculture), the local market
economy {village penny capitalism) and the market economy beyond the
village (including the public sector and differing forms of wage labor).

Women participate to varying degrees in each of the three economic
spheres. Generally, as a social norm,women are restric<ed from entry
into the high-status male occupation of cattle raising. Consequently,
many women =urn to formal and informal business -0 gain a measure of
economic independence.

Other women are encouraged by cheir husbands %o 2nter businesses so as
to suoplement the household economy. Two recent independent surveys ¢
rural enterprise reveal tnat S8 percent and 38 percent of entrepreneurs
were female. If the brewing of beer for cash is catagerized as an
enterprise, women then predominacts ~ural business.

The szructural composition of 3atswana families has oeen alzered by the
oredominant male phenomenon of recurrent migration.l WMany rural districts

1 . - . ) . = : .
This refers to migratinn to South Africa and rot in-country rural-urban

migration in which women par*ticipate.
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evidence 20 to 30 percent of males working in South Africa at any o..®
time. In the southeast of Botswana, the proportion of male aosenteeism
is even higher.l This results in a number of female-headed households
in which women are particularly vulnerable due to their low degree of
participation in the domestic economy and their reliance on cask. The
latter originates from their own enterprises and from remittances.

BWAST recognizes women's participation in uifferent economic spheres
and their substantial role in rural areas. Making women full partners
in development is consistent not only with concerns for equity but with
the tenets of the project as well. Under-utilization of business women
is not congistent with project objectives.

The differential distribution o." beneifts from SAMDP I indicates that
public sector females were still a minority of the participants. From

a total of 100 trainees, 22 percent were female.2 BWAST will make

a concerted effort to increase female access to training so that resaurces
are balanced between men and women.

The Government of Botswana's development strategy has emphasised the
complementary themes of rural development and employment creation. This
specific political commitment encourages training of public and private
sector employees and rural people. - Precedent training programs,
including SAMDP I, have produced an important Botswana readiness and
ability for an expanded training effort. These conditions create a
favorable climate for donor support to training activities.

2. Social feasibility/local receptivity

Social feasibility of any project is primarily dependent on local
receptivity. Among the three target groups, it was found that the degree
of interest in training varied according to potential economic deter-
minants an social enhancers. Ignorance of the 'importance' of training
did not enter the equation.

Returned public sector participants confirmed the desirability of training
using professional and economic indicators. While 69 percent of these
participants were employed in the samne position after their training,
two~thirds of all participants found most of their training relevant to
their jobs. Fifty-three percert of the trainees experienced post-training
increases in rasoonsibility, with femalwes experiencing more changes than
males. This posi<ive increase in prestige was not generally reflected

in econemic mobility. Twenty-four percent of the trainees received an
incrsase in salary directly related %o their training. Nevertheless,

57 percent still bYelieved that training increased their chances for
promotion.

Zmigracion to South Africa has been recently curctailed due <o South
Afrigan greference for labor originating within its own borders.

2 , P s ;
This does not include <rust fund trainees.
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Local receptivity among rural groups to training programs was high. A
needs assessment survey of four villages revealed a range of needs, with
unemployment being singled out as a major obstacle confronting villagers.
The interviewees repeatedly told in poignant language of the need to
create job opportunities in the rural ‘areas.

We have no means of ¢ irviving...Our children are taught no practical
manual skills, so they can work...Finding a job for us uneducated
people is impossible...The ACDO has not organized any work training
for us...The Government should provide technical people who should
come to the village to teach people practical skills like sewing,
kni*%ting, carpentry and building. If we are trained in those skills
we can create self-employment...In addition to being trained,

people should be provided with guidelines so that our services

and products are of good quality.

Among urban business people, receptivity to training was assessed through
open ended interviews (transcribed in Annex IV,E ). These interviewees,
while economically secure, had not been formally trained in business.

Not unexpectedly, the desire for training, while present, was not seen

as a prerequisite to success. At the same time, all persons interviewed
requested training in business administration. Articulate in their
assessment of business constraints, they stated their main concerns as
Botswana's economic dependence on South Africa, the necessity of
obtaining credit, the economic recession and the work performance of
employees.

Analysis thus indicates that training envisioned under the project is
socially feasible. The stimulus to each target group's participation,
however, will vary. Public sector employees have witnessed an increase
in power, responsibility and prestige. Social and economic costs
entailed in training are viewed as minimal, a reflection of SAMDP II's
cultural acceptability. Rural people are traditionally the most
reluctant to take risk when development offers rewards in the distant
future. However, these individuals interpret training as a 'secure!'
investment through which individual interests will be served by the
tangible benefits of employment. Urhan business owners, while motivated
by skill acquisition, have additionn.. long range, abstract motives, such
as opportzunities for their children, future business expansion and the
development of Botswana.

3. Spread Eirects

The desire and the ability to participate in 3WAST _ are high among
all potential participatory groups. Precedent training prog:ams for
public sector employees and workers in rural enterprises have been
successfully undertaken. Local institutions both rural and urban are
sresent to furzher develop in~-country training. All of this points to
a potential replicability of the project.

There are, however, two socio-aconomic factors that require attention.

If %“he investment on =he par<w of partizipants results in itow returns,

as measured by the values and priorities of these people, and if tradi-
tional rural Tswana visws of management and finance wnhich are cognitively
distinct from that of western capitalism are not taken into account, the
objectives and replicability of the project could suffer.
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The project is developing methods to increase its effectivness in these
two areas. To avoid low returns, courses and specific candidates in the
public sector will be related to manpower projections and training needs.
The pu:ipose of the training, i e, localization of a position or up-grading
skills of the trainee in liis/her current job, will be made clear to the
participants. In rural areas, training programs will be designed to be
regionally specific in terms of job potentials, local materials and
sexual composition of the population. This will provide a measure of
assurance that local expectations, i e, training leads to employment,

are not thwarted. To minimize cognitive prcblems faced by Batswana
participants, IDM has proposed that management and finance training
programs be designed so as to accommodate Tswana perception.

In addition to the horizontal spread effects, the project has the
potential to provide vertical linkages between training and the larger
goal of employment generation. In most of rural Botswana, however,

there are low returns of various formg of cottage industries. Markets

are small which excerbatz the difficulties of producers subsisting off
their earnings alone. In both rural and urban areas, there is competition
from mass produced goods and difficulties in obtaining raw materials and
capital for investment.

The vertical spread effects of this project will require support from
additional rievelopment efforts. The benefits of a training program cannot
be assumed tc occur spontaneously. Training is but one variable in a
complex equacicn and a multiplier effect of benefits will be achieved
only after a concerted effort.

4, Social Impact

Project training activities will directly benefit an estimated 1,000
target population which will receive training. Provided that the trained
individuals can market their skills, it is projected that benefit
distribution will most favorably affect the rural household segment of
the population. If this program is successful, it has a potnetial for
increasing the income of these households. It is zaticipated that
benefits to puklic sector participants and urban business people will

be more or less equal.

The project impact on women is not yet easily assessed. Since women are
involved in rural and urban enterprise, it is estimated that training
will provide them with needed skills. It has already been demonstrated
that women in cthe public sector axperienced benefits from training.
These henefits, however, could be overshadowed by regative affacts if
the project does not take special measures to incorporate women into the
implementation process. The GOB, however, is well aware of the issue
and is adopting policies to ensure that significant proporsions of women
are trained.

While <he ultimate success of the project necessarily depends on the
quality cf project implementation, analysis of <he project in terms of
the social factors involved, indicates that the project is soundly
designed <o meet its stated objectives.
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SECTION E: FINANCIAL ANALYSIS AND PLAN

l. Summary

The total budget for this project is $19 354 000 of which USAID will contri-
bute $14 558 000. The GOB contribution will be $4 796 000 which is 25
percent of the total project costs. Major components of the budget are

in Table I.

Table I: Summary of Project Costs (3000)

USAID ITEM GOB
3 S€0 Technical assistance 576
1 800 Technician support 869

100 Commodities 200
7 021 Participant training 1 491
400 Participant support —
- Construction 620
1 677 Inflation 668
- Contingency 372
14 558 TOTAL 4 796

This budget has been prepared in clos2 cooperation with GUB officials.
Project Paper design members and USAID/Botswana officers have met numerous
times with top officials of the target ministries and representatives of
the private sector to review the GOB project budget and recurrent cost
implications.

It is evident that the GOB fully recognizes the recurrent costs inherent

in implementing a manpower training project of this magnitude and has
clearly demonstrated its willingness and ability to meet both capital and
recurrent cost requirements attributed to the GOB in the project budget. The
recurrent costs to the GOB are estimated to be an annual pula equivalent

of 3150 000 per ministry after project completion. This will be mainly

for additional salary increments resul+ing from training and maintenance
costs for training facilities. Currently, the four target ministries

and ULGS's annual operational budget ceilings, as well as their projected
annual increases are as follows:

Ministry of Education 340 108 000
Projected annual increase 11%
Ministry of Local Government and Lands! 22 797 000
Projected annual increase 8.7%
Minisztry of Commerce and Industry 3 220 000
Projected annual increase 13.2%
Ministry of Agriculcture 17 806 C0O0
Projected annual increase 10.3%

Unified Local Government Service
Projected annual increase 18%

1 . .
Includes Unifiad Local Government Serwvice.



S0

Thus, the additional recurrent costs of the project are estimated at
about .03% for Ministry of Education; .06% for the Ministry of Local
Government and Lands; 5% for the Ministry of Commerce and Industry; and
.08% for the Ministry of Agriculture. All are well within planned
budget increases as outlined in the GOB's Fifth National Development
Plan.
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Estimated AID Contribution by Fiscal Year

Table 11: AID Expenditures by Fiscal year (US Dollars)

Component

Techical lsslstancel

A. Uong-ters OPEX { new starts/year)
8. Long-tera (PSC) {one at ROP)

C. Short-tera (12 per year)

Participant Training

A. Llong-ters administrative/sanagesent
Fully funded (28 x ©20 000 x 3 years)

B. Lleng-tera technical.

Fully Funded (28 x $20 000 x 3 years)

C. long-term private sector
(16 x $20 000 x 3 years)

0. Short-ters administrative/management
(12 x $4 000 x 2 wonths) overseas

£. Short-term technical--overseas
{20 x $4 000 x 2 months)

F. Short-tera private sector
overseas-acministrative and
technical (5 x $& 000 x 2 months)

G. Short-term administrative/managesent
in-country (500 x $500 x 2 months)

#. Short-ters technical, in-country
(300 x $500 x 2 months)

1. Short-term private sector
adwinistrative/technical,

BEF scholarships in-country
(60 x $500 x 2 months)

J. Short-tera private sector
administrative/technical ACI
scholarships in-country
(150 x $500 x 2 months)

! See Annex FTI.Afor a cost breakdown.

FY 82 FY 83 FY 84 FY 85 FY 86 FY 87 FY 88 rY 89 Total
(82 800 (3) so0 (9) 900 2 800
260 240 480

(12) 120 (12) 120 (12) 120 (12) 120 480
(7) 420 (7 "20 (1) 420 (7) 420 1 6R0
(7) 420 (7 420 (7) 520 (7) 420 1 680
(2) 180 (&) 240 (5) 300 (s) 300 I 020
(3) 2% (3) 24 () 24 (3) 24 95
(s) 40 (5) 40 (5) 40 (5) 40 160
(1) ] (1) 8 (1) 8 (2) 16 40
(125) 125 (125) 125 (125) 125 (125) 125 500
(75) 75  (715) 5 (715) 15 (715) 75 300
(15) 15 (15) 15  (15) 15 (15) 15 50
(35) 35 (35) 35 (35) 35 (35) 35 140

The nusber shown in parenthesis indicates the nusber of individuals

involved in the project activity.

Includes consultant services for evaluation.
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Tabel 1I: continued

Component FY 82 FY 8) FY 84 FY 85 FY 86 fy 87 FY 88 FY 89 Total
Comsodities

Teaching materials 25 25 25 25 100
Contract Costs 200 500 500 500 500 2 200
Participants still eut on traiming (2) 1 ns! 1 345
SuB TOTAL 200 372 2 947 3 27 2115 12 88l
Inflation (10X compounded annually) 295 682 100 1677
TOTAL 200 & IN 3 262 3 929 2 8IS 1% 558

! This asount refiects the funding needed to fully fund
all narticipants still out on training under SARDP §.
a. 22.25 person years froa participants who feft in

FY 81 will be fully funded in FY 83,
b. 45 persen years fros participants who left in
FY 82 will be Fully Funded in FY 83,
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Estimated GOB Contribution by Fiscal Year

Table 111: Breakdown of Costs by G0B by Year (US Dollars)

Component fY 83 FY 84 FY 85 FY 86 Fy 87 fFY 88 FYy 89 Total
Technical Assistance

Counterparts For OPEX officers! (9) 72 (18) 108 (27) 146 (27) 156  (18) 12 (9) 36 576
Participant Training (overseas)

A. Long-tera (public sector)

1. Salaries for &2 participants (1s) 70 (18) 105 (1) 130 (1a) 132 (14) 86 (7) 26 549

2. Transportation 28 28 28 28 112
8. Long-ters (private sector)

Transportation (2) 4 (s) 8 (s) 10 (s) 10 32
C. Short-term (private sector)

1. Salaries (8) 11 (8) 11 (8) 11 (8) 1 bt

2. Transportation . (8) 16 (8) 16 (8) 16 (8) 16 64
D. Short-ters (private sector)

Transportation (1) 2 (1) 2 (1) 2 (2) 4 10
E. Short-tera (public sector) (in-country) .

