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;"<CTION MEHO~<AND[J~l' fOR THE DIRECTOR, USAID SWAZILAND 
it'14{v....~;,~ fir, 

~'ROr-1 : Carol Steele, Progr:-atn Officer, USAID/S\Olaziland 

SUBJECT: Swaziland Manpower Development Project, 645-0218 

PROBL8M: 

Your approval is requested to execute a grant of $19,630,000 from 
the FAA Section 105 Education and Human Resources Development 
appropt:"iatj~ ') the Government of Swaziland (GOS) for the Swaziland 
Manpower r l~nt Project (645-0218). It is planned that 
$/.,085,00\ 0 obligated in FY 1984. 

DISCUSSION: 

The purposes of the project are (a) to expand the capacity of 
selected Swazis and Swazi institutions--both public and 
pr:-ivate--independently to plan and direct development activities and 
(b) to ~ncourage an increased level of informed participation by the 
general Swazi population in a variety of such activities. 

This project is based on the pr:-oposition that well-qualified, 
development-oriented mana1ement and leadership in key institutions 
will continue to be the majo~ elements contributing to accelerated 
economic and social developmE.'nt in Sw;~ziland. It can only be 
achieved by long-term effo~ts to ~evelop key institutions, 
~at:"ticularl1 by training individuals with the technical and 
m~naget:"irll Skills n~~~ssary to direct them and by encouraging full 
~tn':':icipati()n of <1(1 i~tforme(j 9~blic to use the institutions 
~tfectively and demanrl that they function efficiently for the good 
:)[ tI-.e n.~:l')n. 

The P~Oj0ct has f~ve intQrcel~ted elements: 

1. Developmc::!.t of an .a.(jministrativ~~Leadel"shipCadre 

An a'Jel:age of 25 swazi.s will be offer.s·d scholarships each year 
EOl" 10ng-t~r.m academic tt:"aini~g abroad. This level represents about 
til? pr':?sent level of scholat:"ship support and 1:3 considered the 
~inimum level to develop the critical mass of administrative and 
technic~l leadership needed to direct Swazil3nd's development 
0fforts. Short-term non-degr~e/technical training in the U.s. and 
othel" African countries will be pt:"ovided tot:" at least 64 S~a2is ov~r 

the [.l01:iod of the project (a'/eraqing 10 per year). In-countr.y 
t~dining will also be provided d3 the most cost-effective m0ilns of 
t:1~ainj.n(J relati.vely lar')e nllmb€:t:"3 of 2,wazis .1nd providing focu:Je:l 
'.:raining EOl" 5peciEi~ development instituti.ons and units within 
:: I: a .S ;:. i fl r; tit uti 0 ns . 
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2.	 Development Orientation for Traditional Leaders and 
Rural Women's Associations 

To date, USAID-sponsored training has been directed toward 
improving the qualifications and effectiveness of personnel in the 
"modern" government. Such training has not reached the Swazi 
traditional sector. In view of the importance of that sector in 
Swaziland, the project aims to adjust that imbalance by providing 
training th~ough seminars and workshops to improve the management 
cap~bilities of traditional leaders, increase their awareness and• 
knowledge of development issues and activities, and encourage them 
to use their positions of leadership to support such activities 
carrip.d out through mode~n-sector GOS and non-governmental/NGO

•	 org~nizations. Also, th~ project will encourage the formation of 
mor9 women's organizations, expand the quality and quantity of 
training of women in organizations, and attempt to improve 
communication between male extension workers and women's 
organizations. 

3. Development Communications 

There is a great pot(~ntia1 in Swaziland for strengthening the 
access to, and delivery of, p~~ctica1 development information. 
Assistance will be provided to: (a) train Swazi communicators in 
the skills required to UBe mass communications to promote 
develooment more effectively: (b) reduce constraints on available 
cap~ci~y for disseminating development information by providing 
modest amounts of equipmt~nt and commodities: (c) encourage Swazis to 
set ':e'lelopment prio~itiHs and to plan and organize activities in 

•	 support of such priorities: and (d) create an institutional base for 
d~velopment communications in Swaziland. 

4. Institutional Development/Linkages
• 

A new approach to institutional development--linkage 
~rr~ng~ments between Swa~i training institutions and one or more 
J.5. ~~stitutions--will also be supported through the project. The 
?IJr::'0S~ of an institutional linkage will be particularly to 
."5:r:-?n~':hen the academic rind administrative leadership and the

• :),:,)';r':1'1S of the Swazi in:3titution. To maximize its mutual benefits, 
i~t~r~3t5 ~nd priorities, an instit~tional linkage should focus on 
:o":~~.-..' -ltFl ~)dministr03.ti·,e development and on the development and 
~n?r0~~m8nt of curricula. Project funding is provided to support 
',.:0.1': ,~i c institutional dnkages ov€:r the period of the project. It 
: 'j .:~ ;;-::::':e r] that the ini':iative for a linkage will be taken by the 
co~~·!r:)ting institutions themselves, with USAID's roJ,e primarily 
~0:~] :':lcilitative. 
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5.' Technolog~/Skills Transfer 

The approach to institution-building emphasized in the project 
is the development, through participant training, of a critical mass 
of knowledgeable Swazis capable of successfully directing 
Swaziland's development process. This is complemented by the 
transf~r of knowledge and skills at the workplace through the 
provision of long-term and short-term u.s. expertise to various 
Swazi institutions. Operational Experts (OPEX) will be provided 
selected institutions within which they will have a potential impact 
in terms of technology transfer, policy analysis and' institutional 
development. Long-term technical advisory assistance, will also be 
provided, including the services of a Manpower Economist/Planner to 
work with the Department of Establishments and Trairiing. The' 
provision of short-term technical services will often be the most •appropriate response to GOS requests for assistance in specific 
tasks. A total of 63 person-months of consultant services is 
bud9-a ted. 

Project management support is budgeted for the assignment of a 
contractor field representative and the employment of aPSe 
Assistant Project Manager. Also, funds have been budgeted for 
evaluations and analyses. 

USAIO/Swaziland's overall strategy as presented in the approved 
Country Development Strategy Statement (CDSS) is directed toward 
attacking four major interrelated problems: rising unemployment, 
low agricultural productivity, rapid population growth and high 
I..:n.de::--t·... o mor.t.:\lity. .I\s noted in the original Swaziland CDSS 
(J~n~a~y 1980) anc in annual CDSS updates, human resources 
development is seen a~ a key factor in addressing the constraints •EOlnd in each of cheae problem areas. The FY 1985 Congressional 
Pc~s~ntation fur .her states that the AIU program in Swaziland 
"tJl c C~ ~ lOa j.~)r clliphas ~s on human resout'ce s deve lopmen t as vi tal to 
the elimination of constraints in all areas and as the fundamental • 
:equirament for self-suotaining national development." A new CDSS 
:~ be p~epared in FY 1984 will continue to emphasize human resource 
de~elo9ment as a p~incipal element in USAID/Swaziland's program 
3tr~tegy for the next decade. All elements of this project are 
expected to have significant impact upon the problem noted 
03.:::>,')1,"'; • • 

Ji~ect beneficiat:'ies are the nearly 200 Swazis who will receive 
Ol/et".:c:~s training and the 1600 or. mot:'c ..."ho will receive some sort of 
i~-~ountry training. A f.ar greater number will be indirect 
beneficiaries as a result of improved services provided by public 
~nd pcivate institutions and increased useful information passed on 
by com~unications media and by newly tt:'aincd individuals. 

areas 
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The total estimated cost of the project is $26.4 million. The 
AID contribution to the project is estimated at $19.63 million, or 
74% of the total cost. The contribution of the GOS and private 
sector to the project is estimated at $6.8 million, or 26% of the 
total cost. 

Of the total AID contribution to the project, 93% represents 
foreign exchange costs, of which 61% will finance the costs of 
participant training i both u.s. and African universities. An 
estimated 7% represents local currency expenditures, of which 62%

• will finance the local costs of in-country training (at GOS training 
institutions and in the field) and follow-up activities for. returned 
participants. In the case of the combined GOS and private sector 
contribution to the project, 15% represents foreign exchange costs,• of which 80% will finance participants' round trip airfares. An 
estimated 85% represents local currency expenditures, of which 59% 
will finance participants' continued salary and dependents' 
allowances during the period in training. For further details, see 
the "Financial Plan" table on page 40 of the Project Paper. 

While the data on which much of the economic analysis is based 
is subject to question, it tends to be as accurate as comparable 
data in other countries. The returns to overseas and in-country 
training are sufficiently high in Swaziland to make the projected 
USAID and GOS expenditures economically viable. An internal rate of 
return analysis was done on the a~ailable data. After completing
the analysis, all the assumptions were SUbjected to sensitivity 
tests. The internal rates of return did not change appreciably when 
the values of the assumptio~s stayed within the likely range. 

The project is technically sound because it provides the types 
and levels of assistance which provides most impact in each given 
area. The project will send the most appropriate Swazis for 
long-term and short-term training overseas. The selection process 
~i11 include individuals from the private sector and from 
parastatals, so that the selection meets the needs of the entire• 
country. Short-term in-country training will take place when there 
are sufficient people in country needing the same type of training 
and when the training is relevant to the specific needs of 
Swaziland, such as the traditional leader training. The proposed 
institutional approach to development communications is both timely 
and technically feasible. 

The USAIO/Swaziland Director approved a Negative Determination 
fOL- the Initial Environmental Examination on the basis that the 
project is an education, technical assistance or training program 
and does not include activities directly affecting the environment 
.:ln~ thus is not subject to the provisions of 22 CPR, Section 216.3. 
'LIllo Categorical Exclusion was attached to the PID and AID/W 
conCUt.. t"(?I~ce \-las provided in STATg 80793 dated March 20, 1984 trom 
the Blll"U1U Environmr:!l1tal Officer..' 
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The Project Agreement will contain one Condition Precedent to 
in5.tial Disbursement, one Condition Precedent to Additional 
Disbursement for specific activities within the project, and six 
Special Covenants. These appear in the attached Project 
Authorization. 

The major GOS implementing agencies of this project are the 
Departrnent of Establishments and Training of the Ministry of Labour 
and Public Service, the Ministry of Agriculture and Cooper~tives and 
the Swaziland Broadcasting Service. 

The Swaziland Manpower Development Project will require the 
procurement of different types of commodities and materials. 
Waivers will be requested at a later time to permit procurement of 
cOfl1l1lodities as required. A nationality waiver for third country 
participant training was approved by the Acting AA/AFR to permit up 
to $1,000,000 in short- and long-term participant training services 
to be conducted in Code 941 African countries. 

On April lJ., 1984, USAID/Swaziland held a Project Review of the 
Swaziland Manpower Development Project chaired by the Mission 
Director. The Implementation Plan was carefully reviewed by the 
Comwittee which concluded that the Plan is realistic and establishes 
a reasonable time f.rame for carrying out the project. The Committee 
recommended approval of the project. 

A final Project Review was held in Nairobi, Kenya, by a Project 
Committee from REDSO/ESA. The Comrnittee, chaired by the REDSO/ESA 
~cti~g Djre~Lor, concur~ed in the Project. 

As noted in Chapter V of the PP, Monitoring Plan, the 
USAIO/Swaziland Human Resources Development Officer will serve as 
the AID FrQject Officer for the Swaziland Manpower Development 
~roJcct, an~ ~s Duch will have primary USArD/Swaziland 
l-'..=spon:3ibility (or the monitoring and evaluation of the project. 

Tile ,'ctir.1 AA/AF["{ del'3gated to the Mission Director, 
:JS!,ID/SwC'.zi]\l1d, the authc.rity to authorize thia project in the 
,:rnunt: r)[ appt-oximately ~19.6 m5.1lion, •... ith concurrence fr"Jm the 
R.:~lJSO/Jo:Sl\ Director and subject to all the provisions of .~ID 

I) r;) ], ~~ (.F! t ion 0 fAll tho r i t Y 1 <10, rev i sed, e xc e p t foe the $10 mi 11 ion 
1 i ,', i t·:\ t: ion con t a i ned the rei n (ST A'1' E 1. 4 8 480 ) • 