Salaries (200) 170 (200) 170 (200) 170 (200) 170 680
Construction 220 370 30 620
Technical Services Support
A. Salary? (9) 72 (18)  1s  (18) 156 (18) 144 504
8. Housing (9) 4 (189) 86 (18) g6 (18) 86 302
C. Office supplies (9) 9 (18) 16 (18) 18 (18) 18 63
Cosmodities 50 50 50 50 200
SUB-TOTAL 768 1 116 E}g Elg 129 _Eg 3 756
Inflation (10X compounded annually) 112 176 269 13 I8 668
Contingency (for construction) 93 93 93 93 n
TOTAL 92.: 1 321 1 10¢e 1175 231 100 4 796

1. Based on $8 000 per year
2. Based on $10 000 per year
J. Based on $400 per month




Table IV: Sumsary of Inputs by Foreign Exchange and Local Costs ($000)

Al1D 608 Total

AlY = —_— Grand

Ites X LC FX Lc FX LC Total
Technical Assistance 3 560 576 3 560 576 4 136
Technician Support 1 800 869 1 800 869 2 669
Commodities 25 75 148 52 11 127 300
Participant Trairing 5 721 1 300 1 491 S 721 2 191 8 512
Participant Support 400 400 400
Construction 515 105 515 105 620
Inflation 1 346 31 238 430 1 584 761 2 W5
Contingency 300 12 300 12 372
12 852 1 706 1 20) J 595 14 053 5 30l 19 354

Table v: AID Obligations Schedules by Fiscal Year ($000)

fYy 82 FY 83 FY 84 FY 85 fy 86 Total
Technical Assistance 1 160 1 020 1 260 120 3 560
Techniclan Support 200 400 400 400 400 1 800
Commodities 25 25 25 25 100
Participant Training 2 687 1 402 1 462 1470 7 021
Participant Support 100 100 100 100 400
Inflation 295 682 700 1677

TOTAL 200 4 372 3 282 3 929 2 815 14 558
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PART IV: IMPLEMENTATION ARRANGEMENTS

SECTION A: IMPLEMENTATION SCHEDULE

A list of critical events for the prnject is included in Annex II-B

of the Project Paper. Some of the major events are summarized below.
It is anticipated that the Project will be authorized in April 1982,
with the request for proposals for the implementation contract advertised
in the Commerce Business Daily in April 1982. The Project Agreement
will be signed in May 1982. It is anticipated that the implementation
contract will be signed by September 1982, The first nine long term
OPEX technicians will arrive in January 1983, and the first long-term
participants will depart for training in September 1983. Also, in-
country training will begin in September 1983. The project mid-term
evaluation is scheduled for September 1984. The first group of long-
term participants will return in June 1986. The final group of part-
icipants will return in June 1989, with the final evaluation scheduled
for June 1988. The project's PACD is September 1989.

SECTION B: IMPLEMENTATION RESPONSIBILITIES

1. Government of Hotswana

A. General

The Project Agreement will be signed by the Ministry of Finance and
Development Planning and will provide funds for the provision of long~-
term OPEX advisers: short-term consultant services; and long- and
short-term participant training in-country and overseas. A Project
Agreement will be signed annually describing the scope and purpose

of the project, and general provision. When plans are finalized for

the provision of an OPEX technician for a specific job, a PIO/T describ-
ing his/her responsibilities will be drafted by USAID/Botswana and
signed by both the GOB and USAID. The GOB will be responsible for
providing a basic GOB salary for each OPEX position, plus local allowances,
residential housing, furnishings, office space andequipment. All
short-term training will be initially funded by the GOB who will submit
requests for reimbursement to USAID on a quarterly basis.

B. Director of Personnel

The GOB's Directorate of Personnel in the O0ffice of the President

will be responsible for review and approval of all short- and long-

term training and OPEX requests from target ministries and para-

statals prior to submission of these requests for approval by USAID.

It will be this oifice's responsibili“y to ensure that selection criteria
are applied, that requests are consistent with ministerial and para-
statal training plans, that training isrelevant <o job requirements,

and that countervarts are identified for training for all OPEX requests.
The AID financed shert-term training advisor will assist the Director
of Personnel in dealing with the large increase in short-term training
requests, in coordinating these requests with X2y ministries and in
working with training institutions to design training programs which
meet ministerial needs. The Diractor of Personnel will be responsible
for forwarding all training requests for USAID on a quarterly basis.

A job description for this individual is included in Annex IV-C.
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¢. Target ministries and related institutions

The Ministries of Commerce and Industry, Education, Local Government
and Lands, and Agriculture will be responsible for nominating candidates
on a quarterly basis for long- and short-term training to the Director
of Personnel who will then submit the nominations to USAID. For the
purposes of this Projects, ULGS will be treated as a separate institution
and will receive a proportionate share of project resources., The

target ministries and ULGS will then apply the selection criteria

for all candidates and will ensure that all training is compatible

with ministerial training plans and that counterparts are selected

for all OPEX technicians. In addition it will be the responsibility

of each ministry and ULGS to appoint a training coordinator for their
respective ministries. Ministerial training plans are discussed in
detail in the Technical Analysis of the PP.

p., Training Institutions

In-country training institutions will provide the bulk of short-term
training for private and public sector personnel. As discussed in

the institutional analysis, IDM will provide training in public admin-
istration, finance and accounting; BIAC will also provide training

in these areas. RIIC and the Brigades will train small entrepreneurs

in areas such as tannery and carpentry and BAS will train small retailers.

2. A

USAID/Botswana will be responsible foi* project monitoring and the
USAID/Botswana project manager (the Education and Human Resources
Officer) will serve as the principal liaison with the contractor.
USAID/Botswana will prepare necessary PI0/Ts, project implementation
letters and will coordinate the two external evaluations.

3. Contractor

A request for proposals, which will be open to both businesses and
educational institutions, will be issued in April 1982. The contractor
who will begin work in September will be responsible for recruitment

of long- and short-term OPEX technicians, payment of salaries and

other fees to these technicians and for the placement of project financed
and trust fund par<ticipant trainees.

*The composition of this committee is discussed in the Project Description.
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SECTION C: PROCUREMENT PLAN

1., Authorized source of procurement

The authorized source of procurement under the project will be Geographic
Code 941 and Botswana, except for those items covered by the nationality
waiver included irn Annex V-D.

2. Imported shelf items

Some items of other than Geographic Code 841 source and origin will be purchased off-
shelf in Botswana. Included among these items will be audio-visual
aids and other teaching equipment for in-country training courses.

3, Personal services contract

The PSC recruitment will be the responsibility of USAID/Botswana and
will be advertised through various international publications.

4, Procurement of commodities

The procurement cf commodities under this project will be the responsi-
bility of the Field Support Office of USAID/Botswana in conjunction
with the Personal Services Contractor within the Directorate of
Personnel.

SECTION D: EVALUATION PLAN

1. Internal evaluations

AID Project Evaluation Summaries (PES) will be prepared periodically

to examine progress toward achieving project outputs and the performance
of the contractor, USAID and the GOB in meeting project commitments.

The first PES is scheduled for September 1983, and others will be

scheduled as deemed necessary during the course of the projecct. These
evaluations will be conducted jointly by the GOB and USAID in accordance
with Standard AID procedures.

2. Mid-term formative evaluation

Specific issues to be considered at this time will include:

a. Yhether selection criteria should te adjusted;

b. whether in-country training is applicable to job requirements;

c. Success of private sector scholarship fund;

d. Performance of long-term par<icipants;

e. Impact on QOPEX staff;

f. Performance of contractor in selection of OPEX technicians and
placement of participants.

3. End-term evaluation

At the end of =he project, REDSC/ZA and consultants will 3o a Tinal
ment of the sroject. This team will recommend to the GOB acdi<ional

measures to be taken to alleviate the mancower constraint. Issues
noted above for the mid-term formative evaluation should be re-2xamined

at the end-term evaluation.
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SECTION E: CONDITIONS AND COVENANTS

The Project Grant Agreement will contain, in substance, the following
covenants:

1. Counterparts

The cooperating country covenants to send off for training a counterpart
for each OPEX technician provided under the project.

2, Manpower planning

The cooperating country agrees that no short- or long-term training

or OPEX assistance will be provided to institutions which do not have
Director of Personnel and USAID approved training plans within eighteen
months after signature of the project agreement.

3. ULGS

The cooperating country agrees that the Unified Local Government Services
will be treated as an institution separate from the Ministry of Local
Government and Lands and will receive a proportionate share of project
resources,

4, Training coordinators

The cooperating country agrees that each target ministry and ULGS

will designate a training coordinator to develop and implement training
requirements.

S. Training institutions

The cooperating country agrees to provide support for in-country training
institutions which are discussed in the project paper so that these
institutions ¢an accommodate the increased number of trainees financed
under the project.



ANNEX IA: MANPOWER ANALYSIS

1. GOB Manpower Planning

In Botswana the mandate for manpower planning is shared by the Director-
ate of Personnel and the Ministry of Finance and Development Planning
(MFDP). The former is responsible for planning for the manpower needs
of the Public Service, and the latter for general co-ordination of
employment policy, including the co-ordination of manpower planning

on the national level. The two offices most directly concerned are

the Directorate's Manpower Planning Unit and MFDP's Employment

Policy Unit. Both are fairly new, having been organised barely

fifteen months ago.

Location of the Manpower Planning Unit within the Directorate of
Personnel provides direct linkages with the Government office
responsible for the in-service training of public officers, as
well as with the offices for Government's recruitment and
personnel policies. In Botswana manpower is "budgeted" in
conjunction with recurrent expenditure and the Director of
Personnel sits on the Estimates (Budget) Committee, while the
Deputy Director chairs that Committee's Sub-Committee on
Manpower. The Manpower Planning Unuit provides substantive
support and direct linkages with the Macro-Economic and Budget
Administration Units of MFDP for the budget process. It also
plays a major role in the mid-term review of the current National
Development Plan, which includes re-working of the ianpcwer and
related sections. Other offices and institutions with which the
Unit liaices closely are the Bursaries Department of the Ministry
of Zducation, the Latour Department, University College of Botswana,
various planning and training offices, and the like.

The “Yanpower Planning Unit is currently staffed by an expatriate (QPZX)
manpower planning advisor and a Motswana planning cfficer, slated

to replace the expatriate after completion of a Masser's degree

in the States. The planning officer, with a 3Sc in Zconomics {rom
University College of Botswana, was assigned as a counterpart and
worked closely with the advisor from the beginning of the affort

to organize the Unit. He is currently at Utah State studying for

a Master's degree.

2. GOB Manccwer Zudgeting

As has been repeatad many times throughout this paper, Botswana lacks
skilled manpcwer. The GOB recognizes this and in fact considers the
manpower constraint to be an equal, i not greater consctrz2int to develop-
ment than the financial constraint.

The Goveramentz's reccgnition of =his constraint goes bevond rhezoric,

they have estaolished a strict system of manpower budgeting. In the words
of <=he jiaticna. Development Plan 1373-35, 'allocation ol recurrant finance
To xey depar<ments is necessary dut not sufficient to ensure the implement-
ation of “heir programs. Increasingly, che availabiliity of manpower
rather <han Jinance has seen the operative constraint.' Just as it is
necessary to ensure that finance is not preempted by low priority users,
it is also necessary %o 2nsure zhat s<ille2d and administrative manpower

is dis+ribuzaed according to development pricrities. Accordingly a

system of manpower budgeting has been introduced to complement <he
recurrent exgendicure ceiling,
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The annual manpower budget is prepared togecher with the recurrent financial
budget, to which it is closely related, through a process of successive
consultation between the Ministry of Finance and Development Planning,

the Directorate of Personnel, and the individual ministries and departments.
It distinguishes between a number of different groups of manpower, in
particular the 'A' group (administrative, technical and professional

posts above the graduate entry point), the 'B' group (other administrative
and technical posts), and a number of other groups (including teachars,
nurses and police officers, for example. The major distinction between

the 'A' and 'B' groups is designed to reflect the relative scarcities—there
is a presumption that the former group is more scarce and therefore

requires tighter contrcl in order to safeguard allocations of scarce

skills between Central Government and the rest of the economy by making
more skilled manpower available to other sectors.

In addition to performing an allocative role wilhin Government, the
manpower budget is intended to improve the allocation of scarce skills
between Central GCovernment and the rest of the economy, by making
skilled manpower available to other sectors.

Thus the GOB takes an active role in rationing its manpower in an effort
to effectively manage this scarce resource. The Plan goes on to note that
the scarcity of skilled manpowerthreatens to continue to be one of
Botswana's greatest problems. This implies that Government will still
need to husband the country's manpower resources carefully for some

time. It is important to recognise that there is a definite limit to

the increase in the skilled Batswana labour force over the next few

years, which is set by the output of school leavers who have been
successful at each level, plus those skills can be upgraded by a combina-
tion of work experience and further education. Beyond the roint where
all of these are fully utilised, growth of the economy implied the use

of expatriates, whether in the private section or in the Government.

While Government recognises the value of expatriates' skills, not least
in the field of training itself, it is strongly committed to localization,
and intends to limit the growth of expatriate employment, and to reduce

it progressively as this becomes feasible. This implies limits to both
the growth of the public service and to the proportion of skilled
Satswana employed by Government. If Government preempts tco many of

the latter, localization in the private sector will be delayed while over=-
rapid growth of Government will put more expatriates into the public
sector. Manpower budgeting will continue to be used to deal with the
problem.

3. “danpower Planning for the Private Sec<or

While the Manpower Planning Unit at the Directorate of Personnel is
responsible for GOB planning it is the Zmployment Policy Unit (EPU) at
the Ministry of Finance and Development Planning which has responsibility
for overall manpower planning including the grivate sector and the
carastatals. ‘Yhen the ZPU was created in Septemper 13980, one of its
first tasks was to create *the !lationzi Zmployment, lanpower and Incomes
Council {JEMIC), a consultative body made up ef the 3o0tswana Zmployers
ederazisn, the 3otswana Federation of Trade Unions, the Civil Servants'
Associazion and several rural sector regresentatives. NENMIC nas approved
“he re-introduction of naticnal manpower planning work and the Employment
Policy Uni% nas received CPEX assistance %o develop a natiocnal manpower
plan. A draf¢ manpower plan should te available within the next year.
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7= ig ansicipatad that such a plan would assist the country to better

set manpower prioricties and to racionalize exis<cing training opporsunities
and institutions, as well as answer one of =he key questions raised by

the EPU: ‘'are the allocations of trained/sducased manpower between
different sectors of the economy optimal given the oojectives of employment
ereation and rural development?’

4, Employment in the Private Sector

Formal sector employment has grown steadily over the last several years,
rom 41 000 in 1972 %o about 83 500 in 1280, The fastest growing sector
has been mining with employme: T growing by over 400Q0% since 1972-=and
more than doubling since 1973 when the caca base was mors reliable. Real
GDP grexsy more than 230% for shis seszor between 1§73/74 and 1979/80.
So far as che other productive sectors are concerned, employment in
freehold agriculturs has remained very steady but is now just below

the 1972 and 1973 levels. Employment in construction is now twice as
high as in 1972, but the growth in employment nas been closely related
ty the development of the major mining projects. The manufacsuring
sector is of particular interest, as growth in smployment reflects
diversification of the economy and growth no< direczly related to the
mineral developments. From 1973 to 1979 (%the more reliable period for
the data) employment in this sector grew at 11.6% per year, le, faster
than the grow=h rate in real Gup (9.3%) and aiso faster than <he
equivalent grow:n rates in o=her Scu<hern African countries including
the Republic of South Africa.

5. Localization

Over =he past 10 years, the Central Government has made progress towards
iocalization. The overall monitoring af +he country's localization efiores
is carried out by <he President's Commicsion on Localization and Training.
~he Commission has sresented localization reports in 1673, 1977, 197%

and 1981. From 1974 <o 1980 localizatisn of the Central GovernmentT 2as

a whole averaged about 90%. OQOver the same period 3atswana Central
Government employment rose from 5 297 =0 3 351, an increase of 3 454,

while expatriata employment rose from 418 o 963, an inerease of 347,

~aple i shows Localization by caure Irom Jroup A (senior and middle)
personnsl in 1973 and 1981, The government has osrogressed most rapidly
in loealizing the administrative and executive 3OSTS (97%) as well a3
she lower zechnical posts. 38% of <he executive posizicns are held by
3Jatswana. However, less progress has been macs at ~he profassional

(a2% 3atswana) and senior tecinical level (35%) due largely o the
exzremely rapid development of 3otswana. whils more technical and
aprcfassional 20s5ts nave Dean created =5 aSSisT Wil 9otswana's a2conomic
growth, the 305 has ceen upanle =5 Irain Zatswana fasc anougn <2 avoid
the axpancded use 3 a2xpatriaces. '
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ANNEX I3: DEMAND AND SUPPLY FOR TRAINED MANPOWER

L. Demand for Trained Mansower by ane GOS8

AR analysis of tralned manpover in the GOB's civil servics shows chat ths
lack of akilled personnel takes at least three forms: (1) the simple
lack af candidates %o fill escablished positions (is, the vacancy rase),
(2) =ne filling of positicns with exzatriates, and (3) the filling of
posizions with less than qualified individuals. The following analysis
will lock at =hese three COnSTralints for the senior and middie level
governzent employess, Grous A level, wihich requires at l1eass a diplons
(an Associate degres) or The squivalent experience for entTance.

For the past Twree years (1979, 50 and 81) the Group A vacancy situation
{n the GOB has been as follows: 1979-30, & 17.8% rats or 337 positions;
1980-31, an 18.5% rate or 481 pesizions and 1581-82, a 24.4% rase or

850 positions. The vacancy ratse is increasing ccmmensurits with e
expansion of the government g=ucure. From 1374-80, Cental Government
ezployaent and real GOP both grew at an averige annual rats of 9.3%.
*a0le 2 brsaks down the Vasanicy situstion by goverament miniaty of
1§7=-30 and 19€Q0-81l.

The axpatsiace situation is anaiyzad in Table 3 which shovs <he numoer

of Group A Satswana and expat-iatses in post in =he 19681/82 7ear by grade.
Exsaciatas made up about 16% of the tosal Group A officars and they were
moss heavily rspresentsd in tne srofsssional and cecnnical cadre.. Table 4
Ms=her anslyzes the professional cadre of Greup A and siows That in 19681
snere were 264 expatriates and snly 171 Satswaain Shis cadre which has

as i=3 ent-ance requirsment a alnimua of a 3achelor's cagree.

<abie 2 arovides additiocnal {afaraazion on expatriaces Ifer 138¢ /81 and
siiows which ministriss empisyed tRem. Ta summary, She agove analysis
reveals <hat the GOB's Group A sad-e was short 1 4%2 3acswana, is, 690
vacancies and 762 positions ancunse~sd oy expatTiates in 1581/82.

An analysis of the scducation a=—ainment of Group A 2atswana in sost
23 July 198l sieds some lignc on 2ne gueszisn of quality o7 <ie 2atswana
manpower curcently filling chese senior level posicions. Table S
de=ails sducational agtTainmens 3ty cadre oy years of schcoling and shows
cwuat only 23% of all 3asswana in Grcup A posizions Rave zo0r® tnan ~yalve vears
of schooling. A3 snown in ~30.e 5, <he average years of sgheoling for
cuis Z-oup is L1.4 years. Tnis sraiectT will address TS soscism in
o #ays: (1) scme of <ne ez lovees with adscuace educasion -avels
will se sant 3f< for long term ITaALRLng, while (2) Those Less well
qualifiad vis-a-vis years 37 scmcoling will De eligiile fsr inecounssy
and snors-term Sourses.
s—ner analysis of <he educazional make up ol Groud A ammloyess {in
.22 smows <hat {n tne zrziessisnal ~ad=e 3astswana fill snly 215
<me cositions ra:quising 3 scIense sasad degree while 2xzatriaces £l
. 3I7T% af <=e positicns are acans. sovernmens wiZe, Iat3jwana fLil
2g% 3¢ Ine cosisisns reguirilng sciencs dagress, 28% 3 e sesiticns are
vacan= ard =Se cemaining 8% of ns fosiiiIns arse F11°ad 3y exgatriates.
This i3 snown in Tacls 7.
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Thus it is clear that not only are there high vacancy rates and large
numbers of expatriates in the senior levels of the GOB civil service,
but the Batswana who are currently filling Group A positions to a
large extent do not have the proper education levels.

2. Supply of Trained Manpower for the GOB

As stated previously, the minimum requirement for entry into the Group A
level of the civil service is a two-year post secondary degree or
certificate or the equivalent in experience. It has been astablished
above that there is a demand in 1980/81 for at least 1 452 Group A
Batswana. The s%tudents who will have =he potaidal to fill these
positions will come from the post-secondary ranks. The Ministry ol
Education projects that there will be 1 379 post-secondary students
available in 1980/81, 1 561 in 1981/82, and 1 651 in 1982/83. Not
all of these students will become Group A level employees; some do
not pass with high enough grades and some will go to the private and
parastatal sectors. A 1977 tracer study of secondary students showed
that 30% went on for degree training, 7% for technical training and
another 30% directly filled Group 3 level government positions.

The estimated supply of new Group A level personnel for the Botswana
Central Governmen:t (including allocations to the Unified Local Government
Service, the parastatals and the private sector) in 1982/83 is only 296.
This excludes 128 new diploma and degree holders who will become
secondary and JC level teachers. mable 8 shows that 45% of the net
increase in supply will come f{rom Group 2 level officers who will be
eligible for promotion ta Group A due to their years of government
service, ie, these people will not be diploma or degree holders and

will represent =he least skilled portion of Group A manpower. (This
group of employees will be most able to benefit from the type of in-

country training proposed under this project.) See Table 9 for a breakdown

of government sponsored students expected to return in 1982/83 by field
of study. In-service Group A trainees are not considered as new

supply since they continue <o hold “heir substantive posts and draw
salaries against “hese established posts while on training. They are
being upgraced by their training but they do not represent additicnal
supply.

Thus, without even acddressing the gquestion of <the skill level of the
existing Group A staif, there is an establisned demand from Group A
trained manpower of 1 452 in 1981/52 and a projected supply in 1982/83
of only 296, 45% of whicn will become available due o meri% promotions.
The analysis clearly makes the case sar =he need for additional training
assiszance such as that proposed under this projec<,

3. Supply and Jemand for Trained Manpower in =he Private Sector

Governmenz statistics on private sectcr employment are broi;an down by
economic activity and occupation groupings. A raview of these s<tatistics
from 1276 shrough 1980 shows that non-citizen 2mgloyment is concentrated

in the managerial and professional/technical areas of expertise. Table 10

shows =hat localization is virzually ccmplete in the clerical, sales,
service agricul<tural and producsion areas. Yowever, in 1980, 37% of tae
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professional/technical employment in the private sector was expatriate
while expazriates provided 58% of the managerial talent. Expatriates in
private sector formal employment Sotalled 2 748: 734 professional/
technical, 667 managerial, 954 production (out of a total of 33 332
production workers) and 343 in other fields,

An analysis of several of the key sectors of the economy shows how
heavily the private sector relies on expatriate skills. Table 11
indicates that mining, manufacturing and finance depend upon ocutsiders
for 43 to 56% of their professional/technical skill. These sectors
also receive from 56 to 87% of their managerial talent {from abroad.

The supply of *rained manpower for the private sector is extremely limited
as it must compete with the public sector. The 292 available trained
individuals for 1982/83 shown in Table 8 are all that will be available
for the country as a whole. Under current government policy, the private
sector will receive very few of this new supply.

Some of the larger private sector firms are able to do some direct
recruiting of Cambridge leavers. These firme, such as Debswana (the
Botswana De Beers mining operation) are able to sponsor students and send
them off for training. Small firms obviously cannot afford this option.

The view generally held by the private sector is that the governme.t
takes the bulk of the supply and most Cambridge leavers go <o government.
The private sector operates under restrictive work permit laws but is
unable to localize because of the virtual monopoly on supply which the
governnent has.

One small source of supply for the private sector is +he retirements from
government service. The GOB has a liberal retirement policy which allows
employees %o retire at 45. In 1981, i+ is anticipated that only thirty=-
five people will rectire from the GOB. Clearly the private sector is

in dire need of trained manpower and there are few prospects for improvement
{in “he situation in the near future.
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Table 1:

ANNEX I-C page 1

PERCENTAGE DISTRIBUTIOMN: BATSWANA AND EXPATRIATES IN POST 1979 ANb 1981

1979 1981 1979 1981
Cadre Batswana Expatriates
Superscale 62 70 38 30
General Administration 96 97 4 3
Professional 45 42 55 58
Technical (T.1 - 3) 62 65 44 35
Technical (T.4 -5) 97 98 3 2
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ANNEX 1-C page 2

Table 2: GROUP "A" VACANCIES BY MINISTRY

1979/80 1980/81 NOP Y
In
Ceil In ) Cefl In Expat- ) Post
Ministry ~ -ing Post Vacant -ing Post riates Vacant Target
Pariiament 8 4 50.0 7 7 0 0.0 8
Office of the
President 143 122 14.7 159 135 22 15.1 169
Finance 244 214 12.3 302 229 74 24.2 263
Home Affairs 92 81 12.0 117 92 13 21.4 99
Agricul ture 424 369 13.0 452 402 122 11.1 470
Education* 216 165 23.6 255 198 70 22.4 308
_Commerce and
Industry 134 89 33.6 139 95 47 31.7 181
Local Govern-
ment & Lands 199 157 211 202 162 71 19.8 171
Works and **
Communications 278 241 13.3 333 282 128 15.3 358
Mineral Resources
& Water Affairs 177 134 24.3 194 152 76 21.6 191
Health 208 167 19.7 224 186 106 17.0 192
Justice 27 22 18.5 32 29 14 9.4 19
Attorney General 23 18 21.7 25 19 2 24.0 23
Auditor General 25 20 20.0 25 21 5 16.90 24
External Affairs 28 26 7.1 28 24 0 14.3 31
TOTAL 2226 1829 17.8 2494 2033 750 18.5 2507

* £xcludes the Uniiied Teaching Service and Public Officer Teachers.
»» Eycludes the Department of Postal Services.

Manpower Planning Unit
Directorate of Personnel
February 1982
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ANNEX I-C page 3

Table 3: GROUP "A" OFFICERS IN POST BY JOB CLASSIFICATION

Batswana Exgatriates
Grade Number Number %
PSP 1 0 0.0
§s 1 2 0 0.0
Il 17 2 10.0
II1 8 3 27.3
Iv 11 11 50.0
v 29 17 37.0
Vi 48 16 25.0
GA 1 98 36 27.3
2 - 176 15 7.9
3 359 21 5.5
PR 1E 0 12 100.0
1 9 3l 77.5
2 30 a1 75.2
3 73 110 60.1
4 86 26 23.2
T 1 16 33 67.3
2 75 135 64.3
3 327 60 15.5
T 1 0 8 100.0
2 1 14 93.3
3 8 0 0.0
Other 121*
TOTAL 1,372 762 35,7

* There are at least 121 additional advisor and expert
expatriates who are aither fully-funded or for wnom
salary information was lacking on 23 July 1981.

Note: This table excludes UTS and Public Officer Teachers
but includes staff on contract and temoorary terms.

Manpower Planning Unit
Directorate of Personnel
December 1981
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ANNEX I-C page 4

Table 4: PROFESSIONAL CADRE DISTRIBUTION - BATSWANA/EXPATRIATES

(Excluding the Ministry of Education)

1979 1981
Batswana Expatriates Batswana Expatriates

Office of the President 17 6 21 11
MFOP 23 34 27 25
Home Affairs 5 5 6 7
Agriculture 36 48 50 40
Commerce & Industry 14 14 14 16
Works & Communications 5 20 9 21
MRWA 8 30 9 24
Health 8 61 13 64
MLGL 4 29 9 37
Justice - 8 1 13
Attorney General 12 3 8 3
Auditor General 6 -

TOTAL 138 258 171 264

35% 65% 39% 6l%
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ANNEX 1-C page S

Table 5: GROUP "A" BATSWANA IN POST BY EDUCATIONAL LEVEL

Super- General Profes~ Tech- Tech.
Scale Admin. sional nical Instr. TOTAL

Less than
Standard 7 2 11 3 12 2%
Standard 7
( 7 years) 7 66 88 161
Form I
( 8 years) 1 4 5 10
Form Il
( 9 years) 3 23 22 2 50
Form III
(10 years) 19 280 4 120 2 425
Form IV
(11 years) 2 25 3 15 1 46
Form V
(12 years) 21 104 3l 122 4 282
“A" Level
Equivalent .
(14 years) 5 18 24 7 54
1st Degree
(16 years) K} 60 106 4 208
Post-Grad
(18 years) 15 6 16 37

TOTAL 113 597 187 395 9 1301
Total ex-
cluding
"less than
Standard 7" 111 586 184 383 9 1273

Note: Staff on Contract or Temporary terms are excluded.