Since this is a new project, the Congress must be notified 
rUl~.';u~;nt to the Congressional Notification Proc>?dures. A 
Co 11 ~Jl' Po :1 [j ion a 1 Not i ( i cat ion a d vis i ng the Con 9 t:" e S 3 a f 
~~~IU/Sw~~iland's intent to authorize the proJect 3nd advising of 
Pl"Opc[_:(~d oblig.:ltionr:; was s(:!nt to the Congt·es:.3 orl 11ay 31, 1984. The 
fj (t'~:?J) 0,1)' ..."Ii tin~ pet-iad expired on JUi18 l·1, 1:)84, .:lnd th~ 9ro~ect 

11,1y nOlI b,.) authorized. 
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RECOt·1l1ENDATION: 

That you sign the attached Project Autho~ization and the~eby app~ove 

funding of $19,630,000 of which it is planned that $2,085,000 will 
be obligated in FY 1984. 

APPROVED 

i:>ISAPPROVED 

DATE [(,.(./ ;";j /9)1/T ' I 

Clearances: C:./-/ 
USAID/S/RLA:GBBisson: 1/" '2 Date: ~/~/7r: Jt) 
USAID/S/CONT:GBY11eSbY~;'Date: tv--(.. u,'f4-
USA ID /S/HRDO: SMacCarth Da te:1'\: .. 23' '~L( 
USAIDjsjRECON:NCohen Date~ 
USAIDjSjAPO:WHammink~(D-r-a~f~t~)---Date:--5~7~1=7~7~8-4--

Concu~rence: 

REDSOjESAjADIR:(NAIROBI 019151 DATED JUNE 25, 1984) 
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PROJECT AUTHORIZATION 

Name of Country: Swaziland 

Name of Project: Swaziland Manpower Development 

Numbgr of Project: 645-0218 

1. Pursuant to Section 105 of the Foreign Assistance Act of 1961, as 
amended, I hereby authorize the Swaziland Manpower Development 
Project for Swaziland (the "Cooperating Country") involving planned 
obligations of not to exceed $19,630,000 in grant funds over a six 
year period from the date of authorization subject to the 
availability of funds in accordance with the A.I.D. OYB/al1otment 
process, to help in financing foreign exchange and local currency 
costs of the project. The planned life of project is seven years 
from the date of initial ohligation. 

2. The project consists of assistance to the Cooperating Country to 
realize the f~ll development potgntia1 of its human resources both 
in the modern sector. and in the l"ural homesteads. The project 
consists of five interrelated elements: (1) Development of a 
Administrative/Leadership Cadre, (2) Development Orientation for 
I~' r rt cJ i t i 011 a ~L LC: i.t d nr !3 .j nd r..,ur a 1 vl 0 men '.s Ass 0 cia t ion s , (3) 
3t~-ength,?nillg ail institutional ba:30 for Development Communications, 
(4) C!3tu.b.~_ishillg ] inkagcs br::ble(~n SI,I-3zi training institutions with 
U.3. institutions to strenythen academic and administrative 
leadership of the Slolazi Institutions, and (5) TE!chnology/Skil1s 
T~ansfer. The project will fun~ participant tr~ining services, 
technical assistance and commodities in support of these elements. 

3. The Project Agreement which may be negotiated and executed by the 
officer to whom such authority is oe1ogated in accordance ~ith AID 
regulations a.nd Delegations of Authority shall be subject to the 
following essential terms and covenants and major conditions, 
together with such other terms and conditions as A.I.D. may deem 
appropriate. 

4. a. Source and Origin of Commodities, Nationality of services 

Commodities financed by A.I.D. under the project shall have 
their source and origin in the Cooperating Country or in the United 
States except as A.I.D. may otherwise agree in writing. Except for 
ocean shipping and participant t~aining services, the suppliers of 
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commodities or services shall have the Cooperating Country or the 
United States as their place of nationality, except as A.I.D. may 
otherwise agree in writing. Ocean shipping financed by A.I.D. under 
the project, except as A.I.D. may otherwise agree in writing, shall 
be financed only on flag vessels of the United States. To the 
extent authorized by A.I.D. Handbook 10, paragraph 7E, suppliers of 
participant training services under the project may have countries 
included in A.I.D. Geographic Code 941 as their place of 
nationality, except as A.I.D. may otherwise agree in writing. 

b. Condition Precedent to First Disbursement 

Prior to the first disbursement under the Grant, or to the 
issuance by A.I.D. of documentation pursuant to which disbursement 
will be made, the Grantee will, except as the Parties may otherwise 
agree in writing, furnish to A.I.D. in form and substance 
satisfactory to A.I.D.: 

A statement of the name of the person holding or acting in 
the office of the Grantee and of any additional representatives, 
together with a specimen signature of each person specified in Guch 
statement. 

c. Condition Precedent to Additional Disbursement 

Prior to disbursement under the Development Communications 
portion of the Grant, or to the issuance by A.I.D. of documentation 
pursuant to which disbursement will be made, for other than 
short-term consulting services, the Cooperating Countr.y and A.I.D. 
shall, except as A.I.D. may otherwise agree in writing, agree on a 
feasible staffing and organizational plan for the Development 
Communications portion of the project. 

d. Special Covenants 

(I) The Grantee will sign contracts with each aPEX 
technician provided under the project. The contract will provide 
for the pay, allowances, and benefits for such technicians on the 
same basis as the Grantee provides for its officials for a similar 
grade. 

(2) (a) The Grantee will take such steps as may be 
required to assure that individuals receiving training outside 
Swaziland will return to established positions in the Government 
either to replace or to work with A.I.D.-financed technicians, or to 
occupy other positions commensurate with their training. 

(b) The Grantee agrees to establish and enforce 
bonding requirements for public sector employees receiving training 
abroad. 
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(3) The Grantee will take such steps as may be
 
practicable, including the establishment of dual incumbency
 
positions where feasible, to maximize the extent of overlap of
 
A.I.D. technical assistance personnel with Grantee personnel trained 
under the project~ 

(4) The Grantee agrees to use its best efforts to 
establish and fill the position of Community Leadership Specialist 
within the Ministry of Agriculture and Cooperatives/Community 
Development Section by February 1988. 

(5) The Grantee agrees to explore the feasibility of 
establishing within its civil service a "training complement" to 
provide needed flexibility to train the best-qualified public 
servants currently within or entering the civil service. 

(6) The Grantee agrees to explore the feasibility of 
establishing adequate incentives for participants undertaking 
long-term training to insure that the most highly qualified 
candidales, particularly those with families, will be motivated to 
undertake such training. 

Signature 

Robert Huesmann 
Typed Name of Approving Officer 

Director, USAIO/Swaziland 
Title 

Clearances:
 

HRDO: SMacCarthy ~ da te 6/28/8,!
 
APO:WHammink (dr~ft)
 
CONT:GLByllesby ~~~ date ?/;~8/84
 
RLA:GBBisson (dra~'
 
PRM: CS tee Ie {'--'_ da te 6/28/84
 
DD:JOPhilpott. ..~ date 6"72"8704
 

Concurrence:
 

ACTING DIR, REDSO/ESA:PB1oom (by c~b1e) date 6/25/84
 
Reference: STATE 19159 dated 6/25/84
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I. SUMMARY PROJECT DESCRIPTION 

A. Grantee
 

The ~rantee is the Government of Swaziland (GOS).
 

B. Implementing Agencies 

The GOS implementing agencies are: 

-the Department of Establishments and Training, Ministry 
of Labor and Public Service 

-the Ministry of Agriculture and Cooperatives 

-the Swaziland Broadcasting Service, Ministry of Interior 

C. Financial Plan and Terms of the Project 

The project is a Grant to the Government of Swaziland, to be 
obligated incrementally from FY 1984 through FY 1989. The project 
will be implemented over a period of seven years, from FY 1985 
through FY 1991. 

($000) 

Component AID Swaziland Total % 

Participant 
Training $11,610 $4,790 $16,400 62 

Technical 
Services 7,340 1,700 9,040 34 

Commodities 680 310 990 4 

Total $19,630(74%) $6,800(26%) $26,430 100% 

D. Purposes of the Project 

The purposes of the project are (a) to expand the capacity of 
selected Swazis and Swazi institutions--both public and 
private--independently to plan and direct development activities 
and (b) to encourage an increased level of informed participation 
by the general Swazi population in a variety of such activities. 

E. Bac~ground of the Project 

Swaziland is gradually modernizing. It must modernize if il 
is to maintain a rate of progress comparable to its souther:'! Africa 
neighbors, including SADCC member nations, and if the Swazi people 
are to enjoy the maximum benefits of greater productivity and 
modern technology. 
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This project is based on the proposition that well-qualified, 
development-oriented management and leadership in key institutions 
will continue to be the major elements contributing to accelerated 
economic and social development in Swaziland. It can only be 
achieved by long-term efforts to develop key institutions, 
particularly by training individuals with the technical and 
managerial skills necessary to direct them and by encouraging full 
participation of an informed public to use the institutions 
effectively and demand that they function efficiently for the good 
of the na tion. 

Previous AID and other donor programs have assisted the GaS in 
addressing needs in both of these areas, but they have so far been 
able to meet only a fraction of the requirements. In terms ot 
leadership in the public sector alone, nearly 500 nominations for 
post-secondary long-term training are submitted by ministries and 
government agenciee to the Department of Establishments and 
Training every year. Many are in turn submitted to USAID for 
funding consideration. In the recent past, USAID has financed 
long-term training for about 25 Swazis per year. 

The Technical Analysis (Annex K), describes the results of a 
series of manpower studies and needs assessments carried out in 
Swaziland over the past 10 years. As expected, studies show that 
the requirements far outstrip the numbers of qualified people 
currently moving through the system or having the opportunity for 
highe~ level training. Shortages in some fields of particular 
interest to national development (agriculture, engineering, etc.) 
are greater than shortages overall. 

Shortages ~t the post-graduate level--the level of 
Gonc0ntration for this project--are expected to be even more 
sevl' re. At presel: t the COlln tt"y is unable to provide the needed 
number of post-graduate people in almost any field and all 
post-graduate training must be accomplished outside Swaziland. 
USAID is the only dOllor currently offering or planning to offer 
more than a few scholarships at that level. 

There is also a major requirement and strong demand for 
in-country training, which is the most cost-effective means of 
training relatively large numbers of people and of providing 
focused training for specific development institutions or units 
within those institutions. Recent assessments have identified the 
highest priority areas for in-country training and have clearly 
shown increasing interest and demand for such training within both 
the public and private sectors. 

The Swaziland situation adds a distinctive elemen t to the 
familiar problem of inadequate manpower: an unusually 
longstanding, widespread and tenacious adherence to traditional 
views and values. Traditional attitudes affect all aspects of 
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Swazi life. In the country's dual system of government, modern 
ministries coexist with a structured, influential traditional 
government. This strong traditional foundation also offers some 
interesting development opportunities. In an effort to accelerate 
the process of development in Swaziland, this project will work 
with the leadership elements of both the traditional and the modern 
elements of the society to bring their influence to bear together 
on development problems. 

The project will address both the present and the future, 
capitalizing on opportunities available now, while at the same time 
financing the long-term programs of institutional and individual 
development so necessary to continuous, self-generating national 
progress. In Swaziland, near-universal primary education is 
gradually creating large numbers of people better able to take 
advantage of new technologies and opportunities for greater 
productivity and for improvement in the quality of their lives. A 
new generation of technical and administrative leadership is also 
being formed. Some basic systems (communication, transportation, 
leadership institutions, etc.) are already in place. Swazis could 
take advantage of these systems now and improve their incomes and 
quality of their life within a few months or years. This project 
proposes to animate these systems and provide them with the 
substantive technological content needed to make them effective 
tools for Swaziland's development. For the future, through 
long-term training and other means, the project seeks to develop a 
significant number of Swazis capable of introducing modern 
attitudes, administrative systems and technologies into a changing 
but still very traditional society. The cumulative impact of such 
efforts will be evident in the decade of the 1990's and beyond. 

F. Description of the Project 

About 60 percent of the project funding will support long- and 
short-tarm training for Swazis in the u.S. and other African 
countries and short-term training in Swaziland. Additional 
elements of the project focus on the development of efficient, 
effective Swazi institutions (reinforced, of course, by the 
participant training) and on methods of encouraging informed 
participation in the development process by Swazi organizations, 
groups and individuals active in the traditional setting. The 
project is designed to improve institutional capacity in both the 
public and private sectors, to emphasize capability and leadership 
potential in the selection of Swazis for training, to realize the 
development potential of traditional Swazi leaders and indigenous 
organizations and to utilize the communications media as an 
important tool for bringing the benefits of development to large 
numbers of Swazis. 

The project has five interrelated elements: 



-4­

1.	 Develo~ment of an Administrative/Leadership Cadre 
'($11,2 0,000) 

An average of 25 Swazis will be offered scholarships each year 
for long-term academic training abroad. This level represents 
about the present level of scholarship support and is considered 
the minimum level to develop the critic~l mass of administrative 
and technical leadership needed to direct Swaziland's development 
efforts. In general, priority will continile to be given to diploma 
and degree training in specialized fields in agriculture, 
education, health, business, engineering and the sciences. 
Short-term non-degree/technical training in the u.S. and other 
African countries will be provided for at least 64 Swazis over the 
period of the project (averaging 10 per year). Intensive, 
specialized training in critical development areas will be offered 
for selected mid-level Swazis as well as observation/study tours 
for key decision-makers. In-country training will also be provided 
as the most cost-effective means of training relatively large 
numbers of Swazis and providing focused training for specific 
development institutions and units within those institutions. 
Priority will be given to (a) supervisory and management training 
for. high-level decision- and, policy-makers and potential leaders 
from the mid-level ranks and (b) technology and skills training. 
The provision of long-term academic and short-term technical 
participant training abroad and in-country training constitutes a 
coordinated approach to improving the efficiency and effectiveness 
of Swazi development institutions (agriculture, health, edu~ation, 

pUblic work8 and engineering: natural resources, commerce and 
industry and human resources development/training). 

2.	 Development Orientation for Traditional Leaders and 
Rural WomenFs 'ssociations ($1,060,000) 

To date, USAID-spcnsored training has been directed toward 
imp~oving the qualifications and effectiveness of personnel in the 
"modern" gover.nment. Such training has not reached the Swazi 
traditional sector. In view of the importance of that sector in 
Swaziland, the project aims to adjust that imbalance by providing 
training through seminars and workshops to improve the management 
capabilities of traditional leadersl increase their awareness and 
knowledge of development issues and activities, and encourage them 
to use their positions of leadership to support such activities 
carried out through modern-sector GOS and non-governmental/NGO 
organizations. There is also a clear need to encourage the 
formation of more women's organizations, expand the quality and 
quantity of training of women in organizations, and improve 
communication between male extension workers and women's 
organizations. Assistance will be focused on (a) expanding the 
institutional capacity of the Community Development Section in the 
Ministry of Agriculture and Cooperatives to conduct workshops and 
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other more innovative types of training and development orientation 
for traditional leaders and (b) expanding the institutional 
capacity of the Home Economics Section of the same ministry to 
form, motivate and train Zenzile women's organizatio~s: and to 
additionally use mass media to increase pUblic awareness of women's 
organizations and of the need for community and government 
(including extension worker) support. In both cases, skills 
upgrading in adult education and non-formal education 
techniques will be provided to the existing staffs of 
development workers and home economists. 

training 
community 

3. Development Communications ($1,710,000) 

There is a great potential in Swaziland for strengthening the 
access to, and delivery of, practical development information. 
Assistance will be provided to: (a) train Swazi communicators in 
the skills required to use mass communications to promote 
development more effectively: (b) reduce constraints on available 
capacity for disseminating development information by providing 
modest amounts of equipment and commodities: (c) encourage Swazis 
to set development priorities and to plan and organize activities 
in support of such priorities: and (d) create an institutional base 
for development communications in Swaziland. The institutional 
base will be a new Center for Rural Broadcasting and Information at 
the Swaziland Broadcasting Service. Although the more effective 