Manpower Planning Unit
Directorate of Personnel
September 1981
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ANNEX I-C page A

Table 6: EDUCATIONAL ATTAINMENT:

GROUP "A" OFFICERS IN POST BY YEARS OF SCHOOLING

Years of Schooling

Cadre Number Mean Median
Superscale 111 13.5 14
General

Administration 586 10.8 10
Professional 184 15.0 16
Technical 383 . 10.0 10
Technical ,

Instructor 9 10.8 11

TOTAL 1273 11.4 10

Manpower Planning Unit
Directorate of Personnel
September 1981
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ANNEX 1-C page 7

Table 7: GROUP “A" POSTS REQUIRING SCIENCE EDUCATION

Science Non-Science TOTAL
Advisors, Experts, etc.
Establishment Ceiling 66 55 121
Batswana -
Expatriates - treated as filled - 121
Vacancies -
Professional (PR 1E-4)
Establishment Ceiling 361 331 692
Batswana 76 122 198
Expatriates 153 117 270
Vacancies 132 ‘ 92 224
General
Rdministration (GA 1-3)
Establishment Ceiling 920 920
Batswana 631 631
Expatriates 72 72
Yacancies 217 217
Technical (T 1-3)
Establishment Ceiling 580 275 855
Batswana 335 83 418
Expatriates 132 96 228
Vacancies 113 96 209
Technical
Tnstructor (T! 1-3)
Establishment Ceiling §7 57
Batswana 9 9
Expatriates 22 22
Vacancies - 26 26
Superscale (SS IE-VI)
Establishment Ceiling - treated here as 179 179
Batswana administrative posts - 116 116
Expatriates a3 49
Vacancies 14 14
TOTAL
Establishment Ceiling 1064 1760 2824
Batswana 4290 952 1372
Expatriates 373 389 762
Vacancies 271 419 690

Manpower Pianning Unit
Direczorate af Personnel
February 1982
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Table 8: MANPOWER AVAILABILITY FOR GROUP A" POSITIONS

Possible new entrants to the Public Service

-- Government sponsored students
expected to return in 1982/83

1. Degree holders 102
2. Dipiomates + 32
3. Advanced Technician Certificates + 38

Potential progression of serving Officers

1. Promotion after Government
sponsored training

Diplomates + 56

2. Promotion on merit

GA 4 to 3; T4 to3 + 132

Wastage: expected resignations, retirements,

and deaths among Group "A" Batswana - 68
NET INCREASE (excluding expatriates) 292

Manpower Planning Unit
Directorate of Personnel
August 1981
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ANNEX I-C page 9

Table 9: EXPECTED NEW SUPPLY OF "A" LEVEL PERSONNEL

Advanced
Degree Diploma Certificate TOTAL

Agriculture 7 62 69
Education 55 73 128
Statistics 9 9
Library
Science 9 9
Health 1
7 8
Mining 7 7
Railway
Technicians 29 29
Al1 others 44
36 8 9 97
TOTAL 157 161 38 356

Manpower Planning Unit
Directorate of Personnel
August 1981
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ANNEX I-C page 10

Table 10: LOCALIZATION OF PRIVATE SECTOR FORMAL EMPLOYMENT
NON-CITIZENS AS A PERCENTAGE OF OCCUPATIONAL GROUPINGS

1976 1977 1978 1979 1980

Professional and Technical 55 43 30 4] 37
Managerial 65 37 62 57 58
Clerical 16 11 6 7 3
Sales 1 2 3 3
Service 2 1 1 2
Agricultural 12 1 1 1 1
Production 3 ) 4 3 3

Table 11: NON-CITIZENS AS A PEKCENTAGE OF FORMAL SECTOR EMPLOYMENT
IN PROFESSIONAL/TECHNICAL AND MANAGERIAL GROUPINGS

Manufacturing Mining Finance
Prof/ Prof/ Prof/
Year Tech Mgr Tech Mgr Tech Mgr
1980 48 56 56 87 43 67
1979 48 46 60 96 56 63
1978 40 53 56 97 49 77
1977 25 70 63 75 72 78

1976 57 65 79 9 65 60
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ANNEX II-A
Page 1

Table 1: MINISTRY OF AGRICULTURE - Croup A Ceiling, Positions Filled, 1/
Expatriates and Localization by Department/Division, 1980/51.=

No. of Positions

Department/Division Celllng FTITed Expats Localxzatlg7
or riates (percent)=
Training
1. Division of Planning
and Statistics 23 23 9 61%
2. Department of Animal
Health 122 105 36 67%
3. Department of Agricul-
tural Field Services 179 152 45 71%
4., Department of Agricul-
tural Research 73 67 31 54%
5. Botswana Agricultural
College 36 2% S 70%
6. Department of Co-
operative Development 27 21 7 &67%
Total 480 39¢ 136 68

l-’I.ncludes, advisors/experts attached or sgconded to each Department/Division
which perform line position jobs.,

/
E‘Calculated as a percent of positions filled or in training.
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ANNEX II-A
Page 2

Table 2: MINISTRY OF ACRICULTURL - PR 4%/CA 2 and Above Celliny,
Positions Filled, E?patrlates and Localization by Department/
Division, 1950s81.—~ :

Ho. of Position:

Department/Division Celllng TTITed Txpats Locallzat137
or riates {percent )=
Training
1. Uivision of Planniny
and Statistics i7 i7 2 47%
2. Department of Animal
Health 29 25 21 16%
3. Department of Ayricul-
tural Field Sersices 5% &3 22 4%
~. Uepartment of Agricul-
tural Research 48 0 3l 23%
S. Botswana Agricultural
Collieye 23 15 7 53%
5., uepartment of Co- 3
operative Development 22 l&= 6 2%
Total 19§ 156 96 =%

L'Incluocs advisors/experts attached to each Department/Division which
perfo=m line pusition jobs.

‘Caleulated as & percent of pusitions filled or in training.

w fro

Incluces advisor/eaperts.
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ANNEX II-A
Page 3

Table 3: MINISTRY OF AGRICULTURE: Presently Planned Training (Funded
and Nonfunded) by Training Level, 1980 - 1985.

Training Level Funded Nonfunded Total
Diploma 60 63 123
BA/BS Degree 37 _ 27 64
HS Degree 13 7 20
DM & 0 4
Ph.D. 1 0 1
Total 115 97 212

Table &: MINISTRY OF AGRICULTURE: Presently Planned Funded Training by
Training Level and Projected Coursework Completion Date,
196Q/51 - 1965,

Completion Year

Training Level Total
1980/51 1952 1953 1984 1985
Diploma 35 23 32 - 30 30 150
BA/BS Degree 13 5 5 7 4 37
MS Degree 8 3 2 0 0 13
DVH 0 0 0 1 3 4
Ph.D. 0 0 1 0 0 1
Total 56 34 40 36 37 205
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ANNEX. 11-4

Paged

Tanle 3 OINISTRY OF ACRICULTURE - Summary ofI)otal Projected Nanpover

seguirements py Training Lesvel, 1935=

Humber Heyulied

. Less LR Lipioma 1,983
2 Jiploma 353
3. BA-BS degrre 174
- e Dera 55
b denras 20
<. br [, Deirco 4
ietyd 1,889
L cvegnes wezmmarTors nerzomrel and mest scorstariel Type positions,
Table &: MINISTRY OF AGRICULTURE: Summary of Group A Trained Manpower

Requirements by Department/Division and Training Level Under
the Projected Manpower Reguirement Growth, 1985,

Department/Division Dipl. BA/BS MS DVM Ph.D. Total
1. Div. of Planning and

Statistics 11 § 13 - - 3R
2. Dept. of Agricultural

Research 27 15 28 - 3 72
3. Botswana Agricultural

College 17 17 é 3 1 44
4. Dept. of Agricultural

Field Services 137 §2 6 - - 225
5. Dept., of Co-op.

Development 27 ] - - - 35
é. Dent. of Animal

Health 153 26 2 17 - 19%

Total 372 155 55 20 4 606
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Tabiic 7+ HInlsivy oF ACRICULTURE:  Summary of Croup A Trained Local
HunpuYur avuilable by Department/Division and Training Level,
19:0 o‘_’
Cepdlitmenisuivision Dipl. BA/MBS 1S DVM Ph.D. Total
1. Siv, of Plunning and
Statistics § 0 3 - - 11
2. DJept. of Agricustural
Sesearch 17 7 2 - 0 28
2. Betswang Agilouliural
eilliog2 9 3 5 - - 16
+. Jept. of Agricultural
rieiv dervices 57 22 1 - - 110
5. Yept, of Co-0p
iEvCioamens 13 1 - - - 1%
Z. w2t 27 Animal
qgalin 89 2 0 1 - 83
Total 194 35 10 1 0 240
= fisunex L-rennrel halding $f and T slo

s above the four lasvels have a
A Y

<
foloma ur enaivalent in eaperience. Excludes all personnel now on

« 'l et
P-4
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Table 5: HWINISTRY OF ACRICULTURC: Summary of Gruup 3 Training Ryqui:omen: s
by Depariment uivision and Tralning Leveld, 1¥50 - 1955.~

Department/Division Dipl. BA/8S MS UVH Pn.b, ToLe!

1. Div. of Planning and

Statistics ] + - - - lé
2. Dept. of Agricultural R

Rescarch i2 2 o% - > 75
3, Botswana agricultural

College 5 2 - - - -
&, Dept. of Ayricultural ‘

Field Services 52 53 L - - L&
5. bept, of Co-up.

Development 18 é - - - o2
6. Dept, of Animal

Health 37 3¢ N 15 . ie3

Tetzl 2 136 38 15 ) -l

|
=~ \ssLTes no attrit.on,

"It shoula be¢ notec tnat, in the longrun, .raxnzwg for <5 Tef, 35 Tl
e, Loer e

additional Ph,0.'s may dDe reg.irel for tre Cepartmu L b fLT 000 L.
Fesearch,
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DEPARTMENT OF ACRICULTUR%
Training Level and Major=
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& RESEARCH -- Training Requirements by

Training Level and Major

Number Requiredg7

II.

PH.D. DEGREES:Y

1. Agronomy

2. Animal Science (or equivalent)

SUBTOTAL

MS DEGREES:

1. Animal Nutrition

2. Agricultural Economics

3, Range Management
4. Animal Science
5. Agronomy

6. Crop Physiology
7. Soil Physics

§. Crop Systems

9., Agricultural Engineering

10. Entomology

11. Horticulture
12, Soil Science
13, Plant Breeding
14, Seed Technology

SUBTOTAL

vl

()
||m|l—‘w0—'b—-b—'b-‘wb—'N\0'—"—‘N'—‘
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DEPARTMENT OF AGRICULTURAL RESEARCH =- Training Requirements by

Training Level and Major=' (Continued)

Training Level and Major

Number Requiredgjﬁ

III. BS DEGREES:

l.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11,
12.

Computor Programming/Agric. Stat.
Animal Health
Agricultural Economics
Animal Science
Veterinary Research
Range Manageme. t

Range Ecology

Agronomy

~rop/Plant Sciences
Soll Science
Entomology
Horticulture

SUBTOTAL

Iv. DIPLOMA DEGREES:

1.
2.

Animal Health
Agriculture

SUBTOTAL

TOTAL

~n = = N W 0 - e e N W e
I &

SIS w

&
w

i’Assumes: (a) Ho attrition;
(b) Diplomates now working in the Department are sent on for

training as much as possible;

(¢) If a Diplomate is not available for training, a person is

sent on directly for a BS degree.

é/Required interim degrees included in numbers (l.e., if a Diplomate is
sent for an MS Degree, he/3he must first receive a 85 degree).

3/

='It should be noted that this s the minimum number of Ph.D.'s required.
In the longrun training should probably be provided for as many as five
additional Ph.D. degrees with majors in the following areas: (1) Agricul-

tural Engineering; (2) Agronomy;

Breeding; and (5) Zntomology.

(3) Plant Pathology; (%) Millet/Sorghum
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MAJOR RECOMMENDATIONS OF THE PICARD REPORT ON STRUCTURAL AND
OKGANIZATIONAL CHANGES WHICH ARE NEEDED TO IMPLEMENT TRAINING

1.

4,

_The growth of the Unified Local Government Service has been, since

its inception, largely uncontrolled and not related to any manpower
planning either within the Ministry of Local Government and Lands

or within the Directorate of Personnel. Further, physical growth

of Council infrastructure has not been related to the manpower capacity
of ULGS. Thus we recommend a programme of manpower planning for

UL-> and that future physical growth of Councils' assets and respon-
sibilities be linked with the manpower capacity of the Unified Local
Government Service.

The Unified Local Government Service suffers from inadequate and
inaccurate record keeping. This means that accurate establishment
figures are very difficult to get. We strongly recommend that a
systematic analysis be made of district level records and that the
record keeping system be significantly strengthened.

In order to undertake a systematic programme of training for present
and future employees of ULGS, we suggest that as much control be
placed over the establishsment growth of the service as is possible
during the next decade and that the creation of new posts in the
establishment be linked to manpower development in terms of training.

The Unified Local Government is not receiving its share of manpower
from the national pool. We recommend that the highest priority be
placed upon redressing this inbalance and that in future ULGS should
receive a level of trained manpower commensurate with its role in
Botswana society.

The key to the success of any manpower development and training pro-
gramme in ULGS requires the linking of promotion, at all levels,

to the successful completion of various stages of the proposed training
programme. We recommend that this system of promotion be incorporated
into the ULGS Schemes of service when they are finalized and promul-
gated. This suggests that participants in all levels of the ULGS
training programme be strictly eveluated as to their performance.

In a number of the cadres of ULGS, there are large numbers of people
who do not have the current requisite educational requirements for
entry into the bottom rung of the service. While recognising that
this situation cannot be rectified overnight, we recommend a pro-
gramme of educational upgrading of all ULGS employees to the junior
secondary level using a system of financial incentives to encourage
such educational development. Alternatively if certain cadres cannot
be significantly upgraded; we suggest the transfer of that cadre

to a separate, non-compatible position classification system from

the rest of ULGS.



8.

9.

10.

11.

12.

92

ANNEX II-B
Page 2

Numeracy skills are a particular problem within ULGS and the lack

of numeracy training will be a major barrier to ULGS training. We
recommend that all cadres, which require such skills, be pretested
prior to the development of a training curriculum so that the training
programme which is developed will include remedial numeracy training
where required.