use of radio for development will be a primary objective in the 
Center's operations7 technical services, training and coordination 
activities will also support the development use of siSwati 
newspapers. 

4. Institutional Development/Linkages ($500,000) 

A new approach to institutional development--linkage 
arrangements between Swazi training institutions and one or more 
u.S. institutions--will also be supported through the project. The 
purpose of an institutional linkage will be particularly to 
strengthen the academic and administrative leadership and the 
programs of the Swazi institution. To maximize its mutual 
benefits, interests and priorities, an institutional linkage should 
focus on faculty and administrative development and on the 
development and improvement of curricula. Faculty exchanges, 
development-oriented, short-term research by faculty, colloquia and 
seminars and faculty refresher training are examples of possible 
joint activities. Project funding is provided to support about six 
institutional linkages over the period of the project. It is 
expected that the initiative for a linkage will be taken by the 
cooperating institutions themselves, with USAID's role primarily 
being facilitative. Upon USAID approval of a linkage, a 
cooperative agreement and/or grant will be negotiated and signed 
between USAID and the U.S. institution to implement the arrangement. 
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5. Technology/Skills Transfer ($3,370,000) 

The approach to institution-building emphasized in the project 
is the development, through participant training, of a critical 
mass of knowledgeable Swazis capable of successfully directing 
Swaziland's development process. This is complemented by the 
t~ansfer of knowledge and skills at the workplace through the 
provision of long-term and short-term u.s. expertise to various 
Swazi institutions. Operational Experts (OPEX) will be provided 
for selected institutions within which they will have a potential 
impact in terrns of technology transfer, policy analysis and 
institutional development. Funding is budgeted for an average of 
three on-board OPEX personnel per year. Long-term technical 
advisory assistance will also be provided, including the services 
of a Manpower Economist/Planner to work with the Department of 
Establishments and Training. 

The provision of short-term technical services will often be 
the most appropriate response to GOS requests for assistance in 
specific tasks. Criteria for evaluating requests will include: 
the degree of impact on the transfer of technology and specialized 
skills, the potential for introducing technological and 
policy-related innovations and sustainability and/or replicability 
(e.g., training of trainers and potential for a multiplier 
effect). Short-term technical services may also be provided to 
conduct, or assist swazi staff in conducting, a variety of 
in-country, in-service training programs (see 1. above). A total 
of 63 person-months of consultant services is budgeted. 

Project management support is budgeted for the assignment of a 
contractor field r2presentative ($1,050,000) and the employment of 
~ PSC Assistant Project Manager ($520,000). Also, funds have been 
budgeted for evaluati0ns and analyses ($190,000). 

G. ?ummary ~indings 

It has been concluded from the analyses in the Project Paper 
that: (1) the project approach is technically and economically 
sound, socially acceptable and administratively feasible~ (2) the 
design and cost estimates are reasonable and adequately p1anned~ 

(3) the timing and funding of project activities are appropriately 
scheduled; (4) sufficient planning has baen made for ~onitoring and 
evaluation of the project~ and (5) all statutory criteria have been 
satisfied. 

H. Project Issues 

No issues in addition to those raised in the PID ECPR (see PID 
approval cable, Annex A.) have arisen during the PP design. The 
issues raised during the ECPR have been fully addressed in the 
Project Paper to the satisfaction of USAID. 



-7-

I. Consideration of the Provision under the Gray A~endment 

Implementation of the program for general long-term academic 
training and short-tp.rm ncn-degrp.e/technical training abroad is 
considered appropriate for a Gray Amendment entity. 

J. Required Waivers 

Waivers for equipment and commodity procurement will be 
requested on a case-by-case basis pending selection of the 
implementation contractors and finalization of requirements and 
specifications. 

K. Conditions Precedent and Covenants 

The Project Agreement will contain the following major 
Condition Precedent and Convenants: 

l~ Condition Precedent to First Disbursement 

Prior to first disbursement under the Grant, or to 
issuance by A.I.D. of documentation pursuant to which disbursement 
will be made, the Cooperating Country will, except as the parties 
may otherwise agree in writing, furnish to A.I.D., in form and 
substance satisfactory to A.I.D., a statement of the name of the 
person or persons acting as representatives of the Cooperating 
Country for purposes of the Grant, together with a specimen 
signature of each person specified in such statement. 

2. Condition Precedent to Additional Disbursement 

Prior to disbursemen t under the De\"elopmen t 
Communications portion of the Grant, or to the issuance by A.I.D. 
of documentation pursuant to which disbursement will be made, for 
other than short-term consulting services, the Cooperating Country 
and A.I.D. shall, except as A.I.D. may otherwise agree in writing, 
agree on a feasible staffing and organizational plan for the 
Development Communications portion of the project. 

3. Special Covenants 

(a) The Grantee will sign contracts with each OPEX 
technician provided under the project. The contract will provide 
for the pay, allowances, and benefits for such technicians on the 
same basis as the Grantee provides for its officials for a similar 
grade. 

(b) (1) The Grantee will take such steps as may 
be required to assure that individuals receiving training outside 
Swaziland will return to established positions in the Government 
either to replace or to work with A.I.D.-financed technicians, or 
to occupy other positions commensurate with their training. 
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(2) The Grantee agrees to establish and 
enforce bonding requirements for pUblic sector. employees receiving 
training abroad. 

(c) The Grantee will take such steps as may be 
practicable, including the establishment of dual incumbency 
positions where feasible, to maximize the extent of overlap of 
~.I.D. technical assistance personnel with Grantee personnel 
trainer under the project. 

(d) The Grantee agr.ees to use its best efforts to 
establish and fill the position of Community Leadership Specialist 
within the Ministry of Agriculture and Cooperatives/Community 
Development Section by February 1988. 

(e) The Grantee agrees to explore the feasibility 
of establishing within its civil service a "training complement" to 
provide needed flexibility to tr~in the best-qualified pUblic 
servants currently within or entering the civil service. 

(f) The Grantee agrees to explore the feasibility 
of establishin~ adequate incentives for participants undertaking 
long-term training to insure that th8 most highly qualified 
candidates, particularly those with families, will be motivated to 
undertake such training. 

L. Project Design Team Members 

ProJect desiyn team members included: 

Dianne Blane, Project Development Officer, REDSO/ESA 
('ream Leader) 

Shane MacCacthy, Human Resources Development Officer, 
USAID/Swaziland 

Neal	 Cohen, Regional Economist for Southern Africa, 
USAIV/S 

Edward Green, Anthropologist, USAID/S 

Robert Johnson, Education Specialist (IQC) 

Gary	 Bisson, Regional Legal Advisor for Southern Africa, 
USAID!S 

Ray Potocki, Contracting Officer, REDSO!ESA 

Anita Maher, Training Officer, USAID/S 
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II. PROJECT RATIONALE AND DETAILED DESCRIPTION 

A. project Rationale 

1. Overview 

Swaziland is gradually modernizing. It must modernize if it 
is to maintain a rate of progress comparable to its southern 
Africa neighbors, including SADCC member nations, and if the 
Swazi people are to enjoy the maximum benefits of greater 
productivity and modern technology. 

This project is based on the proposition that 
well-qualified, development-oriented management and leadership 
in key institutions will continue to be the major elements 
contributing to accelerated economic and social development in 
Swaziland. It can only be achieved by long-term efforts to 
develop key institutions, particularly by training individuals 
with the technical and managerial skills necessary to direct 
them and by encouraging full participation of an informed public 
to use the institutions effectively and demand that they 
function efficiently for the good of the nation. 

Previous AID and other donor programs have assisted the GOS 
in addressing needs in both of these areas, but they have so far 
been able to meet only a fraction of the requirements. In terms 
of leadership in the public sector alone, ne~rly 500 nominations 
for post-secondary lo~g-term training are submitted by 
ministries and government agencies to the Department of 
Establishments and Training every year. Many are in turn 
submitted to USAID for funding consideration. Even more may be 
expected with public advertising. In the recent past, USAID has 
financed long-term training for about 25 Swazis per year. 

The Technical Analysis (Annex K), describes the results of a 
series of manpower studies and needs assessments carried out in 
Swaziland over the past 10 years. As expected, studies show 
that the requirements far outstrip the numbers of qualified 
people currently moving through the system or having the 
opportunity for higher level training. Shortages in some fields 
of particular interest to national development (agriculture, 
engineering, etc.) are greater than shortages overall. For 
example, at the S.Sc. level, the annual shortfall of agriculture 
graduates is expected to be five per year and of science 
graduates, nine per year. There is no in-country degree program 
for engineering, so the total estimated requirement of ten per 
year must be met through outside training. Some important areas 
of agricultural (animal husbandrY, for example) and other types 
of training are also unavailable in Swaziland. 
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Shortages at the post-gcadu~te lovel--the level of 
concentration for this project--are expected tv be even more 
severe. At present the country is unable to p~ovide the needed 
number of post-graduate people in almost any field. For 
example, Swaziland's major manpower study, "Skills for the 
Future: Education and Manpower Perspectives in Swaziland", 
projected that during the period 1982 to 1989, 54 post-graduate 
trained scientists will be needed, while only six will be 
provided. The study predicted that agriculture will need 16 
people, but only two will be train~d. In the social sciences, 
of the projected need for 44 people, only 11 will be trained. 
These and other shortages will seriously constrain the country's 
ability to localize high level technical positions in the 
private sector, parastatals, education and government. At 
present all post-graduate training must be accomplished outside 
Swaziland. 

There is also a major requirement and strong demand for 
in-country training, which is the most cost-effective means of 
training relatively large numbers of people and of providing 
focused training for specific development institutions or units 
within those institutions. R~cent assessments have identified 
the highest priority areas for in-country training and have 
clearly shown increasing interest and demand for such training 
within both the public and private sectors. 

The Swaziland situation adds a distinctive element to the 
familiar problem of inadequate manpower: an unusually 
longstanding, widespread and firm adherence to traditional views 
and values. Traditional attitudes affect all aspects of Swazi 
life. In the country's dual system of government, modern 
ministries coexist with a structured, influential traditional 
1L,vet~ment. This strong traditional foundation also offers some 
interesting development opportunities. For example, traditional 
!8aders in rural areas, where 80 percent of Swazis live, 
sometimes delay or block development efforts because they have 
not bee~ enli3ted as part of the process and do not understand 
t~e ramific~tions. If they can be brought into the development 
process and motiv~ted to use their considerable influence to 
foster development, activitiea could be undertaken far more 
quickly and have much great~r effect. In an effort to 
accelerate the procesfi of development in swaziland and, at the 
same time, assure that such development conforms to Swazi 
cultural parameters, this project will work with the leadership 
elements of both the traditional and the modern elements of the 
society to bring their influence to bear together on development 
problems. 
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The project will address both the present and the future, 
capitalizing on opportunities ~vailable now, while· at the same 
time financing the long-term progr.ams of institutional and 
individual development so necessary to continuous, 
self-generating national progress. In Swaziland, near-universal 
primary education is gradually creating large numbers of people 
better able to take advantage of new technologies and 
opportunities for greater productivity and for improvement in 
the quality of their lives. A new generation of technical and 
administrative leadership i& also being formed. Some basic 
systems (communication, transportation, leadership institutions, 
etc.) are already in place. Swazis could take advantage of 
these systems now and improve their incomes and the quality of 
their lives within a few months or years. This project proposes 
to animate these systems and provide them with the substantive 
technological content needed to make them effective tools for 
Swaziland's development. For the future, through long-term 
training and other means, the project seeks to develop a 
significant number of Swazis capable of adapting modern 
attitudes, administrative systems and technologies to meet the 
needs of a changing but still very traditional society. The 
cumulative impact of such efforts will be evident in the decade 
of the 1990'S and beyond. 

2. Conformity With GOS and AID Policies and Plans 

(a) Government of Swaziland 

The GOS recognizes human resources development as a vital 
factor in meeting the four major obje~tives stated in 
Swaziland's Third National Development Plan (1978/79-1982/83): 
economic growth, self-reliance, social justice and stability. A 
draft of the soon-to-be-published Fourth National Development 
Plan continues to emphasize these areas and states that: 
"Training should be given a very high priority in almost every 
area •••• maximum utilization should be made of scarce educated 
and skilled manpower." This proposed project will provide 
direct, tangible support for these objectives. 

Localization of management and technical positions is also a 
GOS policy which would be furthered by this project. The draft 
Fourth Plan notes that, "Many posts in Government and the 
private sector are still held cy expatriates. Swazis should be 
trained to fill such positions wherever possible without 
reducing efficiency." As is true in most of the other 
majority-ruled southern African countries, a large number of 
expatriates are still working in Swaziland. During the past 15 
years, the GOS has replaced many of the expatriates in the 
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public sector, but there has been very little localization at 
the management and skilled levels in the private sector. Even 
where localization has taken place, especially in government, 
the process has sometimes placed in key positions personnel not 
yet having a full mea~ur~ of required training and experience. 
As a result, Swaziland's economic und social development efforts 
have sometimes been severely humpered by unavailability of 
effective planni~9 and lack of the technical, administrative and 
managerial skills needed to effectively implement policy and 
programs. 

In addition, Swaziland's development plans stress the need 
to involve the Swazis who live in rural ~reas in decision-making 
on matters which affect their well-being and the need to adapt 
traditional institutions to increase awareness of the possible 
benefits of various services and productive technologies. 
Training ~f traditional leaders and members of rural women's 
associations and provision of information through development 
communications channels, important elements of the project, are 
expected to be crucial in efforts to involve and educate the 
rural population in the process of development. 

(b) USAIO/Swaziland 

USAIO/Swaziland's overall strategy as presented in the 
approved Country Development strategy Statement (COSS) is 
d i rec ted to'.lil rd at tac king fou r fila jor in terrela t.ed problems: 
ri3ing unemployment, low agricultural productivity, rapid 
population growth and high undeL-two mortality. As noted in the 
o~iginal Swaziland COSs (Janu~~y 1980) and in annual COSS 
updates, hurnr.\n resources development is seen as a key factor in 
addressing the constraints found in each of these problem 
areas. The FY 1985 Co~gre9sional Presentation further states 
that the 1\10 progre.m in Swaziland IIplaces major emphasis on 
human resources development as vital to the elimination of 
constrainta in all areas and a3 the fundamental requirement for 
self-sust~ining national development. 1I A new COSS to be 
prepared in FY 1984 will continue to emphasize human resource 
development r.\s a principal element in USAIO/Swaziland's program 
strategy for the next decade. 

All elements of this project are expected to have 
significant impact upon the problem areas noted above. For 
example, media messages will include vital information on health 
and agricultural activities. These will be reinforced through 
work with traditional leaders and through in-country training 
programs. The combined impact of these elements of the project 
can be important and positive results could materialize in a 
relatively short time. In the longe~ term, the Swazis must 
develop their own approaches to these and other problems; 
long-term training and other institution-builrling elements of 
the project contribute significantly to this effo~t. 
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3. AID Policy Framework and Core Concepts 