We suggest that if non-technical training is to occur through existing
training institutions; it will be necessary to have prior agreement,
in writing, on the nature and scope of the institutional commitment

to the ULGS training programme. 1If one or more of the existing
institutions are not able to commit themselves to a ULGS training
programme; we suggest that government consider the creation of a

Local Government Institute to undertake local government training.

The proposed incorpo—ation of the tribal Administration into the
Unified Local Government Service has serious implications for manpower
development and training. The record keeping system for tribal
administration is inadequate to undercake the kind of training we
suggest here and the inclusion of the tribal administration in the
ULGS training scheme will considerably increase the burden over the
next decade. We recommend a careful consideration of all of the
implications of incorporation of tribal administration into ULGS

prior to a final decision on the issue.

The implementation of a training program for ULGS will necessitate
the withdrawal of large numbers of employees from local government
institutions for long period of time. We suggest that it will be
necessary to replace certain key officials with personnel seconded
from Central Government or with overseas personnel. This need should
be incorporated into the ULGS training program.

Both the Ministry of Local Government and Lands and the ULGS head-
quarters will have to be strengthensd in order to undertake a sus-
tained training program. We see the position of the staff developmeant
and training officer in ULGS as a key factor in training management
and we suggest the need for a manpower planner located within the
Ministry to assist the staff development and training officer in
manpower development activities. We recommend that the whole personnel
management system of ULGS be strengthened if a manpower development
and training program is to be successful. The staffing of ULGS head-
quarters needs to be strengthened qualitatively and quantitatively
prior to the under<aking of a major training effort.

Finally, a number of uncertainties remain as %o the relationship
between the Directorate of Personnel, the Unified Local Government
Service headquarters and the Ministry of Local Government and Lands
as to the responsibility for personnel management and the manpower
development of ULGS. We recommends <that this relationship be clarif-
ied as sonn as possible but in any event prior to the embarkation
upon a sustained training effort for local government employees.
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MCI's Overall training Reguirement: up to 1987

(A) Economic Planning Unit

No, of Expected
Trainees Starting Year
2 1983/84

(B) Industrial Affairs Division

Level of
Stuax

MS or
Post=graduate
diplema

(Excludes RIC Cadre- See Appendix c)

No, of Expected
Trainees Starting Year
3 1982/83
1 1983 /84
1 1984/85

(C) Batswana Enterprises Develooment Unit (BEDU)

Level of
Study

MS degree or
Post-graduate
diploma

MS degree or
Post-graduate
diploma

MS or Post-
graduate
diplcocma

No. of Expected
Trainees Starting Year
2 1982/83
1 1983/8h

Level of
§?uax

MS degree/
Post graduate
diploma

MS degree/
Post-zraduate
¢iplora

Major field of

STudy

Development economics
or Economic Planning

Major field of
Sfuax

(a) Business
Administration

(b) Industrial
Economics

Public administration

Business
administration or
Industrial
mconomics

Major field of
Study

(2) Business
administration/
consulting

(b) Industrial
Engineering

Business
administration

continuedeeses oo



BEDU continued

No., of Expected
Trainees Starting Yeer

2 1984/85

3 1982/83

4 1984 /85

3 1984/85

3 1985/86

3 1986/87

Level of
Etudx

BS/BA degree

6=12 months
diploma
certificate
course

6=12 months
diploma/
certificate
course

6=12 months
diploma/
certificate
course

6=12 months
diploma/
certificate
course

6=12 months
diploma
certificate
course
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liajor field of
tudx

Business administration
Preferably small
Scale Industries

(a)

(v)
(c)

(a)

(b)
(¢)

(d)

(a)
{b)

()

(a)
(v)
()
(a)
(b)

(e)

design of
industpial tools

Printire industrie

Small Scale
Foundry operations

low=cost
automation and
production
management

textile industries

Furniture and
Jjoinery industries

Designs and
tooling in metal
work industries

Potery/Cesemics
Wood=working
designs

Garments desings

Building construc=-
tion

Metal work

Business
Marketing

Leatherworks

Production
Management

Jewellery/
Silver smithing

continued. ...



BEDU Continued

No. of

Trainees

Exoected
Starting Year

Level of
tuay

1984/85

1985/86

1986/87

BA/BS
degree

BA/BS
degree

Ba/BS

degree

(D) Commercial Affairs Division

No. of

Trainees

Expected

Starting Year

Level of
udy

1983/84

1982/83

1983/84

1S degree/
Post-graduate
diploma

MS degree/
Post-graduzte
diploma

2=3 years
Diploma/
Certificate
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Major Field of

Study
(a) Business
aministration
(b) Economics or
Commerce
(a) Business
administration
(b) Economics or
Commerce
(a) Business
administration
(b) Economics or
Commerce

Major field of
Studz

(a)
(b)
(c)

(a)
(b)
(c)

(a)
(b)
(c)

Business
administration

International
Trade

Export Promotion
Techniques

Commercial
Management

Taport
Procurement

Consumer
Protection

Accountancy
Business
Techniques

Consumer Protec-
tion

COI".’tinLIEd. LRI o/4
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Commercial Affairs Division(continued) Page 4
No. of zxpected Level of Major field of
Trainees Stertinz Year Study tudy
4 1984/85 %IBIyea7 (a) Accountancy
ploma .
Certificate (b) gﬁ?ﬁﬁ?ﬁﬁes
(¢) Consumer
Protection
3 1985/86 %;31Yea7 (a) Accountancy
ploma
Certificate (b) ggéégfiies
(¢) Consumer
Protection
4 1986/87 g;Blyea7 (a) Accountancy
ploma
Certificate  (P) Business
(¢c) Consumer
Protection

The two to three year diploma/certificate for the Business
Advisory Service and Frice Control Unit staff will be in-
country training courses arranged through the BIAC or through
the Institute for Development Management (IDM) preferably run
jointly with the Training Prograrme for the RIO Cadre = See
Appendix C.

(E) wildlife and Tourism

Training needs for Game Scouts up to Assistant Game warden
are provided locally at the Maun Wildlife Training School, the
only formzl training institution within the Ministry of Commerce
and Industry. raining needs for Game Warden and higher zare
indicated at Paragraph IV. Tourism staff should also be
provided for at the Maun Wildlife School. However it is foreseen
that at least two tourism staff members may need to be sent
on specilised training ccurses overseas e.g. Post-graduate
diplomas in Tourism Research, Planning Statistics and Marketing
during 1983 - 1987
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(F) Government Printing Department

Most training up to T.5 are conducted locally by the
Superintendent of Press (Training) and plans are afoot to
develop training courses for staff in the printing industry
(including the private sector) jointly with the Botswana
Polytechnic. Training needs for staff at T.5 and above are
usually at diploma/certificate (two years) and arranged through
the British ODA. At most 4 staff members may be sent tfor
such treaining by end of 1987 at an average of 1 per annum.

(¢) Weights and lMeasures and Registry of Companies

Arrangements are under active consideration to prepare
an in-country training programme (3 to 4 years Diploma/Certificate
in Trading standards) for Trainee Assize Officers., Only
short-term courses of 6 to 9 months duration in the principles
of Company law, trade marks, copy rights and patent designs
are foreseen in the period up to 1987 for one or two staff
within the Registry of Companies.
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ANNEX III: FINANCIAL EXHIBITS

SECTION A: OPEX COSTS (TWELVE MONTHS)

Annual salary $30 000
Less: GOB salary 10 000

Annual base 20 000
Salary topping 20 000
Post differential 2 000

Sub=-total 22,000
Insurance 1 000
Storage 1178
Zducational allowance 2 000
Alr freight 8 000
Travel <o post and return 7 750
R & R travel 4 172
Guard service e00
Predegarture expenses 1 000

Sub-Total 26,000

Contingency 2 C00

TOTAL $30 000



ANNEX III : FINANCIAL EXHIBI%S

SECTION B: PARTICIPANTS TRAINING COSTS

Gos
Travel:
Return airfare: US-Africa 2 000

Advance per diem
US to training site-training site %o
US exit point

Participant fees and maintenance:

Tuition/fees

Room/bcard

#onthly allowance
3ooks/supplies

Insurance (health and accident)
Clothing

Household equipnmernt

Incidenzals (ez zhysical exans)
conferences:
Orientatien

Znrichment ccnference

University Contractor fee !includes
Overr.aad)

Moo o0, 0

premee

>
(2]
(>

11}
o

m
(8
>

w
()
)

n)
o
Cr
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PROSECT DESIGN SU!NAARY

Life of Pecjech:

LOGICLL. rRancweax " ISTAUCTION: SIS LA SPTICAL T OO FY_82__ wFy_ 84

Botswana Workforce & Skills Training

Project Title & Humbar: _ 6330231 .

FOMM WHICH CAN BE USED AS Al AID Total U.S. Fuuding 14 509 _'

c——

10 OUG ~RIZING DATA FOR THE PAR

REFOUT 11 HELL AT RE mesamen  DW1eTroparade _ayagiga - T T

OR SUBMITYIED.)

WAERA: IVE _UNeqAmRy

OBJECTIVELY VFRIFIAULE IDICATORS |

PLANS OF VERIFICATION

Pcogram or Secir Gool: The krooar gbjactive to
which this proj=ct ¢ .ntributes: (A-))

‘fo generate employment
for Batswana through work force
training directed at the public

Maasuies of Goal Achiavoment: (A.2)

Modern sector employment
exceeds 9% growth rate

Traditional sector employment
increases by 10%

Neal per capita income
increases by 10%

i S R

A

(A-3) T

Updated rural/urban
employment survey
objective
Updated rural/urban income
distribution survey

That employment generation
continues to be a government

1 %4
V-Al Xsuuy

Asavmptions for echieving goal te-gate: (% .3}

007t
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Peoject Tlile & Number: ___ $33-02131

PROJECT DESIGH SUMMARY
L.LOGICAL FRAME''ORK

Holswana Workrorce & Skills Training

Life of Project:

Fiom FY _82 vo FY89
Total .S, Fundi 14 5(23
Date Pupou\;:ﬂ e 23

PAGE 2

NARRATIVE SUMMARY

ORJECTIVILY VERIFIABLE INDICATORS

_MFANS GF VERIFICATION

_IMPOR TANT ASSUMP MIONS

Project Purpose (B-1)

Increase the number of trained
Batswana in skill areas related
to employment generation

Conditions that will
indicate purpose has been
achieved: End of project
status (B-2)

Increase number of Batswana
in positions of
responsibility with
substantive inputs into the
planning, design and imple-
tation of employment
generation activities

Maintenance of high-level
operational efficiency

of GOB offices with OPEX
staff while counterparts
are off on training

(B~3)

Directorate of Personnel
annual reports on training
accomplishments.

Training plans for target
ministries and ULGS

USAID project reports

Assumptions for achieving
purpose (B-4)

GOB adequately applies the
selection criteria

AID through a contractor will

be able to provide OPEX
technicians with the technical
skills and cultural sensitivity
required to carry out operational
responsibilities under the
direction of the GOB

2 9%e4
V-AI Xauuy
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PROJECT DESIGN SUMMARY

Lile of Puiock'z

89
A . LOGICAL FRAMEYORK rom P " Y-
Botswana Workforce & Skills Training D::gﬁ’;'r.gz !2 209 '
Pioject Thile & Number: _ 633-0231 .- PAGE 3

NARRATIVE SUMMARY

ORJECTIVILY VERIFIABLE INDICATORS

MEANS OF VERIFICATION

IMPORTANT ASSUMP TIONS

Pvoject outputs (C-1)

Balswana trained in the US or
third countries to replace US-
funded OPEX personnel

Batsw..ia trained through
in-country training programs

A sustained or improved

level of organizational
efficiency in government
departments in which OPEX tech-
nicians 3serve

Mgnitude of outputs (C-2)

1. 595 Batswana will receive
in-country training in
administration/management.

15 Batswana will be provided
US and third country
short-term training in
administration/management

36 Batswana will be provided
long-term training in the
UB: in administration

and management

2. 36 Batswana will receive
training in the US in
technical fields

405 Batcwana will be
provided in-country training
in technical fields

22 Batswana will receive
short-term training in the
US or third countries

3. 52 person years of long-
term techrician assistance
w:ll be provided

48 person months of short-
term technicial assistance
will be provided

(c-3)

USAID project reports

Training plans for target
ministries

Directorate of Personnel
reports

Aspumntions for providing
outputs (C-4)

Qualified applicants
available for training

Local training institutions
remain operational

¢ 98eg
V=AI Xeuuy

201



PROJECT DESIGN SUMMARY Lite of Project:

o . 82 Fy_ 89

totoae 4r-1en LOGICAL FRAKEYORK From FY to FY_

supPLEMENY Botswana Workforce & $kills Training ENM;LS.F;nﬁng 14 509

Project Tiile & Number: _633-U231 ate Frepamed: PAGE 4

NARRATIVE SUMMARY ORJECTIVELY VERIFIABLE INDICATORS MEANS OF VERIFICATION IMPORTANT ASSUMPTIONS

Projact Inputs: (D-1) |"‘P|)‘“‘ﬂ'°"°ﬂ Target {Typs and Quantity) (D-3) Assumptions for provid’.ig inpute: (D-4)
(D-2

Long-term administrative training] 108 person years of long-term| AID records that funds are available
training

Short-term administrative 1 190 person months of short-| GOB records

training in-counlry term in-country training

Short-term administrative 30 person months of short-

training in US and third term overseas training

countries
108 person years of long-

Long-term technical training term training
Short.term Lechnical training 810person months of short-
tn—countiy , term training in-country
Short-term technical training 44 person months of short-
in US or third countries term training in US or

third countries
L.ong-term technical assistance 52 person years of long-term

technicil assistance

Short-term technical assistance,
including for the project 48 person months of short—terT
evaluation technical assistance

v 938ey
Xauuy

V=AI

€01
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ANNEX IV: PROJECT DETAILS
Section B: List of Critical Events
Responsible
Date Major action Organization
March 1982 PP completed PP Team/GOB
March 1982 PP submitted to AID/W PP Team/GOB
April 1982 PP reviewed/authorized AID/W
April 1982 RFP for contract advertised in CBD REDSO/EA
May 1982 Project Agreement signed JSAID/Botswana/GOB
July 1982 Bids received REDSO/EA
August 1982 Contract selection REDSO/EA/USAID
September 1982 Contract signed REDSO/EA/Contractor

September 1982 Request for first 9 OPEXers received GOB
from personnel based on selection
criteria

September 1982 Contractor makes initial orientation USAID/Contractor
visit to Botswana

September 1982 Contractor begins OPEX recruitment Contractor

September 1982 AID begins search for PSC short-term USAID
training specialist

January 1983 First 9 OPEXers arrive USAID/Contractor/GOB
January 1983 irst 16 participants selected for GOB/private sector/
training by GOB and approved by Contractor
USAID and placement search begins
January 1983 Training specialist arrives USAID
January 1983 IDM curriculum specialist arrives USAID
January 1983 GOB begins initial construction GOB

6f educational facilities

May 1983 » Short-tarm training specialist GOB
recommends first cadre of in-country
and US short-term trainees for
training

May 1983 Shor<-term trainees avoroved by USAID
USAID

* Hereafter, training recommendations will be made to AID on a quarterly
basis. For brevity, short-term training is only mentioned annually.



Annex IV, Section B (continued)

Date
May 1983

September 1983

September 1983

September 1983

September 1983

September 1983

January 1984

January 1984

January 1984

May 1984

May 1984

May 1984

September 1984

September 1984

September 1984

September 19E4

Major action

First long-term participants
receive letters of admission to
US universities

Long-term participants begin
training in US

Most in-country short-term trainees
in training

Raquest for 9 more OPEXers received
from personnel based on selection
criteria

First phase IDM construction
completed

Request for second nine OPEXers
received from personnel based on
selection criteria

Second 16 participants selected
for training by GOB and approved
by USAID. Placement begins.

Second nine OPEXers arrive
(tringing total number of OPEXers
to 18)

GOB begins second phase of
construction of educational
facilicies

Short-term training specialist
recommends second cadre of
in-country and US short-term
trainees for training

Short-term trainees approved by
USAID

Second group of long-term
participants receive letters of

admission to US universities

Second group of long-term
participants begin training in US

Mid-term evaluation

Most of second group of short-term
trainees in training

Request for nine more OPEXers
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Responsible
Ogganization

Contractor

GOB/Contractor/USAID
Training specialist/
GOB/USAID

GOB

GOB

GOB

GOB/Contractor

USAID/Contractor/GOB

GOB

GOB

USAID

Contractor
Contractor

GOB/Contractor/USAID

USAID/GOB

Training specialist/
GOB/USAID

GOB



Aunex IV, Section B (continued)

Date

September 1984

January 1985
January 1985

January 1985

May 1985

May 1985

May 1985

September 1985

September 1985

September 1985

January 1986
January 1986

May 1986

May 1986

May 1986

June 1986

Major action

Second phase of construction
completed

Nine OPEXers depart
Third group of nine OPEXers arrive

GOB begins third ohase of
construction

Short~-term training specialist

recommends third cadre of in-country

and US short-term trainees four
training

Short-term trainees approved by
USAID

Third group of long-term
participants receive letters of
admission to US universities

Most of third group of short-term
trainees in training

Request for nine more OPEXers
received from personnel based ..n
selection criteria

Final phase of construction
completed

Nine OPEXers depart

Fourth group of nine OPEXers arrive

Short-term training specialisx
recommends fourth cadre of in-
country and US short-term
trainees for training

Short-term trainees approved by
USAID

Fourth group of long-term
participants receive letters of
admission to US universities

First group of long-term
par<icipants return from training
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Responsible
Organization

GoB

USAID/Contractor/GOB
USAID/Contractor/GOB

GOB

GOB

USAID

Contractor

Training specialist/
USAID/GOB

GOB

GOB

USAID/Contractor/GOB
USAID/Contractor/GOB

GOB

USAID

Contractor

GOB/Contractor/USAID



Annex IV, Section B (continued)

Date

September 1986

January 1387

January 1987

June 1987

June 1988

June 1988

June 1989

September 1989

Major action

Most of fourth group of short-term
trainees in training

Nine OPEXers depart

Short-term training specialist
departs

Second group of long-term
participants return from training

Third group of long-term
participants return from training

End-term evaluation

Fourth group of long-term
participants return from training

Project PACD
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Responsible
Organization

Training specialist/
GOB/USAID

USAID/Contractor/GOB

USAID

GOB/Contractor/USAID

GOB/Contractor/GC0OB

REDSO/EA

GOB/Contractor/USAID

USAID
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ANNEX IV=-C: JOB DESCRIPTION - TRAINING PROGRAM SPECIALIST

A. Duration and Location

Four years to be located in the office of the Director of Personnel

B. Qualifications

A Masters or PhD in Manpower Planning with experience in curriculum
design. Developing country experience required. Ability to coordinate
a wide array of disparate activities also required.

c. General

The Training Program Specialist in the office of the Director of
Personnel will be under an AID personal service contract but would
report to the Director of Personnel.

D. Duties

1, Works with target ministries and related institutions in refining
manpower training plans.

2. Coordination with ministry training officers, assists target
ministries in identifying individuals for short- and long-term training.

3. Coordinates course development of different in-country training
institutions to ensure compatibility.

E. Commodities

Coordinates with training institutions as to teaching material needs and
will liason with USAID/Botswana concerning procurement.
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ANNEX IV-D: JOB DESCRIPTION - OPEX CURRICULUM AND MATERIALS DEVELOPMENT
SPECIALIST

A. Duration and Location

Three years to be located at the Institute of Development llanagement.

B. Qualifications

A Masters or PhD in Educazion or related field with a speciality in
curriculum design. Both developing country and public and private
sector experience in curriculum design preferred. Experience with
audio-visual materials also helpful.

c. Job Summary

Under the general supervision of the Director, and in conjunction

with the teaching staff, of the Institute of Development Management,

the incumbent will develop and design training programmes for key
ministries of Government of Botswana and for the private sector. Initial
emphasis will be on programs for the Ministry of Local Governmeht & Lands;
Agriculture; Education; Commerce.and Industry; Unified Local Government
Services and their related institutions. Specifically, the gnéumbent will
identify training needs of IDM client groups; determine client group
learning styles and levels; review, revise and develop curricula to

meet defined needs; and develop locally based training aids and materials.
D. Job Duties

Identifies training needs of IDM client groups:

- By visiting and becoming knowledgeable about client
organisation operations

- By conducting appropriate interviews and studies and by
designing and administering appropriate questionnaires

- By analysing performance problems
Determining learning styles and levels of potential client group trainees:

- By developing and administering appropriate tests

- By conducting interviews and analysing perfermance reports
Develops curricula to meet defined needs of the client groups:

- By reviewing current IDM curricula

- By revising current curricula to better meet defined needs

-~ By developing new curricula to meet nesds not currently met

- By adapting course designs to ensure required results

- By designing new courses as required.
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ANNEX IV-E
1. Mrs A

Personal Bacgggound

Mrs A and her husband opened a butchery seven years ago, shortly after
they were married. One year later her husband was killed in an automobile
accident. Even though she was trained as a nurse and had no formal business
experience, she kept the butchery and managed the business herself. Last
year she decided to open a dry cleaning/laundry business in Broadhurst.
Today she owns and manages both businesses. At the dry cleaners she
employs 12 people including pressers, checkers-clerks, sorters, people

who wash clothes and a bookkeeper. Business is good; one of their
clients is the President Hotel, a major hotel in Gaborone. 1In the
butchery Mrs A employs 5 people, including meat cutters, sausage and
bologna makers, clerks and a bookkeeper. She has several children,

a daughter who is being trained as a lawyer in Great Britain and a

son who is studying engineering in Lesotho.

Training Needs

Since Mrs A has never received formal training in business, she would
like training especially in areas such as bookkeeping. At the present
time, she turns over all of the accounts to the bookkeeper and while
she attempts to monitor the books, she is not comfortable with the
extent of her knowledge. She stated that she could benefit from both
long-term trairing overseas and/or short-term training courses in-
country. The latter, however, is preferable since she would be more
comfortable if she could regularly check on the businesses. TII she
was selected for training, her younger sister, who presently fills

in for her when she goes on holiday, could manage the businesses.

When she first opened her dry cleaners she sent four new employees

to Johannesburg for a one month training course in dry cleaning techniques.
It was expensive for her; she paid their entire salary, accommodations,
food and transport. The course was offered in Afrikaans, thus she

could only send people who spoke the language. She would prefer that
in-country training courses were available to her entire staff.

At her butchery store, her staff does not require training. In fact,
people from surrounding butrheries are trained in meat cutting in
her shop.

If several people participated in in-country courses, she could afford
to pay their salary for two months. Any longer period would be a
financial strain on her.

Criteria for {raining and/or selection process

If there is more than one candidate for a particular training position,
Mrs A would prefer that the selecticn committee have a lottery in

order “o ensure objectivity. Furthermore, she stated that the <raining
opportunities should be adver<tised in Znglish and Setswana in the

local paper and over the radio. Sne also wculd like a woman to sit

on the selection committee.
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Relation to Botswana Employment Federation

If she has any question about business matters she calls the BEF, A
recent example was her query to BEF concerning maternity leave,
specifically the amount and period of time that an employee should
receive her salary while on maternity leave.

Major Constraints to Successful Business

The major obstacle to successful business, according to Mrs A, is the
reliability of the staff and their general work performance.

She feels required to supervise her staff continually.

Obtaining finance for a new business was not seen as a problem. When
she and her husband started their butchery, they did not need to apply

for a loan. However, for the dry cleaning business (the construction

of the building and all of the machinery), she received a loan from NDB.
This was readily granted since her immovable property included a butchery,
a farm and two houses in town. She did not feel discriminated against
because she was female, however, she did indicate that if she did not
have collateral she would not have received financing regardless of

being male or female.

2. Mr B

Personal Background

Mr B initially entered business with a group of small businessmen. The
group invested in a paint factory, a glass factory and a dry cleaning
establishment. Mr B was primarily responsible for providing the stimulus
that resulted in the establishment of these businesses. At that time,
he was the smallest shareholder of the group. He did not have financial
resources and as a consequence, he had little to say in the management
of these businesses. He decided to branch out on his own. He opened

an ice cream and vegetable store which he operated for seven and one-
half years. Confrontud by a spiraling wholesale price structure of
commodities and transport costs (from South Africa), Mr B decided

that this type of business was not a viable proposition. Presently

he runs a bottle store which supplies beer, soft drinks and wines.

The soft drinks and beer are procured locally and the wine is obtaired
through Kalahari brewers (local company). Because of this arrangement
he feels that he does not have to worry about transportation problems.
In addition to this bottle store, Mr B plans to open another shop

in Broadhurst in one month's time.

He presently employs 4 people in his store, all of whom are clerks.
His wife does all the bookkeeping.
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Traininggyeeds

Mr B feels that every local small business person needs some type

of training. Uhile many people, such as himself, have on-the-job
experience, they need to be trained in bookkeeping, how to display
the goods, and how to develop good customer relations. They should
be trained in some of the principles of business, such as profit and
loss. He stated that his staff needs training in pricing, sales
promotion, and how to develop a knowledge of their commcdities.

Mr B indicated that if small business people received the proper training,
business could expand beyond Botswana. He would like business people

to expand their markets and expart products to neighboring countries,
There is a considerable amount of semi-processed materials in South
Africa which Mr B argues should be processed to its final stage in
Botswana. This would provide jobs to local people while training

them in skills. The goods could then be exported to Zambia, Zaire,
Zimbabwe, Angola and South Af:i'ica.

From Mr B's perspective, the university has failed to play a meaningrul
role to the private sector in Botswana. He would like the university
to expand their courses in business administration and publicize the
time and date these courses are being offered. He believes that IDM
only trains people from parastatal organizations. It should expand

its courses so as to include the private sector. He stated that part
of a university's function is to play a role in the community and

the business sector is a vital part in any community.

Mr B would prefer that his staff should be trained in-country. He
could afford to have a member of his staff absent for one month during
which time he would pay their salary. He interprets training of his
staff as beneficial to himself and his business and in th2 long-run,
Botswana.

Mr B feels that he personally requires training in business administration.
If courses are not available in the country, he is in a position to

attend long-term training overseas. His wife could manage the business
while he was gone.

He strongly argues that people should not be trained in South Africa.
He sited discrimination and the necessity of speaking Afrikaans as

the reasons. He stated that short-term training should be in Botswana
or another African country.

Criteria for Train;ggrand/or Selection Process

Mr B would like to see a selection committee composed of representatives
from the Chamber of Commerce, the Botswana Employers Federation and

the Business and Professional Women's Organization of Botswana.
Concerning the lat:er, he indicated that women have demonstrated that
they have business potential. Mr B stated that the Chamber of Commerce
is especially knowledgeable of the problems that confront small business
owners.
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Criteria should be established for selecting individuals to be trained.
It should include: the person's educational stancdard, their acumen
for business, and their character. All of this could be substantiated
by the proper documents.

The availability of +training should be advertised in the Daily News
and over the radio in both English and Setswana.

Relations to Botswana Employers Federation

¥r B sees BEF as playing an important role in the local business
community.

Major Constraints to Successful Business

Obtaining financing to start a business is the major constraint.

lir B explained that Batswana are primarily pastoral people. For
+“hem, business is a novelty; they do not comprehend it. In general
they lack collateral. Cattle are not acceptable and farmers on tribal
land will not be in possession of a title of land ownership.

Mr B indicated that few business people have ventured into manufacturing
in this country. He said that there are no safeguards for outside
investors who invest in Botswana. He feels that safeguards are necessary.
He also stated that it is critical that a Motswana participates with
outside investors, so that part of the profits will -t~y in the country.
He gave an example: if a South African comes to Botswana to set up

a business, he should have a Motswana counterpart. The government

could possibly finance the Motswana counterpart through a parastatal
agency. This would give government a greater involvement in business.