This project is consistent with AID's worldwide policy 
framework and is directly supportive of major core concepts. 
The following paragraphs briefly describe a few of the most 
important relationships: others are evident throughout this 
Project Paper. 

(a) Policy Development 

Because the project emphasizes leadership and quality in all 
of its training aspects, particularly long-term training, many 
of the Swazi participants are expected to become important 
policy formulators in the future. Their training should give 
them familiarity with modern policy analysis, formulation and 
concepts, and they should be able to engage in GOS policy 
discussions on a variety of topics. Proposed training for 
traditional leaders will increase their ability to understand 
the effects of different policies on the development process. 
As a result, they will be better able to influence choices of 
policy alternatives. Operational experts and advisors working 
at policy levels will have daily contact with Swazi policymakers 
and should be capable of contributing useful analysis and 
alternatives to them. 

(b) Private Enterprise Development 

Moderate beneficial impact is expected on the indigenous 
private sector and the process of localization in the private 
sector. Individuals from the private sector will receive 
long-term and short-term training in the United States and 
African countries and in-country training in Swaziland. Private 
sector resources and expertise will contribute to in-country 
training activities. The project is expected to make an 
important contribution in encouraging government leaders to 
recognize the importance of the private sector in the overall 
economy of Swaziland. 

(c) Institutional Development 

Continuing efforts to make Swazi institutions effective and 
efficient are a common theme throughout the project. Human 
resources development in general will create the foundation upon 
which worthwhile institution building efforts can be grounded. 
In this regard, the most important element in the project is 
long-term training for the leadership of such institutions. 
Training of traditional leaders will enhance the positive 
developmental impact of traditional institutions. Operational 
experts and advisors will assist institutions in making 
administrative, policy and technological improvementJ. Training 
institutions will benefit from linkages developed with similar 
u.S. institutions. 
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(d) Technology Transfer 

Technology will be transferred in every aspect of the 
pr oject. For exampl e, th rouy h streng thening development 
communications, development information and techniques will 
reach many, particularly rural Swazis, who are rarely contacted 
in any otner manner. Individuals trained under the project will 
acquire information on new technologies and can be expected to 
pass their knowledge on to their sponsoring institutions and to 
other Swazis. Linkages established between u.s. and Swazi 
institutions will encourage the transfer of technology 
appropriate for specific S~~zi training institutions. 

B. project Objectives 

1. Sector Goal 

The sector goal to ·...hich this project is addressed is to 
assist Swaziland to realize the full development potential of 
its human resources, both in the modern sector and on the rural 
homesteads. The validity of this goal rests on the assumption 
th~t meaningful development will occur only when indigenous 
institutions have acquired the necessary levels--both 
qualitative and guantitative--of human resources to sustain the 
deve loplOent pr ocess. A~' s ta ted in the COSS Up-Da te, "by far the 
most important element in lny truly indigenous, enduring and 
development-oriented institution is a critical mass of capable 
Swazi personnel, including its leadership." 'fhe impact of this 
~roject on the sector goal wi 11 be reinforced by the underlying 
emphasis on human resources development in the other projects in 
the USAID portfolio, which are focused on interventions in 
agriculture, health and education. There are two measures by 
which an impact on tne sector goal c~n be evaluated by the end 
of tbe project: (a) Swazi institutions such as SIMPA, MOAC, 
UrllSwc~, SIHS, amcng otners, should b~ staffed with 
hetter-qualified employees and operating at higher levels of 
efficiency and effectiveness and (b) more and better programs 
shoul d be pI anned and m·l na<J cd by Swa z is wi th a mi n imum of 
expatriate assistance. 

2. project Purpose 

The purposes of the project are (a) to expand the capacity 
of selected Swazis and Swazi institutions--both public and 
private--independently to plan and direct development activities 
and (b) to encourage an increased level of informed 
participation by the general Swazi population in a variety of 
such activities. The pruject will be implemented ov~r a period 
of seven years, with incremental funding provided from FY 19H4 
through FY 1989. By 1991 it is er.pected that the following 
conditions will have been achieved~ 
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(a) Selected Swazi institutions will have an 
increased capacity and capability to carry out training 
functions using primarily Swazi personnel: 

(b) Returned participants will be working in the 
fields for which they were trained, with increased potential for 
promotion, and in positions with increasing responsibility for 
institutional, technological and policy development: 

(c) In-country trainees will be functioning at a 
higher level of skill and efficiency than before training: 

(d) Institutional linkages will be contributing 
to the development, organizational efficiency and operations of 
selected Swazi training institutions: 

(e) Traditional leaders and members of rural 
women's organizations will be more knowledgeable about 
development issues and will be playing an active role in the 
development of their areas: 

(f) Swazi capability will have been developed and 
will be operating within various pUblic and private institutions 
to plan, prepare, disseminate and evaluate development messages 
through various communications media, resulting in large numbers 
of Swazis receiving development benefits because of information 
received through the media: and 

(g) A significant number of new technologies will 
have been transferred, and operational efficiencies will have 
been brought about by or with the assistance of U.S. technical 
personnel. 

Th~ project ~ill have a positive impact on other projects in 
the USAID/Swaziland program, all of which integrate participant 
tlaining and technology transfer to strengthen specific Swazi 
institutions. For example, in the Cropping Systems Research and 
Extension Training project (645-0212) and the Rural Water-Borne 
Disease Control project (645-0087), the extension of practical 
agricultural techniques and health/water education messages will 
be reinforced by the development communications activities in 
this project. Efforts to improve both the education system 
under the Teacher Training project (645-0214) and the health 
system under the proposed Rural Health Development project 
(645-0220) can be reinforced by in-country training, inclUding 
development orientation programs for traditional leaders and 
women, provided under this project. 
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3. Project Outputs 

There are aix quantified project outputs which will result 
in the above con~~tions by the end of the project: 

(a) An estimated 130 Swazis will have completed 
long-term academic training (325 person-years) in u.s. and 
African universities~ and an estimated 64 (averaging 10 per 
year) will have completed short-term, non-degree training in 
either u.S. or African institutions~ 

(b) Approximately 500 Swazis will have been 
trained in a total of about 40 in-country programs/courses (5-6 
courses per year)~ 

(c) At least 150 traditional leaders (chiefs, 
indvunas, etc.) will have participated in more than one 
development-oriented seminar, workshop, or observation visit 
within or outside Swaziland~ 

(d) At least 150 members of rural women's 
organizations will have attended more than one 
development-oriented seminar or course~ 

(e) Effective development information messages 
will have been pr.epared and delivered through various 
communications media, as measured by (i) 3-4 in-service 
workshops per year to train swazis in the preparation and 
delivery of messages for radio, newspapers and other. 
communications media and (ii) 3-5 institutions (GaS and 
non-governmental) strengthened to make development information 
available and affectiv~ and to participate 1n its broad 
dissemin~tion: and 

(f) About six u.S. training institutions will 
have established linkages with the same or a larger ~umber of 
Swazi training institutions to pr~vide technical support, 
training and other services. 

The Logical Framework Matrix, including assumptions and 
means of verification, is attached as Annex B. 

c. Project Elements: AID and GaS Inputs 

About 60 percent of the project funding will support 10ng­
and short-term training for Swazis in the u.S. and other African 
countries and short-term training in Swaziland. Such training 
~,ill continue the efforts of earlier USAID manpower development 
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projects and is the major element in attempts to achieve the 
sector goal and project purpose discussed above. Additional 
elements of the project focus on the development of efficient, 
effective Swazi institutions (reinforced, of course, by the 
participant training) and on methods of encouraging informed 
participation in the development process by Swazi organizations, 
groups and individuals active in the traditional setting. The 
project is designed to improve institutional capabilities in 
both the public and private sectors, to emphasize capability and 
leadership potential in the selection of Swazis for training, to 
realize the development potential of traditional Swazi leaders 
and indigenous rural organizations and to utilize the 
communications media as an important tool for bringing the 
benefits of development to large numbers of Swazis. 

The project is designed with five interrelated elements, 
described below. Summary and detailed cost estimates for the 
AID and GaS inputs are provided in the Financial Plan (Section 
III.). A strategy for AID and GaS implementation of the project 
(including procurement) and project management are discussed in 
the Implementation and Monitoring Plans (Sections IV. and V.). 
The technical, financial, economic, social and administrative 
feasibility of the project is presented both in the Summary of 
Analyses (Section VI.) and in greater detail in annexes. 

1.	 Cadre 

(a)	 Long-Term Academic Training Abroad 
($10,230,000) 

AID's interest in providing support for long-term academic 
training abroad, primarily in u.S. universities, has evolved and 
grown over the past eleven years. Predecessor projects include 
the Southern African Development Personnel and Training project 
(FY 1974-79), the Southern Africa Academic and Skills Training 
project (FY 1978-81) and the Southern Africa Manpower 
Development project (SAMDP, FY 1979-84). The final "wave" of 
Swazis whose scholarships are finallced under SAMDP will leave 
Swaziland for long-term training in 1984, so the momentum will 
be maintained with the phase-out of SAMDP and the initiation of 
this project. 

This project, Swaziland Manpower Development (645-0218), is 
not expected to meet all manpower requirements. Although the 
nature of requirements is expected to evolve toward higher 
levels of qualification and greater specialization, substantial 
completion of "development of an administrative/leadership 
cadre" will surely require a subsequent program similar in 
nature to the long- and short-term training undertaken through 
this one. Continuity in administration and contracting would 
therefore be highly desirable. 
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An average of 25 Swazis will be offered scholarships each 
year for long-term (more than 12 months) academic training 
abroad. This level represents about the present level of 
scholarship support and is considered the minimum level to 
develop the critical mass of administrative and technical 
leadersh~p needed to direct Swaziland's development efforts. 
The project will focus on the training needs of specific 
institutions or units within those institutions - in both the 
public and private sectors - to enable them to provide greatly 
improved leadership and service. Efforts to identify and train 
key individuals at the middle and upper levels of the pUblic 
sector will continue. Recognizing, however, the interdependency 
of the public and private sectors and the requirement for 
increased numbers of highly trained and skilled Swazis in both 
sectors, scholarships will also be offered to meet critical 
private sector needs. (The first USAID scholarships for private 
sector personnel were offered in FY 1983 under SAMDP. Three 
Swazis are now studying for degrees in Agronomy, Forest 
Entomology and Horticulture.) Equally important, greater 
attention will be directed to supporting faculty development 
(localization of faculty positions) at the University of 
Swaziland (UniSwa). A special effort will also be made both to 
encourage female candidates and to place Swazi women in 
university programs. 

Emphasis will be placed on Master's degree-level training. 
Scholarships for Bachelor's degree- and diploma-level training 
will be offered only in specialized fields of study which are 
not offered at UniSwa. Candidates will be drawn primarily from 
personnel in the devr~loprnent ministries, but also from the 
mid-level manayement ranks of private sector firms and 
organizations. Consideration will also b~ given to offering 
scholarships to the best Swazi students graduating from 
secondary schools in Swaziland. A limited number of 
scholarships for Ph.!) degree-level training will be offerea to 
develop the full potelltJ.al of a few hiyhly qualified Swazis with 
demonstrated leader::;hip potential and cummitment to the 
development of their countrj. Air fare associated wiLh Ph.D. 
thesis research and development will be funded by USAID. Ph.D. 
candidates will be expected to select a thesis subject that has 
a direct bearing to Swaziland's development. It is expected 
that Ph.D candidates wilJ be drawn primarily ftom the Swazi 
faculty members at the University. 

Under the USAIO predecessor projects, most Swazis sent for 
lony-term training were trained in U.s. universities. Accepting 
the conclusions of the AID study, Third Country Training in 
Africa (Jeffalyn Johnson & Associates, Inc., April 1983), 
however, more scholarships will be offered for training at other 
African universities. The study describes several advantages of 
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undergraduate and technical training (diploma, undergraduate and 
graduate) at African universities; there may be fewer problems 
with language and cultural adjustment; the study programs may be 
more relevant for the returned participant's working 
environment; the training (especially undergraduate) may be more 
cost-effective than similar training in the U.S.; and African 
regionalism and self-sufficiency can be supported. 

In general, priority will continue to be given to diploma 
and degree training in technical fields in agriculture, 
education, health, business, engineering and the sciences. 
Requests for scholarships in the liberal arts, however, will 
also be considered, particularly within the context of UniSwa's 
Staff Development Program. 

Further, consideration will be given to holding an annual 
workshop in the United States in order to support the MA and 
Ph.D. research interests of specially identified participants. 
The purpose of the workshop would be: 

discuss applicability of their training to Swaziland 
conditions 

- provide an opportunity to discuss problems 

- discuss and assist in identification of thesis and Ph.D 
dissertation topics 

- build up a team spirit among participants 

The workshop would be attended by one Swazi (coming from 
Swaziland) who would update the students on events in 
Swaziland. Since Ph.D students will be returning to Swaziland 
to do needed research on management and development topics, 
mechanisms will be established whereby the research addresses 
Swazi issues rather than solely ones the US university 
professors deem appropriate. 

USAID and the GOS have a vested interest in assuring that 
returned participants work in the fields for which they were 
trained, have opportunities for mobility on the career ladder 
and, over time, have a positive impact on policy and the 
development and operation of their institutions. In this 
regard, contact between returned participants and USAID and 
among the participants themselves will be maintained, and 
mechanisms to encourage such contacts will be funded. The 
mechanisms will include continued membership in professional 
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societies and organizations, initiation of a periodic newsletter 
to which returned participants can submit creative and 
scientific articles, support for a "USAID alumni club" which 
would meet periodically, possible in-country refresher technical 
training and management training for participants who have been 
promoted from technical to supervisory positiona, and 
participation in USAID orientation programs for Swazis who will 
depart for long-term training abroad. Returned participants 
will also be invited to support thE instructors/trainers of 
in-country training programs which will be funded under the 
project (see (c) below). 

AID inputs will include scholarships for new participants, 
the in-country costs of advertising scho1arship'opportunities in 
the local English-language newspapers, the processing of 
applications, follow-up support for returned participants and 
residual support for long-term training initiated under SAMDP. 
Specifically, funds will be provided for about 100 scholarships 
for long-term study in u.S. universities, averaging about 2.5 
years each (20 per year x 5 years) and about 25 scholarships for 
long-term study in other African universities (5 per year x 5 
years). All training will be completed prior to September 
1991. The costs of testing (TOEFL, GRE and GMAT) and 
pre-departure medical clearances for Swazi candidates are also 
funded. Funds are budgeted for follow-up support for returned 
participants, including the possibilities discussed in the 
preceding paragraph as well as limited commodity support to 
enable them to perform at maximum effectiveness and to introduce 
new technologies learned during their studies. Commodity 
support might include such items as reference books and texts, 
calculators and micro-computera. Also, funds are provided in FY 
1986 for the residual costs of long-term participant training 
initiated under the SAMDP project but not completed before June 
30, 1986, the PACD of that project. 

The GOS will continue the types of contributions provided 
I1nder predecessol:' pro jec t,'J : the pa rticipan t' s ai rfa re from 
Swaziland to the u.S. or to another African country and return 
to Swaziland (except as mentioned above, travel associated with 
Ph.D thesis research and development), as well as the 
participant's full salary during the first year of training and 
either a dependen ts' allowance or ha 1 f-sala ry therea f teL". This 
does not currently apply to the UniSwa Staff Development Fellows 
who are not eligible for salary while on study leave until they 
have ubtained University tenure. For Swazis sponsored from the 
private sector, the participant's employing firm or organization 
will be Qxpected also to contribute round-trip airfare, 
continuation of salary for at least the first year of training, 
dependents' and/or other allowances at least following the first 
year of training, and up to half of the scholarship costs. The 
components of the private firm's contribution must necessarily 
be negotiated on a case-by-case basis taking into account the 
firm's asaets and general financial position. 
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(b)	 Short-Term Non-Degree/Technical Training 
Abroad ($730,000) 

Short-term non-degree/technical training (less than 12 
months) in the u.S. and other African countries will be provided 
for an estimated 64 Swazis over the period of the project 
(averaging 10 per year). Intensive, specialized training in 
critical technical areas will be offered for selected mid-level 
Swazis as well as observation/study tours for key 
decision-makers in critical development areas. Examples of 
courses include computer programming, statistics, methodologies 
of economic analysis, liorary management, industrial relations, 
laboratory management, contracting, audio-visual technologies, 
etc. Participants will be drawn from both the public and 
private sectors. AID will finance the costs of the training 
programs (tuition, per diem and training-related expenses). 
International airfare and continuation of salary while the 
participant is in training will be contributed by the GOS or 
private sector firm or organization. The costs of 
observation/study tours will be shared with the sponsoring 
institutions. 

(c) In-Country Training ($270,000) 

In-country training will be extremely important as the most 
cost-effective means of training relatively large numbers of 
Swazis and providing focused training for specific development 
institutions or units within those institutions. Both the GOS 
and the private sector recognize the value of expanded 
in-country training opportunities for technical, managerial and 
support staff: by drawing 3-4 Swazis from each institution, a 
large pool of personnel can be trained both at one time and 
collectively over time; a pool of Swazi and expatriate trainers 
is available in both in-country training institutions and 
development ministries; training infrastructure (classrooms, 
lodging, basic instructional equipment, support staff, etc.) is 
available; and employees can be released from their jobs for 2-3 
weeks. In addition, in-country training favors the 
participation of women who combine child-rearing and 
professional careers. 

The methodology of the in-country training (ICT) will be an 
exverimental, problem solving approach whereby the trainees take 
an active part in the training process. In addition, Swazi 
trainers will be identified to work with the short-term 
consultants who will be conductin~ the courses in an effort to 
institutionalize the ICT capability. 

In the course of the PP design, suggestions and specific 
proposals for in-country training courses have been received 
from the training officers in the Ministries of Agriculture and 
Cooperatives, Labor and Public Service, Health and Education, 
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from the Training Committee of the Federation of Swaziland 
Employers representing the management interests of the private 
sector and from several local training institutions, including 
the Swaziland Institute of Management and Public Administration 
(SIMPA) and the Swaziland College of Technology (SCOT). 
Proposed topics include industrial relations, small-farmer 
credit policy, management and the role of women, modular 
approaches to curriculum development, financial management and 
bUdgeting and refresher training in nurse education. 

During the course of PP review it was suggested that the 
target number of persons to be trained in-country be reduced. 
The present anticipated output of 500 persons trained in-country 
during the life of the project is the Mission's scaled down 
response to this recommendation. ICT will be concentrated to 
enable one person to attend 2-3 courses with the prior 
understanding with the trainee's employer that there would be 
on-the-job follow-up to identify constraints to using the skills 
taught and to identify further training needs. 

Two recently-conducted assessments also confirm an 
increasing demand from the public and private sectors for 
in-country training and the timeliness of an AID response. 
SIMPA's study-survey, "Identification of Training Needs in the 
Civil Service of Swaziland" (February 1984) identifies 
developing supervisory skills, developing management skills and 
personnel management as the highest priorities. These general 
areas coincide with those identified by the private sector as a 
result of an assessment coordinated by SIMPA with the 
participation of the Federation of Swaziland Employers and the 
Swaziland Institute of Personnel and Training Managers (SIPTM). 
Private sector upper-level management is most keenly interested 
in training "first line" and mid-level supervisors in the basic 
principles of 
decision-making) 
training. 

management 
as well 

(such 
as lo

as 
wer-l

problem-solving and 
evel technical/skills 

The pUblic and private sector need for in-country training 
greatly exceeds the supply which could be offered unner. the 
project and further prioritization is obviously required. 
Priority will therefore be given to the following type~ of 
programs: (a) supervisory and manag~ment training for 
high-level decision- and policy-makers and potential leaders 
from the mid-level ranks, and (b) technology and skills 
transfer. In the latter case, USAID technical officers in 
agriculture, health and education, in collaboration with their 
counterparts, will be able to identify key technical constraints 
(laboratory skills, computer programming, etc.) which should be 
addressed through specialized training. Over the long term, as 
this core trained group grows in both number and influence, th~ 

~dditional benefit of a spread or multiplier effect thro~ghout 
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the institution should be realized. In conjunction with the 
long-term academic and short-term ~echnical participant training 
abroad (discussed in (a) and (b) above), the in-country training 
constitutes a coordinated approach to improving the efficiency 
and effectiveness of Swazi development institutions 
(agriculture, health, education, public works and engineering, 
natural resources, commerce and industry and human resources 
development/training institutions). 

Training sites, hours, specific types of courses, length of 
courses and required teaching skills will be geared to the needs 
of the trainees and their employers and to the available 
in-country resources. For example, sites could include 
workplaces, urban training centers (SIMPA, SCOT, etc.), the 
University and rural training facilities. To the extent 
possible, the teaching staffs of the various Swazi training 
institutions will teach the courses, supplemented as necessary 
by short-term, specialized trainers from the U.S. or other 
African countries. Special efforts will be made to enlist 
returned participants, in-country Peace Corps Volunteers and 
private sector individuals to assist with the ~raining program. 

AID will fund an estimated 5-6 new or expanded in-country 
training programs per year, or about 40 courses over the life of 
the project. Costs will illustratively include (a) to the 
extent required, honoraria for Swazi trainers drawn from GOS 
development ministries and institutions (excluding training 
institutions) and from the private sector, (b) logistics, (c) 
teaching supplies and aids, (d) printing of course materials and 
(e) rental of local facilities, if necessary. Funding is also 
provided for the procurement of limited video equipment and 
library resource materials (films, books, subscriptions) for the 
Swazi training institutions which will primarily participate 
with AID in the training programs. As discussed above, 
short-term services will be provided as necessary to te~ch 

highly specialized and technical courses when in-country 
expertise is either not available or should be strengthened. 
The costs of these services have been included under the fifth 
project element, Technology/Skills Transfer (Section II.C.5. 
below) . 

During the course of this project, the Mission will be 
experimenting in various ways in order to institutionalize this 
project element. Unlike long- and short-term overseas training, 
USAIO/Swaziland has a limited track record insofar as ICT is 
concerned. From this experience it appears that what is needed 
is the institutionalization of specific, sector-level programs 
allowin0 for tollow-up activity and shared experiences. 
Potential programs for ICT therefore will be jUdged against 
criteria as stated above as well as the GOS' ability to continue 
the activity. 
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GaS and private sector inputs will include the provision of 
training facilities and accommodations, local instructors to the 
m~ximum extent possible, per diem and release-time for employees 
to attend the training programs. 

2. 

To date, USAID-sponsored training has been directed toward 
improving the qualif.ications and effectiveness of personnel in 
the modern governmental sector and therefore has not reached the 
traditional sector. In view of the importance of that sector in 
Swaziland, the project aims to adjust that imbalance by 
improving the management capabilities of traditional leaders, 
increasing their awareneS8 and knowledge of development issues 
and activities, and encouraging them to use their positions of 
leadership to support such activities carried out through 
modern-sector GaS and non-governmental/PVO organizations. 

swazi Nation Land, that is, the non-urban and non 
privately-owned areas of Swaziland, consists of some 219 
chiefdoms. Each chiefdom is ruled by a chief with the guidance 
and assistance of his deputies and his council(s). Annex G 
describes rural administration and the structure of traditional 
leadership in some detail. It can be noted here that 
traditional leaders not only have considerable executive powers, 
but are powerful opinion leaders as well. A recent (August 
1983) USAID-funded study of community mobilization potential in 
Swaziland showed that a chief's attitude toward, and 
participation in, a local development project is the single most 
important factor determining project success. 

The same study showed that local women's organizations, 
especially Zenzele* groups, are widespread and reasonably 
effective. They combine a number of development-related 
activities such as handicrafts, sewing, and other income­
generating skills, as well as gardening, marketing, nutrition, 
sanitation, family planning, maternal and child health, 
organizing pre-schools and in some cases developing credit and 
loan associations. The study also indicated, however, that male 
extension workers, such as health assistants, had little contact 
with Zenzele groups, and that such groups were generally 
under-recognized by people outside the local community. 

*Zenzele, meaning "do it yourself", is a voluntary association 
of mainly rural women. Its main objective is to raise the 
standard of living through women's joint educational activities 
~nd cooperative work in family and community-based self-help 
projects. 
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In light of this study there seemed to be a clear need to 
encourage the formation of more women's organizations, expand 
the quality and quantity of training of women in organizations, 
and improve communication between male extension workers and 
women's organizations. It was less clear how development 
orientation for traditional leaders might be encouraged or 
improved. It was known that the GOS had conducted workshops for 
traditional leaders on agriculture and health topics for a 
number of years, but no formal evaluations of these efforts were 
available. Therefore, the GOS and USAID conducted three 
investigations: 

(a) a sample survey of Swazi chiefs to determine 
the feasibility of improving and expanding training or 
development orientation efforts directed toward traditional 
leaders~ 

(b) a review of past efforts of such leadership 
training from ministry and archival records~ and 

(c) a review of the experience and suggestions of 
people who are, or have been, involved in such training efforts 
(See Annex G for summaries of these efforts). 

On the basis of data-gathering and discussions with GOS 
officials, two sections within the Ministry of Agriculture and 
Cooperatives (MOAC) will be strengthened by several forms of AID 
assistance. One unit, Community Development (CD), has had 
responsibility for traditional leader workshops ~~nce 1967-8. 
Th~ other, Home Economics (HE), has helped organ_ze Zenzele 
women's organizations throughout Swaziland and has provided 
training for such organizations through both small group 
teaching and, more recently, through specially-designed radio 
broadcasts. 

Assistance will be focused on: 

(a) expanding the institutional capacity of CD to 
conduct wOLkshops and other more innovative forms of training 
and development orientation for traditional leaders. The 
Qxpanded program will consist basically of workshops at central 
training sites, training sessions at local Tinkhundla centers, 
and educational tours to project demonstration sites (see Annex 
G for designation of trainees as well as details of training 
prografn). Skills upgrading in training techniques, adult 
education and non-formal education will be provided to the 
existing CD staff of community development CD officers and 
assistants~ and 
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(b) expanding the institutional capacity of HE to 
form, motivate, and train Zenzele women's organizations: using 
mass media to increase public awareness of women's organizations 
and their need for community and government (including extension 
worker) support. The expanded program will go beyond 
community-based Zenzele training to include short seminars at 
Tinkhundla centers, educational tours to Women in Development 
project sites as well as to other demonstration sites, and the 
participation of Zenzele leaders in workshops for local leaders 
at Farmers Training Centers. Skills upgrading in training 
techniques and development communications, as well as exposure 
to the experien~es of rural women's organizations in other 
countries, will be provided to the existing hE staff of home 
economists and domestic science demonstrators. 

AID inputs will include: 

(1) a U.S. technical advisor to assist both 
CD and HE in the planning, administration, monitoring, financial 
management, and on-going evaluation of their expanded programs 
for the first two years of the project. The advisor will have 
training and experience in anthropology/sociology, non-formal 
education, and, preferably, working in an African governmental 
organization. A position description for the advisor is found 
in Annex 0: 

(2) the employment under contract of a Swazi 
experienced in training traditional leaders who will be 
developed as a Community Leadership Specialist for the design, 
administration and evaluation of the expanded traditional 
leadership program. The Specialist will receive training both 
on-the-job from the U.S. advisor and from participation in 
project-sponsored in-country training (see (3) below). The 
individual selected will have overall responsibility for the 
leadership training program and will concurrently train a junior 
community development officer as a Community Leadership 
Specialist. By the end of the third year of the project, the 
GOS will establish a permanent position within MOAC/CD for a 
Community Leadership Specialist. It is expected that the 
services of the U.S. advisor will be completed after two years, 
the Community Leadership Specialist will continue to train his 
junior replacement through the third year, and the permanent 
position of Community Leadership Specialist will be filleJ by 
the experienced trainee starting in the fourth year~ 

(3) the short-term services of an adult 
educator, carefully selected for relevant training and 
experience, who will spend a total of 15 months during the life 
of the project providing in-country training for the Community 
L~adership Specialist and other CD officers and assistants 
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involved in leadership training. Training will focus on 
innovative, creative approaches to rural, traditional leadership 
training reflecting the current state-of-th~-art in the fields 
of non-formal and adult education; 

(4) the short-term services of a non-formal 
educator with considerable experience with African rural wOffien's 
associations, who will spend 15 months during the life of the 
project training trainers of women's organizations within HE; 

(5) the cost of transporting chiets, Zenzele 
leaders and other local leaders to workshops and to project 
demonstration sites in Swaziland and in other countries in the 
region; 

(6) the cost of developing and distributing 
audio-visual materials to support both traditional leader and 
women's organization training programs. Commodity support will 
include a film projector, a slide projector, and 10 portable 
cassette players for both CD and HE; and 

(7) assistance in recurrent budget expenses 
for leadership and women's organization training, including 
public transportation fees not covered in (5), food and 
accommodations for trainees when necessary, and subsistence 
allowances for CU and HE officers to support a level of training 