Another constraint to successful business is a lack of training.
3. Mr C

Personal Background

Mr C was born in Zimbabwe where he served as an apprentice for 5 years
in a building trade. He worked in Zambia for 10 years as a production
manager, foreman and manager of a furniture business. In 1874 he

came to Botswana. He and his three sons presently own a furniture
business which manufactures furniture for government and private
homeowners, repairs and reupholsters furniture and upholsters motor
‘car seats. Mr C presently employs 90 individuals in a building which
is 1530 square meters. His skilled craftsmen are brought in from
Zimbabwe. The remainder of his employees are local and include builders,
laborers, receptionist, clerks, secretary and bookkeepers. He is
planning to expand his business and open a new factery in Broadhurst
which will be five times the size of his present factory and will
staff between 200 and 250 individuals. His workers are paid a salary
range of 36 thebe per hour up o 500 pula per month. He estimates
that he spends between 8 000 and ¢ JOC per month in wages, plus an
overhead cost of 3 000 pula.
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Training Needs

Mr C feels that long-term training is only viable for his son who c¢could
benefit from courses in business administraion. Mr C indicated that this
training could benefit him (Mr C), his son and eventually the country.
For his staff, Mr C prefers in-country training. He sees a need for
skilled training, such as cabinet making. He would also like to see his
staff trained so that they could read detailed diagrams. This would

save him bringing in expatriates from Zimbabwe to do this work. He
explicitly stated that other than his son, no members of his work

force should receive overseas training because they would then demand

too high a salary. If his staff were to receive some training in
Botswana, he would agree to pay their salary however, he would expect
them to sign a contract to return to work for him for at least 3 or

4 years. Furthermore, he would agree to increase their salary if

the individual returned from training "a better person". Mr C went

on to emphasize that he cannot raise his employees calaries too much
because in order for him to make a profit he would then have to raise

the price of hismoducts. That would mean that then the average Motswana
could not afford to buy his furniture. He acknowledges that his employees
need on-the-jcb training. He mentioned the possibility of the brigades,
however, at present he views the brigades as ineffective. According

to Mr C the brigades only provide a rudimentary training. Furthermore,
when people complete their training at the brigades their wage demand

is considerably higher than their skills merit. He has employed people
from the brigades in the past and has found that he has to provide

them with additional training in his factory.

Criteria for Training and/or Selection Process

Mr C feels that it is best to administer a standard test to all of
the candidates. This would be an objective wayto decide which candidate
is the most qualified.

Relations to Botswana Employers Federation

According to Mr C BEF is particularly valuable if there is a labor
problem. 1l.ey are helpful to the business owner since they stand
behind the 3§ thebe per hour minimum wage.

dajor Constraints to Successful Business

Mr C is worried about several factors which he sees as an obstacle
to business expansion.

He is concerned about the strong dependency of business in Botswana
on South Africa. In order for business to expand, imports should

be cut down. He envisions a partial solution that would help his

own business. Specifically, the market should be divided, with South
Africa preoviding all household furniture and Botswana providing all
business and office furniture, or vice versa. Things should proceed
along this line until Botswana can take over the entire market.
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In addition to South Africa cornering the market on furniture, ir C
has to obtain most of his materials from South Africa, ie, even nails
are purchased in SA. For the long range benefit of Botswana many
small manufacturing businesses are needed in country.

Another obstacle to business expansion is the diamond price slump.
He feels that there will be little building going on for some time.
Workers will have to be laid off. No one will be able to purchase
his furniture. Because of the present diamond slump, the banks are
now cutting back on overdrafts.

Finally, Mr C feels that he is heing discriminated against in his
efforts to obtain capital. Capital is necessary for any business

to be successful. Mr C further explained that the commercial banks
will finance white expatriates but not black or colored people. He
stated that the men who processed the loans in these commercial banks
and that most members of the Board of Directors are white. He drew
upon his own experience as illustrative. He recently applied for

a loan at Standard and Barclays Bank-. He was told to apply at the
National Development Bank. He subsequently invested 3 000 pula to
provide a detailed report on all of his assets. However, he was refused
the loan. Now he has reapplied to one of the original banks and is
waiting to see if his loan will be approved. Mr C interprets this

as a racial problem. He stated that there is a presidential commission
that is investigating the granting of preferential loans, hovever,

he is skeptical about the outcome since he believes that the government
wants to encourage outside investors.

4. Mr D

Personal Background

In 1886 iir D's father emigrated from India to South Africa. He worked
as a laborer in the sugar fields for a period of time and then emigrated
to Botswana to set up his own business. He opened a general store

in Village X. This store is still in the family. The present Mr D

was born in Botswana. He owns a clothing store on '"the Mall', which

is the major commercial center of Gaborone. He was educated in South
Africa, but had no training in business. His store provides ready-
made clothing, all of which is imported from South Africa. The stock
would be classed as '"better cloth'ng"; it includes a number of designer
items (ie Pierre Cardin suits). Ninety percent of the clothes are
men's wear and the remainder is female clothing.

Mr D wished to point out that clothing business in Gaborone requires

a merchant to be well established financially. When starting his
business, Mr D had to provide a South African manufacturer with trade
and credit references. There is a special firm in South Africa that
investigates these references for South African manufacturers. Once
the manufacturer was satisfied that Mr D was a good businessman, only
then would thev provide him with clothing. Furthermore, South Africa
"confines" various types of clothing (ie designer) to> different stores
in Gaborone. iir D interprets this ac Seing to the benefit of the
business owner.

#“r D's clothing store is staffed by four people: clerks, bookkeeper
and a laborer.
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Training Needs

Mr D indicated that he could use some training in business administration.
However, this training could have to be in-couniry. The maximum amount
of time that he would spend away from his shop would be 10 days.

while his brother could possibly take over managing the store for

him, he would not be comfortable leaving his business for a long period
of time.

Mr D does not feel that his staff needs any training other than that
which he provides them. He feels that the best experience is on-the=job.

Criteria for Trainingﬁand/or Selection Process

Mr D would like to see the level of education, knowledge of business
and overall character of an individual be the determinants when awarding
training scholarships.

Relations with Botswana Employers Federation

Although Mr D has never had any labor problems, he indicated that
if he did have a problem, he would take the issue to BEF.

Major Constraints to Successful Business

Mr D feels that the major constraint to successful business is securing
the proper merchandise. He said that it is necessary to know the
local taste.

He has had no problems in securing financing in the past. He indicated
that as long as an individual is solvent, the banks will provide assistance.
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PROJECT AUTHORIZATION

Name of Country: Botswana

Name of Project: Botswana Workforce and Skills Training

Number of Project: 633-0231

l.

Pursuant to Section 531 of the Foreign Assistance Act of 1961,

as amended, I hereby authorize the Southern Africa Manpower Development
(SAMDPII} Project for Botswana ('Cooperating Country') inveolving
planned obligations of not to exceed $14,509,000 in grant funds over

a seven year period from date of authorization, subject to the avail-
ability of funds in accordance with the # I D 0YB/allotment process,

to help in financing foreign exchange and local cwrrency costs for

the project.

The project consists of (a) providing (long term and shart _term _training
both overseas (US and Third Country), in-country for Batswana in several
eritical areas including public administration, {b) providing long term
and short term OPEX persornel, and (¢) providing a_limited amount of
training materials.

The Project Agreement which may be negotiated and executed by the

of ficer to whom such authority is delegated in accordance with AID
regulations and Delegations of Authority shall be subject to the
following essential terms and covenants and major conditions, together
witr such other terms and conditions as AID may deem appropriate.

a. Source and Origin of Goods and Services

Goods and services financed by AID under the project shall have

their source and origin in the Cooperating Country or in count:ries
included in AID Geographic Code 941 except as AID may otherwise agree
in writing.

b. Covenants

Covenants shall be included in substance as follows:

(1) Counterparts

The Cooperating Country agrees to assign a counterpart to long-term
training for each OPEX technician provided under the project.

{2) Manpower Planning

The Cooperating Country agrees that no short or long-term training
or OPEX assistance will be provided to institutions which do not
have Director of Personnel and USAID approved training plans within
eighteen months after signature of the project agreement.
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(3) ULGS

The Cooperating Country agrees that the Unified Local Government Services
will be treated as an institution separate from the Ministry of Local
Government and Lands and will receive a proportionate share of project
resources.

(4) Training Coordinators

The Cooperating Country agrees that each target ministry and ULGS will designate
a Training Coordinator to develop and implement training requirements.

(5) In-Country Training Institutions

The Cooperating Country agrees to continue to support in-country training
institutions discussed in the project paper and increase budgets and facilities
to accomodate the short-term training requirements under the project.

c. Waivers

Waive the requirement set forth in Handbook I, Supplement B, Chapter 5, that
the suppliers of services to be financed under grants to a RLDC have their
nationality in AID Geographic Code 941 countries to permit the procurement

of services (approximate cost 380,000) from suppliers having their nationality
in countries included in AID Geographic Code 935; and certify that the interests
of the United States are best served by permitting the procurement of these
services from Free World countries other than the Cooperating Country and
countries included in Code 941.
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5C(1) = COUNTRY CHECKLIST
Listed below are, first, statutory criteria
ap~licable generally to FAA funds, and then
criteria applicable to individual fund
sources: Development Assistance and Economic
Support Fund.
A. GENERAL CRITERIA FOR COUMTRY ELIGIBILITY
1. FAA Sec. l16. Has the Department a. No such determination
of State determined that this government b, The project will increase
has engaged in a consistent pattern of Fhe ngmber of trained Batswana
gross violations of internationally in skill areas relgted to
recognized human rights? If so, can employmen? geqerat1on. The .
it be demonstrated that contemplated prOJegt W1]].1mPrOVe the GOB's
assistance will directly benefic the capacity to implement programs
needy? which create employment oppor-

tunities for the Rural/Urban
poor

2., FAA Sec. ll3. Has particular atten- Yes
tion been given those programs, projects,

and activities which tend to integrate

women into the national economies of

developing countries, thus improving

their status and assisting the total

development effort?

3. F)A Sec. 481. Has it been determined No such determination has been
that the government of the recipient made

country has failed to take adequate
steps to prevent narcotics drugs and
other controlled substances (as defined
by the Comprehensive Drug Abuse Pre-
vention and Control Act of 1970) pro-
duced or processed, in whole or part,
in such country, or transported through
such country, from being sold illegally
within the jurisdiction of such country
to U.S. Government personnel or their
dependents, or from entering the U.S.
unlawfully?

4. FAA Sec. 620(b). If assistance is Yes
to a government, has the Secretary of

State determined that it is not dominated

or controlled by the international

Communist movement?

S. FAA Sec. 620(c). If assistance is No
to a government, is the government

liable as debtor or unconditional

guarantor on any debt to a U.S

. citizen



for goods or services furnished or
ordered where (a) such citizen has
exhausted available legal remedic:
and (b) the debt is not denied or

contested by such government?

6. FAA Sec. 620(e) (1) . 1If assistance
is to a government, has it (including
government agencies or subdivisions)
taken any action which has the effect
of nationalizing, expropriating, or
otherwise seizing ownership or control

of property of U.S. citizens or entities

beneficially owned by them without

taking staps to discharge its cbligations

toward such citizens or entities?

7. FAA Sec. 620(a), 620(f£), 620D;

Continuing Resolution Sec. 511, 512 and

513; ISDCA of 1980 Secs. 717 and 721.

Is recipient country a Communist country?

Will assistance be provided to Angola,

Cambodia, Cuba, Laos or Vietnam? (Focod
and humanitarian assistance distributed

directly to the people of Cambodia are

excepted). Will assistance be provided

to Afghanistan or Mozambigue without
a waiver? Are funds for El Salvador
to be used for planning for compensa-
tion, or for the purpose of compensa-
tion, for the confiscation, nationali-
zation, acquisition or expropriation
of any agricultural or banking enter-
prise, or property or stock thereof?

8. FAA Sec. 620(i). Is recipient
country in any way involved in (a)
subversion of, or military aggression
against, the United States or any
country receiving U.S. assistance, or
(b} the planning of such subversion or
agsreision?

9. FAA Sec, 620(j). Has the country
permitted, or failed to take adequate
measure. to prevent, the damage or
destruction, by mob action, of U.S.
property?
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No

No

No

Security and protection measures
appear to be adequate



10. FAA Sec. 620(k). Does the program
furnish assistance in excess of §100,000,000
for the construction of a productive enter-
prise, except for productive enterprises

in Egypt that were describ(d in the Con-
gressional Presentation materials for FY
1977, FY 1980 or FY 19817

11. FAA Sec. 620(1). £ the country has
failed to institute the investment guar-
anty program for the specific risks of
exprorriation, inconvertibility or con-
fiscation, has the AID Administrator
within the past year considered denying
assistance to such govermment for this
reason?

12, FAA Sec. 620(m). Is the country an
economically developed nation capable
of sustaining its own defense burden
and economic growth and, if so, does

it meet any of the exceptions to FAA
Section 620(m)?

13. FAA Sec. 620(o); Fishermen's
Protective Act of 1967, as amended,

Sec. 5. If country has seized, or
imposed any penalty or sanction against,
any U.S. fishing activities in inter-
national waters,

a. has any deduction required by the
Fishermen's Protective Act been made?

b. has complete denial of assistance
been considered by AID Administrator?

14. PFAA Sec. 620(g): Continuing Re-
solution Sec. 518. (a) Is the govern-

nent of the recipient country in default

for more than six months on interest

or principal of any AID loan to the country?
(b) Is the countrv in default exceedinq'

one year on interesti or principal on any
U.S. loan under a program for which the
Continuing Resolution appropriates funds?

15. FAA Sec. 620(s). If contemplated
assistance is development loan or

from Economic Support Fund, has the
Administrator taken into account the
percentage of the country's budget
which is for military expenditures, the
amount of foreign exchange spent on
military equipment and the amount
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No

No such denial has been considered

No

No

Until 1977 Botswana had no army, only
a small police force. In 1977 a small
defense force (army) was organized.
For 1979-80, poiice and internal
security expenditures represented
approximately 6% of the GOB budget

or about 4% of GDP. Less than 8%

of foreign exchange reserves were
spent on military equipment in the
1979-80 period and no money was spent
on sophisticated weapons systems.
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spent for the purchase of sophisticated
weapons systems? (An affirmative answer
may refer to the record of the annual
“Taking into Consideration” memo:

"ves, taken into account by the Admin=-
igtrator at time of approval of Agency
OYB.” This approval by the Adminis-
trator of the Operational Yea: Budget
can be the basis for an affirmative
answer during the fiscal year unless
significant changes in circumstances
occur.,)

16. FAA Sec. 620(t). Has the country No, not applicable
cavered diplomatic relations with the

United States? If so, have they been

resumed and have new bilateral assistance

agreements been negotiated and entered

into since such resumption?