activities higher than that conducted in GOS FY 84-5. 

The counterpart relationship is necessary because (1) no 
American could have the requisite experience to assume full 
responsibility for administering and guiding the leadership 
training program, and (2) U.S. involvement must be consonant 
with Swazi traditions in training chiefs and other traditional 
leaders. Thus it seems wiser to have an American and an 
experienced Swazi administer the training program jointly, and 
train a junior CU officer together. 

The expanded training programs of the two MOAC units are 
described in Annex G. Given the keen interest of several key 
GOS ministries and PVO's in traditional leadership training, as 
well as llle potential sensitivity of foreign involvement in this 
endeavor, consideration will be given to establishing 3 Steering 
Committee to guide the implementation of this element of the 
ptoject. 

Illustrative Timeframe for Technical Services 
Advisory Personnel Timeframe Staff years 

U.s. Technical Advisor Mar 1985 - Feb 1987 2.0 

Short-term consultants (30 pm): 

Adult educator-tradit. leaders Mar 1985 - Feb 1991 1.25 
Nonformal educator-women's org. Mar 1985 - Feb 1991 1.25 
(Local) Community Leadership Spec. Mar 1985 - Feb 1988 3.0 
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GOS inputs will include: 

(1) establishment of the position within 
MOAC/CD of a Community Leadership Specialist by February 1988; 

(2) on-board CD and HE staffing, radio time 
and facilities. Facilities will include overnight 
accommodations at Farmers Training Centers for chiefs and other 
local leaders; 

(3) those port~·ns of the CD and HE annual 
recurrent budgets which are allocated to traditional leader and 
women's organization training. AID's recurrent budget support 
will be incremental to the GOS's. It is 
will gradually increase its portion 
increased training and USAID's increm
gradually phased out. 

expected that 
of the costs 

ental support 

the 
of 

will 

GOS 
the 

be 

3. Development Communications ($1,710,000) 

Various Swazi ministries, agencies and local institutions, 
including non-governmental organizations, carryon extension 
efforts. There is, however, great potential for strengthening 
the access to, and delivery of, practical· development 
information. If usef~l information can flow to and among the 
people more rapidly, effectively and systematically, it can be 
put to practical use in vital areas: safeguarding health, 
optimizing the use of agricultural inputs, uSIng market 
information to guide the sale of crops, educating, helping local 
groups to organize and carry out development efforts, etc. 
Successful adoption of new practices and technologies is 
cumulatively self-reinforcing. For example, mothers who learn 
that they can themselves safeguard thei~ infants' lives through 
mixing and administering oral rehydration fluids might be 
encouraged to seek out information on other improvements which 
they can make in their liv~s, and a fundamental development 
process is begun. 

To increase the flow of effective development information to 
the Swazi general public, an indigenous capacity will be 
developed to better use the great potential of radio and other 
media. The present const~aints to more effective development 
communications include: insufficiently trained communicators, 
inadequate production facilities for de'lelopwent broadcaste~s 

and the lack of sufficient planning in the use of communicationr 
media by the various development ministries. Assistance will be 
provided to: 
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(a) train Swazi communicators in the skills 
required to use mass communications to promote development more 
effectively: 

(b) reduce constraints on available capacity for 
disseminating development information by providing modest 
amounts of equipment and commodities: 

(c) create an institutional base for development 
communications in Swaziland. 

Radio is the most pervasive rural communications medium. 
Athough one siSwati-language newspaper is published and another 
may begin publication within the next several months, rural 
distribution of those publications is poor, and functional 
illiteracy of the rural population is relatively high. By 
establishing a development communications planning and training 
facility: radio, print and other media will be linked for mor.e 
cohesive extension efforts. Media messages will be integrated 
with other development information provided through extension 
agents and rural training programs. Mechanisms will be 
developed for matching target audiences and informational needs 
or to gearing messages to different socio-economic groups. In 
addition, development broadcasters and information specialists 
will be trained to improve the content and impact of their 
messages: a local capacity will be established to continue the 
training: and some of the production constraints to sound 
programming will be relieved. Development communications will 
also be linked with other project ele~ents, e.g., through 
special information programs for women's associations and rural 
development committees and through the use of information 
gathered from traditional leaders in guiding informational 
content for radio programming. 

It is planned that the Swaziland Broadcasting Service will 
establish a new "Center for Rural Broadcasting and 
Information." It is envisioned that five positions - three 
professional and two support - will be required to staff the 
Center. Although the better use of radio for development will 
be a primary objective: technical services, training and 
coordination activities will also support the development use of 
the siSwati language newspapers. In addition to the SBS staff 
and rural journalists, there are about 25 part-time development 
broadcasters in the ministries and with non-government 
organizations (collectively known as the National Development 
Program Producers), all of whom require various levels of 
training. Short-term courses for this core group will be 
provided in the many skills required for effective communication 
of development information: 
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design of communication strategies and campaigns; 

field study of audience characteristics, knowledge, 
beliefs and listening habits; 

script and journalistic writing which is both 
informative and interesting; 

educational techniques involving distributed learning, 
feedback and active responding; 

pretesting for program effect and revision procedures; 

the use of new formats such as drama, song, spot 
announcements, lotteries, quizzes, etc.; 

team production with technical experts; 

integration of consistent messages across media; and 

evaluation. 

In addition, repeated in-service courses in the fundamentals 
of radio broadcasting will be offeced to both sas and the 
National Development Program Producers. An audio-cassette 
library of development information will be established, and 
other communications means, such as video-cassettes, will be 
used as components of integrated information and training 
packages. 

AID inputs will include long- and short-term technical 
services, participant training and equipment and commodities. A 
short-term communications expert will initially spend two months 
in Swaziland to determine the exact nature of this element of 
the project in consultations with SSS, the Ministry of the 
Interior, the Ministry of Labour and Public Service and other 
GOS officials. Specifically, the expert will determine the 
feasibility of the proposed Center in terms of what is needed 
and what is possible. The GOS and USAID will agree on a 
staffing and organizational plan for the development 
communications component in SSS based on the recommendations of 
the expert. Following agreement of a specific plan, an advisor 
in development communications will assist, for the first year on 
a full-time basis, in organizing the Center at saSe The advisor 
will subsequently return on an intermittent basis. A series of 
in-country wor.kshops and seminars will be· offered with the 
support of short-term consultants in the fields of audio 
production techniques, formative evaluation, script-writing, 
rural journalism, field research, instructional systems design 
and administration. A position description for the Development 
:ommunications Specialist and professional qualifications and 
experience required for the short-term consultants are attached 
in Annex O. 
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Illustrative Timeframe for the Technical Services 

Advisory Personnel Timeframe Staff years 

Development Communications Mar 1985 - Feb 1986 1.0 
Spec. (full-time) 

Mar 1986 - Feb 1989 1.5 
(half-time) 

Mar 1989 - June 
(1/4 time) 

1991 .75 

Short-term consultants (39 pm) (periodically) 
Jan 1985 - Feb 1985 
Mar 1985 - June 1991 3.25 

Total 6.5 

It is expected that five Swazis will be sent to the u.S. for 
long-term academic training. The Director of the Center will be 
sent to a u.S. university for B.Sc./M.A. training in development 
communications or rural broadcasting. The two other 
professional staff members of the Center will receive B.A./B.Sc. 
training in ma~s communications and rural broadcasting/ 
journalism. In addition, either two members of the SBS 
educational broadcasting staff or their counterparts in the 
Ministry of Education and other institutions will receive 
B.Sc./M.A. training in educational broadcasting and educational 
technology. Short-term training in the u.S. and Africa, 
typically 1-2 month workshops, will be available for the broad 
development communications community. Workshop subjects may 
include rural communications (listening groups, group dynamics, 
etc.), instructional design, agricultural broadcasting and 
audio-visual methods. An illustrative participant training 
schedule is attached as Annex E. Funds will also be provided 
for several site visits to successful development communications 
projects elsewhere and to meet with counterparts in rural 
development broadcasting. 

In an effort to increase studio time and reduce scheduling 
difficulties for development broadcasting, funding will be 
provided to renovate and equip two additional SBS radio 
studios. Equipment will include audio-cassette recorders, 
reel-to-reel recorders and related editing equipment for both 
SBS and the development ministries to encourage more programming 
in the rural areas. A high-speed audio-cassette duplicator will 
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be procured to enable ministries to duplicate audio-cassette 
tapes in adequate number for information and training uses in 
field extension offices. General equipment for a production 
training classroom either at SBS or at the MOAC will also be 
essential for the in-service, hands-on training and 
demonstrations. 

Commodity procurement will include books and reference 
materials, training materials (including materials for students 
to retain as job aids), audio tapes for both program production 
and reproduction of training tapes for use in field extension 
offices, audio production supplies (reel-to-reel tapes, paper, 
editing materials, etc.), and print materials for use in special 
information campaigns. An illustrative equipment and commodity 
list is attached as Annex M. 

GOS inputs will include staffing, facilities and radio 
time. As discussed above, it is proposed that the SBS Center 
for Rural Broadcasting and Information will initially be staffed 
with five Swazis, including a Director who will serve as the 
counterpart to the u.S. advisor in development communications. 
SBS will also assign two operators (studio engineers) to support 
the Center's broadcasting activities. At SBS, exclusive access 
to one studio and priority access to another studio will be 
provided for the development broadcasters from the ministries 
and non-governmental organizations. The Center's studio will 
have the capability of being either self-operating by a 
broadcaster or operated by a studio engineer. A large 
office/library, including space for a cassette tape library, 
will be provided to facilitate the work of the development 
broadcasters. Additional studios and editiny and office space 
will also be available as required. Space for a 
broadcast/production training classroom will be provided either 
at SBS or preferably at MOAC. The classroom space must be 
adequate to accommodate 35-40 trainees as well as basic studio, 
editing and training equipment. Lastly, and perhaps most 
importantly, SBS will provide an increase in the time available 
for development broadcasting. Much of this increased listening 
time in development communications will be made available by the 
anticipated arrival of a medium wave capacity at SBS. This new 
medium wave facility will be the English-speaking station. 
Considerable air time will then be released for development. 
communications directed at the rural community which will be 
broadcast in the siswati language over the currently existing 
facilities. 
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4. Institutional Development/Linkages ($500,000) 

Major emphasis in the project is placed on proven approaches 
to institutional development, e.g., participant training of 
various types and ~pecialized advisory support of various types 
(see 5. below). However, a more innovative approach, 
complementary to the other two, has also been designed for the 
project. An opportunity for a Swazi training institution to 
establish a linkage with a u.S. institution will be offered and 
funden through the project. The purpose of an institutional 
linkage will be particularly to strongthen the academic and 
administrativ~ leadership and the programs of the Swazi 
institution. Through a linkage arrangement, the two 
institutions (or even a grouping of institutions) can develop 
specific professional contacts and activities in areas of common 
interest to adminietrators, faculty members and support staff. 
For the Swazi institution, personnel will have an oPP0~tunity to 
collaborate with senior, experienced counterparts ~;1 the u.S. 
institution. For the U.S. institution, ~ersonnel will gain 
professional enrichment from sustained contact with the Swazi 
institution within its unique political, economic, cultural and 
geographic environment. 

To maXlmlze its mutual benefits, interests and priorities, 
an institutional linkage should focue on faculty and 
administrative development and development and improvement of 
curricula. Faculty exchanges, development-oriented, short-term 
research by faculty, colloquia and seminars and faculty 
refresher training are examples of possible joint activities. 

Several Swazi training institutions have expressed keen 
interest in developing a linkage with one or more u.S. 
institutions. For example, UniSwa has had two linkage 
arrangements with u.s. universities in recent years. Both 
linkages have worked to each inetitution's benefit, although the 
developmental impact on UniSwa has been particularly significant 
and is great in proportion to thl) modest amount of funds which 
have financed specific activities. UniSwa could, however, 
participate more actively with some financial support. The 
Ministry of Health's Institute of Health Sciences (IHS) would 
profit from a linkage with a u.S. university school of nursing 
to compare and discuss curricula, to analyze the ramifications 
of IHS's association with UniSwa for a B.Sc. program in nursing 
and explore possible approaches to a continuing education 
program for nur8ing. SIMPA would profit from a linkage with a 
similar institution in management and pUblic administration and 
will be contacting the National Association of Schools of Public 
Affairs and Administration for suggestions. SCOT has also 
expressed an interest in a linkage with a similar u.S. 
vocational training institution. 
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Project funding is provided to support about 6 institutional 
linkages over the period of the project. It is expected that 
the initiative for a linkage will be taken by the two (or more) 
institutions themselves, with USAID's role primarily being 
facilitative. The institutions would prepare a proposal for AID 
funding, presenting a justification for the linkage, both its 
long-term development objectives and its more immediate 
objectives (illustratively over a three-year period), the 
operational inputs to be provided by each institution, the 
budget required to provide the inputs and a proposed plan to 
evaluate the effectiveness of the linkage. Criteria for USAID 
approval of a proposed linkage would include its potential 
impact on strengthening the Swazi training institution, the 
extent to which the linkage can or will be self-reinforcing 
after the AID funds have been expended and the recurrent cost 
implications of the proposed joint activities on the Swazi 
institution. Upon USAID approval of a linkage proposal, a 
project-funded cooperative agreement and/or grant would be 
negotiated and signed between USAID and the u.S. institution to 
implement the arrangement. The Swazi institution would be 
invited to participate in the negotiations and also sign the 
agreement or grant. 

Relative to its comparatively modest cost, this element of 
the project has the potential to make a substantial contribution 
to the continued progress and development of several key Swazi 
training institutions. 

5. TechnolorY/SkillS Transfer 
(Total 0 $3,370,0(0) 

The approach to institution-building emphasized in this 
project is the development, through participant training, of a 
critical mass of knowledgeable Swazis capable of successfully 
directing Swaziland's development process. This is complemented 
by the transfer of knowledge and skills at the workplace. 'the 
fifth element of the project, interrelated to and supportive of 
the others, is therefore the provision of long-term and 
short-term U.S. expertise to various swazi institutions. 

(a) Long-Term Technical Services ($2,590,000) 

Two types of long-term technical services will be provided: 
the services of Operational Experts (OPEX) and the services of 
technical advisors. The concept of providing OPEX personnel to 
fill established, line positions within GOS ministries has 
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evolved over the past ten years. Under the SADPT project (FY 
1973-77), OPEXers filled gaps in government ministries following 
the departure of many expatriates during the post-independence 
transition. OPEXers provided under SAMDP (FY 1977-84) have 
filled established positions temporarily vacated by Swazis in 
long-term training abroad. Under this project, OPEX personna1 
will be provided for selected institutions within which t~ey 

will ~ave a potential impact in terms of technology transfer, 
policy analysis and institutional development. And unlike the 
SAMDP project, Swazis in a number of important positions within 
the unit may be sent for long-term training abroad, not simply 
the OPEXer's counterpart. 

The December 1983 evaluation of the SAMDP project confirmed 
the appropriateness of the OPEX arrangement. Of the OPEXers who 
were interviewed, all believe that they are filling not only an 
operational position within the GOS ministry or institution but 
also a developmental role. They believe that through their work 
they are contributing to policy and planning functions and that, 
in several cases, they are breaking new technological ground for 
the ministry. 

Priority will be placed on recruiting OPEXers for positions 
within high-, policy-level units and positions which provide an 
opportunity for sUbstantive technical and/or policy input. For 
example, requests for OPEXers in the Office of the Prime 
Minister's Department of Economic Planning and Statistics and 
other planning departments within various ministries would be 
especially favorably considered. aPEX assistance may also be 
provided for key faculties (Agriculture, Commerce, etc.) of 
UniSwa, an association of small-scale enterprises (the Small 
Enterprise Development Company, the Chamber of Commerce, etc.), 
training institutions and technical units which serve a critical 
function in the development process (the Rural Water Supply 
Board in the Ministry of Works, the Institute of Health 
Sciences, etc.). 

Technical advisory assistance will also be offered. The 
rationale and criteria for responding to requests for technical 
advisors are the same as that for OPEXers: an expressed need 
for new technology, policy analysis and institutional 
development. In this case, however, the technical advisor will 
not fill an established, line position, but instead will 
function as an advisor with responsibilities potentially spread 
among several units. He/che may also have several Swa~' 

counterparts. In the course of the PP design, the Department of 
Establishments and Training (DET) has requested the services of 
a Manpower Economist/Planner to (a) assist in undertaking an 
extensive review of present policies, programs and procedures 
used by the GaS in manpower planning for the public sector1 (b) 
prepare and assist the GaS in implementing a work program to 
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assess current civil service manpower requirements and forecast 
futur~ requirements~ and (c) assist the DET in liaising with the 
Department of Economic Planning and Statistics to assure 
comparability of pUblic sector and private sector manpower 
demand projections. A draft position description for a Manpower 
Economist/Planner is attached in Annex O. 

The AID contribution will be the provision of long-term 
technical services, both OPEX and advisory, and job-related 
commodity support. Funding has been bUdgeted for an average of 
three on-board OPE X personnel per year. It is expected that 
each OPEXer will be assigned for two years, with the possibility 
of extensions for some positions. The OPEXer would receive the 
GOS salary established for the position which would then be 
"topped off" with project funding. Funding has also been 
budgeted for two technical advisors over the life of the 
project, including the Manpower Economist/Planner discussed 
above and potentially one other. To enable the OPEXers and the 
technical advisors to perform at maximum effectiveness and 
efficiency, the procurement of a limited amount of equipment and 
commodities (such as reference texts, instructional manuals and 
films, audio-visual equipment and micro-computers) for each has 
been budgeted. In the case of the Manpower Economist/Planner, a 
micro-computer will be procured for the DET to establish a civil 
service personnel information retrieval system which will 
greatly improve the efficiency of preparing manpower projections 
and prioritizing and evaluating public sector manpower training 
requirements. 

The GOS contribution will include support staff, including 
counterparts, for each OPEXer and technical advisor, 
supplemental commodity support (office equipment, acce8S to 
computers, office supplies, etc.), the costs of operating and 
maintaining vehicles used in an official capacity, office space, 
hou81~g and furnishings. The GOS will also provide the basic 
GOS salary for the position to be filled by the OPEXer, plus the 
additional benefits and services accorded to GOS employees of 
comparable rank. 

(b) Short-Term Specialist Services ($780,000) 

The provision of short-term technical services will often be 
the most appropriate r~8ponse to GOS requests for assistance in 
specific tasks. Priority will be given to requests which 
involve analysis of specific policies potentially leading to 
positive reforms. An example, currently underway, is an 
examinati)n of the Ministry of Health's personnel system, 
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including a review of positions and salary levels, which will 
probably result in recommendations with along-term impact on 
the effectiveness and efficiency with which the Ministry's 
personnel deliver health services to the Swazi public. Criteria 
for evaluating public sector requests will include: the degree 
of impact on the transfer of technology and specialized skills, 
the potential for introducing technological and policy-related 
innovations and sustainability and/or replicability (e.g., 
training of trainers and potential for a multiplier effect). 
Short-term technical services may also be requested to conduct, 
or assist Swazi staff in conducting, a variety of in-country, 
in-service training courses and programs (see Section 1. (c) 
above\ • 

A total of 63 person-months of consultant services has been 
budgeted over the life of the project, about 10 iperson-months 
per year over six years. This level is considered adequate to 
respond to requests which will have an impact on 
technology/skills transfer, policy and organizational 
improvements, to support in-country training and to support 
formative and summative project evaluations. The GOS and/or 
private sector inputs will include cOllnterparts, support staff 
and office space and equipment. 

Project management support is budgeted for the assignment of 
a contractor field representative ($1,050,000) and the 
employment of a PSC Assitant Project Manager ($520,000). Also, 
funds have been budgeted for evaluations and analyses ($190,000). 

D.	 Linkages Between Project Elements and Project
 
Objectives and Expected Impact
 

The five elements of this project represent a coordinated 
approach to the project's two-fold human resources development 
purposes. Well-planned and focused long-term and short-term 
training, institutional linkages and OPEX/advisory assistance 
all support development and modernization of key institutions 
and a leadership cadre. The development communications element 
is designed ultimately to benefit the general, mainly rural and 
traditional, public, although of necessity it does so by 
strengthening the management and the development orientation of 
a key media institution. The project element dealing with 
traditional leaders and rural women contributes both to 
leadership development and to the effectiveness of the 
development communications activity. All elements of the 
project interrelate conceptually and on the implementation 
level. In addition, there are close relationships with other 
USAID/GOS programs. For example, the agricultural information 
element of Cropping Systems Research and Extension Training 
(645-0212) and the health education element of Rural Water-borne 
Disease Control (645-0087) projects must both collaborate with 
the development communications aud traditional leadership 
elements of this project. Training, especially in-country 
training, under this project will be planned to reinforce 
institution-buildinG efforts in other projects. 
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E. Beneficiaries' Involvement in the Project Design 

The project has been designed to respond to, and incorpo:ate 
to the extent feasible and within funding limitations, the 
recommendations of the specific individuals, groups and 
institutions who will ue participating in the prnject and 
represent the interests of the project's direct and indi:ect 
beneficiaries. The desi~n team discussed elements of the 
project with the training officers of all of the develo~nent 

ministries, with private sector training representatives, and 
with officials from many of the training institutions in 
Swaziland (UniSwa, SIMPA, SCOT, SIPTM). 

In December 1983 an evaluation of the SAMDP project foclsed 
on a measurement of effectiveness of the participant trai ling 
and OPEX components of the project. Thirty-five retu:ned 
participants, representing 44% of the total number, ~ere 

interviewed. Each returned participant felt that his./her 
professional and personal goals had been met and his/her 
training had had direct application to improved job perform,lnce 
(and 60% have been promoted). Responses to the two principal 
recommendations, relating to (1) possible ways and means of 
maximizing the returned participant's new skills and (2) 
provision of training opportunities to upper-level managsloent 
and/or top leadership so that they can become more sensitized to 
the impo r tance 0 f us i ng sca rce tr a i ned huma n resources Inore 
effectively, have been incorporated in the project design. In 
the case of the first recommendation, contact will be maintained 
with returned participants and special support can be provi led, 
such as job-related commodities and in-service refre;her 
technical training and/or cihort-term advisory support. In the 
case of the second recommendation, upper-level decision- and 
policy-makers will be a prime target group for in-coultry 
training in management and supervisory skills. As discussed in 
Section C.S. above, the evaluation also confirmed the 
effectiveness of Operational Experts. 

Recognition of the value of strengthening develop~ent 

communications, particularly in the health field, has evolved 
over the past four years. An AIO-sponsored international 
workshop on the "radio learniWl grcJUp appr03ch to mas;" 
education" in October 1982 brought together, for the first time, 
participants from the Ministries of Health, Education <Jill 
Agriculture and Cooperatives, SBS, the Red Cross, the Family 
Life Association and private hospitals to develop d 

collaborative communications strategy for health education. h 
fo llow-up AI D-sponsored wo rkshop in Febr ua ry 1983 rna i n ta i ned th.· 
momentum for planning a health campaign focused on the use 01 
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radio for development message~ (dramas and spot announcements) 
on sanitation, the use of water, personal hygiene, oral 
rehydration therapy and breastfeeding. A preliminary evaluation 
indicates the effectiveness and impact of these messages on the 
understanding and practices of rural people. These earlier and 
on-going activities have created a level of interest, incentive 
and an environment which fully justifies the support for 
development communications which is included in the p~oject and 
was initially proposed by SBS in 1983. The National Development 
Program Producers have collaborated with the PP design team in 
establishing and refining the priorities and specific objectives 
which will be supported. 

The direct beneficiaries have been involved in the design of 
the expanded training program for Swazi traditional leaders. A 
survey of 53 chiefs was conducted in February 1984, and their 
suggestions with regard to who should attend, venue and content 
will be incorporated into the program. Annex G. presents the 
results of archival research, the chiefs' survey and interviews 
with current and former officials who have been involved with 
the training of traditional leaders. 



($000) 

FX LC Total % 

AID 18,335 1,295 19,630 74 

GOS/Private Sector 940 5,860 6,800 26 

Total 19,275 7,155 26,430 100 

B. Financial Plan 

Tab~e 2 indicates estimated expenditures in foreign exchange 
and local currency by project component. Of the total AID contri­
bution to the project, 93% represents foreign exchange costs, of 
which 61% will finance the costs of participant training in both 
u. S. and African universities. An estimated 7% represents local 
currency expenditures, of which 62% wili finance the local costs of 
in-country training (at GOS training insti~utions and in the field) 
and forlow-up activities for returned participants. In the case of 
the combined GOS and private sector contribution to the project, 
14% represents foreign exchange costs, of which 80% will finance 
participants' round-trip airfares. An estimated 85% represents
local currency expenditures, of which 59% will finance participants' 
continued salary and dependents' allowances during the period in 
training. A detailed cost estimate of the GOS contribution to the 
project is included in Annex F.l. 

TABLE 2 

FINANCIAL PLAN 

~[I. COST ESTIMATES AND FINANeIAL PLAN 

A. Summary Cost Estimates 

As indicated in Table 1 below, the total estimated cost of 
the project is $26.4 million. The AID contribution to the project 
is estimated at $19.63 million, or 74% of the total cost. The 
contribution of the GOS and private sector to the project ~s 
estimated at $6.8 million, or 26% of the total cost. 

TABLE 1 

SUMMARY COST ESTIMATE 

($000) 

COMPONENT 
FX 

AID 
LC Total 

GOS/PRIVATE SECTOR 
FX LC Total 

TOTAL 
FX LC Total 

Participant 
Training 

Technical 
Services 

11,110 

7,045 

500 

295 

11 ,610 

7,340 

750 4,040 

30 1,670 

4,790 

1,700 

11 ,860 

7,075 

4,540 

1,965 

16,l.OO 

9,0', J 

Commodities 180 500 160 150 310 340 650 --~ J-
Total! 18,335 940 5,860 6,800 19,275 7,155 26,4 11 
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C. Budget Summary of Inputs by AID Component 

The project has been designed with five elements, or 
categories of AID inputs: (1) development of an administrative 
leadership cadre, (2) development orientation for traditional 
leaders and rural women's associations, (3) development communi­
cations, (4) insti.tutiona1 development/linkages and (5) techno1ogy/ 
skills transfer. Table 3 indicates the flow of resources into each 
project element by component, i.e., participant training, technical 
services and commodities. Two additional inputs--(6) evaluation 
and analysis and (7) project management support--ref1ect the level 
of effort considered appropriate to assure adequate monitorinr, and 
timely implementation. Project management support represents the 
assignment of a contractor field representative (see Section IV.D., 
Procurement Plan) and, if necessary, the employment of an assistant 
project manager (see Section V.B., AID Project Management). 

As indicated in the table, 59% of the AID budget will support 
long-term academic training abroad, short-term/non-degree technical 
training abroad and in-country training. 

TABLE 3 

BUDGET SUMMARY OF AID INPUTS BY COMPONENT 
($000) 

Key to Project Inputs: I-Development of an Administrative/Leadership Cadre 
2-Development Orientation for Traditional Leaders 

and R~ral Women's Associations 
3-Development Communications 
4-Institutional Development/Linkages 
5-Technology/Skills Transfer 
6-Evaluation and Analysis 
7-Project Management Support 

I N PUT S 

-4- -6-COMPONENT 1 2 3 5 7 TOTAL 

Participant 10,890 180 540 11 ,610 
Training 

Technical 870 1,000 500 3,280 190 1,500 7,340 
Services 

680Commodities 340 10 170 90 70 

Total 11,230 1,060 1,710 500 3,370 190 1,570 19,630 

D. AID Obligation Schedule 

The AID contribution to the project will be obligated 
periodically from FY 1984 through FY 1989 as indicated in Table 4 
below. The initial obligation of $2.0 million in FY 1984 represents 
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the level included in the Operational Year Budget (OYB). A detailed 
AID obligation schedule, including explanatory notes on cost estimates. 
is included in Annex F.l. The project will be implemented over seven 
years; estimated AID expenditures over that period are included in 
Annex F.2. 

It is important to note that an allowance for contingency has 
not been included in the project budget. Following the guidelines 
for budgeting participant training (State 22966 of 1/25/84), an 
inflation rate of 11% has been factored into the cost of all academic 
and technical training abroad which exceeds 12 months. In USAID's 
judgment, however. an inflation rate of 6% is more realistic. If 
the inflation rate on U. S. education costs approximates the U. S. 
inflation rate (6%) during the period of the project, a savings of 
more than $2.0 million would be realized. In effect, therefore. 
this "cushion" represents a contingency factor for participant 
training. In the case of technical services. estimates are based 
on maintaining the present level of OPEX support, responding to two 
requests for long-term advisory support and responding to requests 
for short-term specialized services within institutional units and 
for in-country training programs. In this case. and consistent with 
the project's flexibility, budgeted funds will be drawn down until 
expended and contingency is not a factor. The same reasoning has 
been used for commodity needs. 

TABLE 4 

AID OBLIGATION SCHEDULE BY FISCAL YEAR 
($000) 

COMPONENT FY 84 FY 85 FY 86 FY 87 FY 88 FY 89 TOTAL 

Participant 
Training 

Technical 
Services 

1,280 

720 

1,215 

1,740 

2,265 

1,625 

2,950 

1,325 

2,310 

1,590 

1,590 

340 

11,610 

7,340 

Conunodities 165 130 145 120 120 680 

Total 2,000 3,120 4,020 4,420 4,020 2,050 19,630 

E. Methods of Implementation and Financing 

A review of alternative methods of implementation and financing 
from the standpoint of funds accountability has been conducted in the 
course of the PP design. It has been determined that the two pre­
ferred methods of implementation are direct AID contracting, using 
direct payment/reimbursement procedures, and the use of cooperative 
agreements and/or grants, using the Federal Reserve Letter of Credit 
(FRLC). This decision takes into account the methods of implementa­
tion and financing used in the USAID program in Swaziland (also 
primarily direct AID contracts) as well as other administrative 
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considerations. Use of host country contracts is not recommended. 
Additional information pertaining to the USAID's general assessment 
of methods of implementation and financing is included in the 