17. FAA Sec. 620(u). What is the payment I1here are no arrears
status of the country's ‘'.N. obligations?

1f the country is in »rrears, were

such arrearages taken lLiito account by the

AID Administrator in ditermining the

current AID COperational Year Budget?

18. FAA Sec. 620A: Continuing Resolution We have no knowledge of any such
Sec. 521. Has the country aided or abetted, action

by granting sanctuary from prosecution

to, any individual or group which has

committed an act of international

terrorism? Ha$ the country aided or

abetted, by granting sanctuvary from

praosecution to, any individual or group

which has committed a war crime?

19. TFAA Sec. 666. Does the cowntry No
object, on basis of race, religion,

national origin or sex, to the presence

of any officer or emplovee of the U.S.

who is present in such country to

carry out economic¢ development programs

under the FAA?

20. EAA Sec. 669, 670. Has the-country,  We have no knowledge of any such
after August 3, 1977, delivered or delivery or receipt.

received nuclear enrichment or re-

processing equipment, materials, or

technoleogy, without svecified arrange-

ments or safequards? Has it detonated

a nuclear device after August 3, 1977,

although not a "nuclear-weapon State"

under the nonproliferation treaty?




B.

FUNDING SOURCE CRITERIA FOR COUNTRY
ELIGIBILITY

l. Development Assistance Country
Criteria.

a. FAA Sec. 102(b){(4). Have
criteria been established and taken
into account to assess ccmmitment
progress of the country in effectively
involving the poor in development, on
such indexes as: (1) increase in agri-
cultural productivity through small=-
farm labor intensive agriculture,

{2) reduced infant mortality, (3)
control of population growth, (4)
equality of income distribution, (5)
reduction of unemployment and (6)
increased literacy.

b. FAA Sec. 104(d)(l). 1If appro-
priate, is this development (including
Sahel) activity designed to builéd
motivation for smaller families through
modification of economic and social
conditions suuportive of the desire
for large families in programs such
as education in and out of school,
nutrition, disease control, maternal
and child health services, agricultural

roduction, rural development, assistance
to urban poor and through community-
based development programs which give
recognition to people motivated to

limit the size of their families?

2. Economic Support Fund Country Criteria,

a. TFAA Sec. 5023. Has the country
{a) engaged in aconsistent pattern of
gross violations of internationally
recoanized human rights or (b) made such
significant improvements in its human
rights record that furnishing such
assistance is in the national interest?

b. FAA Sec. 532(£). v'ill EST
assistance be provided to Syria?

c. PFAA Sec, 609. If commodities
are to be granted so that sale rnroceeds
will accrue to the recipient countrv,
have srecial Account (counterpart) arrange-
ments been made?
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Yes

Non-applicable

No

No

No grant commodities will be sold
and thus no sales proceeds will be
generated.



4. FAA Sec, 620B, Will ESF
be furnished to Argentia?

5C(2) - PROJECT CHECXLIST

Listed below are statutory criteria
applicable generally to projects with FAA
funds and project criteria applicable

to individual funding sources: Develop-
ment Assistance (with a subcategory for
criteria applicable only to loans); and
Economic Support Fund.

CROSS PEFERENCES: IS COUNTRY CHMECKLIST UP
TO DATE? HAS STANDARD
ITEM CHECKLIST BEEM RS-
VIEWED FOR THIS PROJECT?

GENERAL CRITERIA FOR PROJECT

1. Continuing Resolution Unnumbered;
FAA Sec. 634A; Sec. 6513(b).

(a) Describe how authorizing and
appropriations Committees of Senate
and House have been or will be notified
concerning the project; (b) is assistance
within (Or .ational Year Budget) country
or internat.onal organization zllocation
reported to Congress (or not more than
51 million over that figure)?

2. FAA Sec. 6ll(a)(l). Prior to obligacion
in excess of 5100,000, will there be (a)
engineering, financial other plans necessary
to carry out the assistance and (b) a
reasonably firm estimate of the cest to the
U.S. of che assistance?

3. FAA Sec. 611(a)(2). 1If further
legislative action ‘¢ required within
recipient country, what is basis for
reasonable expectation that such

action will be completed in time to
permit orderly accomplishment of purpose
of the agsistance?

4. TFAA Sec. 611(b); Continuing
Resolution Sec. 501. If for water
or water-related land resource con-
struction, has project met the s+an-
dards and criteria as set forth in
the Principles and Standards for
Planning Water and Related Land
Resources, dated October 25, 19727
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No

a. The congress was notified
utilizing normal congressional
notification procedures.

b. Yes
a. Yes
b. Yes

None required

This is not a water or water- .
related land resource construction

project.



5. FAA Sec. 6l1(e). If project is capital
assistance (e.c., construction), and

all U.S. assistance for it will

evceed $1 million, has Mission

Director certified@ and Regional

Assistant Administrator taken into
consideration the country's capability
effectively to maintain and utilize the
project?

6. FAA Sec. 209. 1Is project susceptible
of execution as part of regional or multi-
lateral project? If so why is project

not so executed? Information and con-
clusion whether assistance will encourage
regional development programs.

7. FAA Sec. €0l(a). Information and con-
clusions whether project will encourage
efforts of the country to: (a) increase the
flow of international trade; (b) foster pri-
vate initiative and competition; and (c)
encourage development and use of cooperative
and credit unions, and savings and loan
associations; (d) discourage monopolistic
practices; (e) improve technical efficiency
of industry, agriculture and commerce; and
(£) strengthen free labor unions,

8. TAA Sec. 601(b). Information and con-
clusion on how project will encourage U.S.
private trade and investment abroad and
encourage private U.S. participation in
foreign assistance programs (including

use of private trade channels and the
services of U.S. private enterprise).

9. FAA Sec. 612(b), 636(h); Continuing
Resolution Sac. 508. Describe steps taken
to assure that, to the maximum extent
possible, the country is contributing
local currencies to meet the cost of con-
tractual and other services, and foreiéa
currencies owned by the $.S5. are utilizad
in l:i:eu of dollars.

10. FAA Sec. 612(d). Does the U.S. own

excess foreign currency cof the country

and, if so, what arrangements have been
made for its release?
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Not required because there is
no construction element.

No

The project will improve the GOB
training capability for middle
and senior level personnel. This
will improve the capacity of
Batswana citizens to participate
effectively in the development
of both public and private
sectors.

The project will fund U.S.
technical assistance and
participant training.

GOB will contribute approximately
25% of project costs.

Botswana is not an excess foreign
currency country.



11. FAA Sec. 60l(e). Will the project
utilize competitive selection procedures
for the awarding of contracts, except where
applicable procurement rules allow other-
wise?

12. Continuing Resolution Sec. 522. If
assistance ig for the production of

any commodity for export, 1s the
commodity likely to be in surplus

on world markets at the time the re-
sulting productive capacity becomes
operative, and is such assistance likely
to cause substantial injury to U.S. pro-
ducers of the same, similar or competing
commodity?

FUNDING CRITERIA FOR PROJECT

l. Development Assistance Project Criteria

a. FAA Sec. 102(b),111, 113, 28l(a).
Extent to which activity will (a) effectively
involve the pcor in development, by extending
access to economy at local level,
increasing labor-ntensive production and the
use of appropriate technology, spreading
investment out from cities to small towns and
rural areas, and insuring wide partici=
pation of the poor in the benefits of
development on a sustained basis, using
the appropriate U.S. institutions; (b) help
develop cooperatives, expecially by
technical assistance, to assist rural
and urban poor to help themselves toward
better life, and otherwise encourage demo-
cratic private and local goverrmental
institutions; {c¢) support the self-help
efforts of developing countries; (d)
promote the participation of women in the
national economies of developing
countries and the improvement of women's
status; and (e) utilize and encourage regional
cooperation by developing countries.

b. FAA Sec. 103, 1033, 104, 105,
106, 137. 1Is assistance being made avail-
able: (include only applicable paragrdph
which corresponds to source of funds used.
If more than one fund source is used for
projecs, include relevant paragraph for
each fund source.)

Yes

Not applicable

H/A

N/A
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(1) (103) for agriculture, rural development
or nutrition; if so (a) extent to which
activity is specifically designed to

increase productivity and income of

rural poor; 103A if for agricultural research,
full account shall be taken of the needs

of swall farmers, and extensive

use of field testing to adapt basic research
to local conditions shall be made; (b) extent
to which assistance is used in coordination
with programs carried out under Sec. 104

to help improve nutrition of the people of
developing countries through encouragement

of increased production of crops with greater
nutritional value, improvement of planning,
research, and education with respect to
nutrition, particularly with reference to
improvement and expanded use of indigenously
produced foodstuffs; and the undertaking

of pilot or demonstration of programs expli-
citly addressing the problem of malnutrition
of poor and vulnerable people; and (c) extent
to which activity increases national food
security by improving food policies angd
management and by strengtheninc natien

food reserves, with particular concern

fer the needs of the poor, through measures
encouraging domestic prcduction, building
national food reserves, expanding available
storage facilities, reducing post harvest
food losses, and improving food distribution.

(2) (104) for population planning under
sec. 104(b) or health under sec. 104(c); if
so, (i) extent to which activity

emphasizes low-cost, integrated delivery
systems for health, nutrition and family
planning for the poorest people, with
particular attention to the needs of mothers
ané young children, using paramedical and
auxiliary medical personnel, clinics and
health posts, commercial distribution systems
and other modes of community research.

{4) (105) for education, public administration,
or human resources development; if so, extent

to which activity strengthens nonformal
education, makes formal education more relevant,
especially for rural families and urban poor,

or strengthens management capability of
institutions enabling the poor to

participate in development; and (ii) extent

to which assistance provides advanced educa-
ticn and training of people in developing coun-
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tries in such disciplines as are required
for planning and implementation of
public and private development activities.

(5) (106; ISDCA of 1980, Sec. 304) for energy,
private roluntary organizations, and selected
development activities; if so, extent to

which activity is: (i) (a) concerned with

data collection and analysis, the training

of skilled personnel, research on and develop~-
ment of suitable energy sources, and pilot
projects to test new methods of energy pro-
duction; (b) facilitative of geological

and geophysical survey work to locate potential
oil, natural gas, and coal reserves and to
encourage exploration for potential oil,
natural gas, and coal reserves; and (c) a
cooperative program in energy production and
conservation through research and development
and use of small scale, decentralized, renewable
energy sources for rural areas;

(ii) technical cooperation and development,
especially with U.S. private and voluntary
or regional and international development,
organizations;

(iii) research into, and evaluation of,
economic development process and techniques;

(iv) reconstruction after natural or manmade
disaster;

{v} for special development problems, and
to enable proper utilization of earlier
U.S. infrastructure, et:,, assistance;

(vi) for programs of urban devel. ment,
especially small labor-intensive anter-
prises, marketing systems, and financial

or other institutions %o help urban poor
participate in economic and social develop-
ment.

c. (107) is appropriate effort placed on use — N/A
of appropriate technology? (relatively

smaller, cost-saving, labor using

technologies that are generally most

appropriate for the small farms, small

businesses, and small incomes of the poor.)

d. TFAA Sec. 110(a). wWill the recipient N/A
country provide at least 25% of the costs of

the program, project, or activity with

respect to which the assistance is to be




furnished (or has the latter cost-sharing
requirement been waived for a "relatively
least developed” country)?

e, FAA Sec. 110(b). Will grant capital
assistance be disbursed for project over

mcre than 3 years? f so, has justification
satisfactory to Congress been made, and

efforts for other financing, or is the
recipient country "relatively least developed"?

f. FAA Sec. 28l(b). Describe extent to
which program recognizes the particular
needs, desires, and capacities of the

people of the country; utilizes the country's
intellectual resources to encourage insti-
tutional development; and supports civil
education and training in skills required for
effective participation in governmental pro-
cesses essential to self-government.

g. FAA Sec. 122(b). Does the activity give
reasonable promise of contributing to the
development of economic resources, or to

the increase of productive capacities and
self-sustaining economic growth?

2. Develocment Assistance Project Criteria
(Loans Onlv)

a. FAA Sec. 122(b). Information and
conclusion on capacity of the country to
repay the loan, at a reasonable rate of
interest.

b. FAA Sec. 620(d). If assistance is
for any productive enterprise which
will compete with U.S. enterprises, is there
an agreement by the recipient country to
prevent export to the U.S. of more than
20% of the enterprise's annual production
during the life of the loan?

3. Project Criteria Solely for Economic
Support Fund

a. FAX Sec. 531(a). Will this assistance
promote economic or political stability? “To
the extent possible, does it reflect the policy
directions of FAA Section 1027

b. FAA Sec. 531l(c). Will assistance
under +this chapter be used for military,
or paramilitary activities.

129

Annex :V - C
Page 11

N/A

N/A

N/A

N/A

N/A

N/A

N/A
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ANNEX V-D
ANNEX V-D : WAIVERS
I Waivers required
A waiver of nationality requirements from AID Geographic Code 941 %o
Code 935 for the procurement of approximately $80,000 in services.
IT Justification for Waiver of Nationality Requirements for Services

A Summary Waiver Information

Cooperating Country: Botswana

Authorizing Document: Project Authorization

Project: Botswana Workforce and Skills Training
Nature of Funding: Grant

Description: Residential utilities, security

guards, household maintenance,
medical costs and general repair
and maintenance of project

equipment
Probable Source Scuth Africa
Total Value: (Approximate) $80,000

B Discussion

Services for which a waiver of nationality requirements is being requested
are contract and support services such as security guard service,
househol”d maintenance and medical costs. Total $80,000.

All of these services will be procured either from South Africa or from
South African owned firms. In the case of security guard service and
household maintenance, these services are routinely provided by South
African firms operating in Botswana. The general repair and maintenance
of equipment for items manufactured in South Africa is generally done

by South African firms operating in both Botswana and South Africa. It
is not possible to distinguish between South African firms operating in
Botswana and Botswana owned firms. Thus, tests of beneficial ownership
discussed in Handbook 1B: 12 cannot be applied. Accordingly, a waiver
is required for all project financed services.

Additionally, for the small amount of services required, it is not
feasible %o require US firms to provide them, since US firms providing
these services do not operate in Botswana. Also, no Code 941 firm
would be interested since the services required are of limited magnitude
and would not generate any interest.
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