submission to the Office of Financial Management, Mission Financing 
Policy and Procedures (as of 12/31/83). 

The following table outlines the two preferred methods of 
implementation and financing for the project and should be reviewed 
in conjunction with the Procurement Plan (Section IV.D.). Up to 
three direct AID contracts may be let: (1) one for general long-term
and short-term participant training abroad, (2) a second for general 
technical services and in-country training, including limited commodity 
procurement and local costs, and (3) a third for implementation of the 
development communications element of the project, including technical 
services, participant training, commodities and related local costs. 
If necessary, a direct AID contract (Personal Services Contract) will 
also be let to procure the services of an assistant project manager 
in USAID. The preferred method of implementing institutional linkages 
is the cooperative agreement and/or grant. 

TABLE 5 

Contract for 

METHODS OF IMPLEMENTATION AND FINANCING 

Method of Implementation Method of Financing 

Approx. 
Amount 
($000) 

(1) General Participant 
Training Abroad 

(2) General Technical 

Direct AID Contract 

Direct AID Contract 

Direct Pay 

Direct Pay 

10,530 

6,060 
Services and In-Country 
Traiuing: 
(a) In-Country Training (420) 
(b) Technical Services (5,130) 
(c) Commodities (510) 

(3)	 Development Communi- Dire~t AID Contract Direct Pay 1,710 
cations Element of 
Project: 
(a) Participant Training (540) 
(b) Technical Services (l,OOO) 
(c)Conunodities (170) 

(4)	 Asst. Project Manager Personal Services Contract Direct Pay 520 

(5)	 Institutional Grant or Cooperative Direct Pay 500 
Linkages Agreement (or FRLC if qualified) 

Because the preferred methods of implementation are the direct 
AID contract and the cooperative agreement and/or grant, no project 
funds have been budgeted for independent audits. It is recommended, 
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however, that an IG audit of the project be scheduled about six 
months pric~ to the mid-term, formative evaluation, or in early 
FY 1987.· 

Financial management of the project will be the responsibility
of the USAID Controller. The USAID Human Resources Development 
Officer will review and administratively approve or disapprove all 
contractor requests for reimbursement (vouchers) which will then be 
processed for payment by the Controller. The HRDO's administrative 
approval will include a statement advising of the basis on which 
the approval is given. 
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IV. IMPLEMENTATION PLAN 

A. GOS Responsibilities 

Based upon the Grantee's application for assistance for this 
project (Annex 0), USAID will negotiate and sign a Project Grant 
Agreement with the Department of Economic Planning and 
statistics. The project Grant Agreement will be amended 
periodically to provide incremental funding. The project will 
primarily be implemented by three GOS agencies: 

(1) the Department of Establishments and Training for 
the long-term academic training abroad, the short-term 
non-degree/technical training abroad, the in-country training, and 
the assignment of Operational Experts and technical advisors: 

(2) the Ministry of Agriculture and Cooperatives in 
collaboration with the Office of the Indvuna yeTinkhundla for the 
expanded traditional leadership program and support to rUl~l 

women's associations: and 

(3) the Ministry of the Interior through the Swaziland 
Broadcasting Service for strengthening development communications. 

Implementation of institutional linkages will necessarily be 
the responsibility of each specific Swazi training institution 
which undertakes such a relationship with a u.S. institution. The 
administrative capability of each of the principal GOS agencies 
and possible linkage institutions to implement its respective 
element of the project is adequate, as discussed in the 
Administrative Analysis (Annex L.) and its summary (Section VI.E.). 

To reinforce timely and efficient implementation of the 
project, the principal GOS officers working in the areas of each 
project element and the USAID Director or his designate will 
consult regularly and communicate in writing as needed. 

A Training Committee will be established to coordinate all 
aspects of u.s. sponsored training. Members will include 
designated officials of the various development ministries 
(Agriculture and Cooperatives, Health, Education, Labor and Public 
Service, etc.) The Committee might also invite as member the 
Principals, or their designees, of the GOS training institutions 
(UniSwa, UniSwa/DEMS, SIMPA, SCOT, etc.). USAID will be 
represented by the HRDO and, when appropriate, the other technical 
officers. The Committee should also consider inviting a 
representative of the private sector, perhaps the chairman of the 
Federation of Swaziland Employers' Training Committee, to 
participate when appropriate. The Training Committee functions 
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will include (a) coordinate training requests which will be 
submitted to DET for evaluation, incorporation in the annual GOS 
Country Training Plan, and submission to USAID for support and (b) 
discuss the status of implementation of the comprehensive 
participant training effort. It is recommended that the Committee 
meet at least semi-annually. 

In general the GOS will be responsible for identifying 
suitably qualified candidates for long-term academic training 
abroad, short-term non-degree/technical training abroad and for 
participation in project-supported in-country, in-service training 
programs. The GOS will also be expected to accord special 
consideration to skills upgrading at all levels for Swazi women. 
Procedures are discussed in greater detail in Section V.A., GOS 
Project Management, of the Monitoring Plan. 

The GOS will be responsible for establishing the following 
new positions at a sufficiently high grade/salary level to attract 
fully qualified Swazis: 

--within the Community Development Section of the 
Ministry of Agriculture and Cooperatives, the position of 
Community Leadership Specialist by February 1988; and 

--to staff the Center for Rural Broadcasting and 
Information at the Swaziland Broadcasting Service, as agreed 
between USAID and the GOS. 

GOS responsibilities by project element are summarized below 
and represent its contribution to the project. The Minist~y of 
Finance will be responsible for the timely budgeting and 
allocation of funds to finance the GOS contribution to the project. 

(1) Development of an Administrative/Leadership Cadre 
(a) for long-term academic training abroad, the participant's 
airfare from Swaziland to the u.S. (Port of Entry) or to another 
African country and return to Swaziland, as well as the 
participant's full salary during the first year of training and 
either a dependents' allowance or half-salary thereafter (except 
for the UniSwa Staff Development Fellows); (b) for short-term 
non-degree/technical training abroad, international airfare and 
continuation of salary; and (c) for in-country training programs, 
facilities, subsistence and local instructors to the extent 
possible, as well as release-time for employees. 

(2) Development Orientation for Traditional Leaders and 
Rural Women's Associations: in addition to establishment of the 
community Leadership Specialist position, those portions of MOAC's 
CD and HE annual recurrent budgets which are allocated to 
traditional leader and women's association training, on-board CD 
and HE staff time, training facilities and accommodations and 
radio time. 
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(3) Develoement Communications: in addition to 
establishment of posltions to staff the Center for Rural 
Broadcasting and Information as agreed by USAID and the GaS, 
exclusive access to one studio and priority access to another 
studio, the assignment of two operators (studio engineers) to 
support the Center's broadcasting activities, space for a 
broadcast/production training classroom and an office/library, 
additional studios and editing and office space as required and an 
increase in the radio time available for development broadcasting. 

(4) Institutional Development/Linkages: the 
participation of professional and support staff from the 
cooperating Swazi institutions for implementation of the linkage 
programs and facilities. 

(5) TechnOIO~Y/SkillS Transfer: (a) for OPEXers: the 
basic GaS salary for t e position to be filled , plus the 
additional benefits and services accorded to GaS employees of 
comparable rank, support staff including counterparts, office 
space, furnishings, supplies and equipment, the costs of operating 
and maintaining vehicles used in an official capacity, and 
residential housing and furnishings: (b) for long-term technical 
advisors, professional and support staff, supplemental commodity 
support (office equipment, access to computers, office supplies, 
etc.), the costs of operating and maintaining official vehicles, 
office space and furnishings, plus residential housing and 
furnishings: and (c) for short-term specialists, counterparts, 
support staff, office space and equipment, and official transpor~. 

B. AID Responsibilities 

USAID/Swaziland will be responsible for the timely provision 
of the AID inputs to the project, including participant training, 
technical services, commodities and other support costs. The 
USAID Nission is staffed with a Director, Deputy Director, Project 
Development Officer, Assistant Program Officer, Controller and 
half-time Anthropologist to support the project management and 
implementation responsibilities of the Human Resources Development 
Officer, the Education Officer/Assistant Project Manager and the 
Training Officer. The Regional Legal Advisor for Southern Africa, 
based in Mbabane, will provide legal services, including 
preparation and negotiation of the Project Grant Agreements and 
amendments, preparation and negotiation of cooperative agreements 
and/or grants for institutional linkages and review of contracts. 
The REDSO/E~A Regional Contracts Office will be responsible for 
all contracting matters, including competition for awards, 
selection of contractors, negotiation and signature of contracts 
and contract backstopping. Assistance in commodity procurement 
and general implementation will also be provided by REDSO/ESA. 
More specific implementation responsibilities are discussed in 
Section V.B., AID Project Management, of the Monitoring Plan. 
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C. Other Donor Coordination 

Several other donors annually provide scholarships for 
long-term academic and short-term technical training abroad. The 
British Council manages a scholarship program which focuses on 
short-term technical training in education, agriculture and health 
for about 80-100 Swazis at any given time. Of this number, an 
average of ten may be studying for diplomas or degrees in 
technical areas such as engineering and architecture. Although 
interested in offering possible future support, the British 
Council has not yet sponsored any in-country training programs. A 
modest scholarship program for Swazis from the private sector has 
recently been initiated. As is the case with AID, the British 
Council receives requests for training from the Department of 
Establishments and Training. Selections are then based on the 
priority fields of study, academic qualifications and whether or 
not the candidate is a counterpart to an OSAS (Overseas Aid 
Service) officer within a ministry or parastatal. The European 
Economic Community (EEC) through the Second Lome Convention (Lome 
II, 1980-85) earmarked only $400,000, which has already been fully 
committed, for Swaziland for overseas training in member 
countries. Under the European Development Fund's regional 
program, scholarships are offered for training programs in the 
operation of the regional customs union, at the Mananga 
Agricultural Management Center in Swaziland and for Swazi students 
at the Waterford-Kamh1aba secondary school. Scholarships are also 
offered by the Germans, Dutch, Canadians, Israelis and United 
Nations, again primarily for short-term technical training and 
within the context of development projects. 

This project therefore constitutes both the public and 
private sector's major resource for long-term and specialized 
in-country training. Given the pool of public sector candidates 
for long-term training and the demand for in-country training, 
there is virtually no potential for competition among donors for 
highly qualified Swazis and for the supply of in-country training. 

USAID maintains close contact with donor representatives, 
especially those who are resident in swaziland or nearby (U.K., 
EC, UN, Canada and Germany). The donor group meets monthly, and 
USAID has frequent one-on-one briefings to exchange information 
and avoid potential duplication of effort. As discussed in the 
CDSS Up-Date, however, USAID plans to stimulate more, and more 
regular, sector- and technical-level coordination. While other 
donors generally support the same development objectives, there is 
no particular unanimity on how to achieve them. Differences in 
approach must eventually be reconciled by Swazis. In this case, 
supporting a strong participant training program strengthens 
coordination by providing a broader base of Swazis, both 
individually and within institutions, capable of making such 
decisions. 
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D. Procurement Plan 

Project implementation will require the procurement of 
participant training, technical services, commodities and related 
support. To promote effective and efficient implementation, 
procurement should be undertaken in four discrete packages, each 
of which is discussed below. If required, source and origin 
waivers for commodity procurement will be requested when equipment 
and commodity lists, including specifications and up-to-date 
prices, are finalized by the contractors. 

Given the workload involved in other bilateral and regional 
human resources development projects, effective and efficient AID 
project management will require supplemental technical and 
administrative support for this project. Funds have therefore 
been budgeted to procure the services of an assistant project 
manager for six years under a Personal Services Contract. 

Three separate Requests for Proposals (RFPs) will be issued 
simultaneously for the three major contracts under this project; 
for participant training abroad, technical services and in-country 
training and development communications. USAIU will neyotiate 
with one or more bidders for either one contract or separat. 
contracts; whichever combination is in the best interests of the 
project. 

(1) Participant Training Abroad (Estimated $10,530,000) 

With the exception of the procurement "package" for 
development communications (see (3) below), a contract will be 
negotiated and let for the provision of all project-funded 
long-term academic training and short-term non-degree/technical 
training abroad. Procurement will be undertaken on the basis of 
competition following AID procurement regUlations. The contractor 
will be responsible for placing participants in u.s. and African 
universities in conformance with AID Handbook 10 and backstopping 
and counselling participants while they are in training. 

It should be noted that this procurement package may be 
suitable for a Gray Amendment entity. 

(2)	 Technical Services and In-Country Training 
(estimated $6,060,000) 

A contract will be negotiated and let for the provision of 
long-term und short-term technical services and for the costs of 
in-country training programs. Procurement will be undertaken on 
the basis of competition following AID procurement regulations. 
With the exception of the procurement package for development 
communications (see (3) below), the contractor will be respon~;ible 
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for (a) recruiting and backstopping Operational Experts and 
long-term technical advisors; (b) recruiting and backstopping 
short-term specialists; and (c) ~oordinating and implementing 
in-country tra'.ning programs. Backstopping OPEXers and long-term 
technical advi30rs will include procurement of job-related 
commodities. Implementation of in-country training programs will 
include (a) the provision of short-term technical services as 
required; (b) the local currency costs of providing honoraria, 
logistics and teaching supplies and aids, printing course 
materials, and renting training facilities as required; and (c) 
the procuremellt of supplies and equipment for the Swazi 
institutions which will participate in the in-country training 
programs. 

It is estimated that 8-~ OPEXers and 4-5 technical advisors 
will be recruited and will reyuire backstopping for various time 
periods over the life of the project. The GOS has initially 
requested three lon0-term advisors: a Manpower Economist/Planner 
for DET, and 3 U.S. aJvlsor and a Swazi Community Leadership 
Specialist to MOAC/CU for the expanded traditional leadership 
program. As discussed above in Section II.C., Project Elements: 
AID and GUS Inputs, it is estimated that 63 person-months of 
consultant services will be programmed for specialized assignments 
within GOS and private sector institutions and teaching and 
advisory support for in-country training programs. In addition, 
an estimated 30 person-months of short-term services will be 
programmed for support to the traditional leader program and rural 
women's associations. The contractor will be responsible for 
nominating at least two but preferably three Candidates for each 
long-term and short-term assignment. 

The contractor's responsibility for backstopping all 
contractor-supplied OPEXers, long-term advisors and short-term 
specialists will necessarily include both home-office backstopping 
and in-country backstopping. with the additional responsibility 
for coordinating and implementing all in-country training 
programs, the assignment of a contractor field representative over 
six years is considered necessary. The representative will be 
provided office space at SIMPA. A position description for tile 
contractor field representative is attached in Annex O. In 
addition, a vehicle will be procured under the contract for toe 
use of the contractor field representative for official duties. 
Operating costs of the vehicle will also be in the contract. 

(3) Development Communications (Estimated $1,710,000) 

Procurement for this activity will be undertaken on the basis 
of competition following AID procur~nent regUlations. The 
contractor will be responsible for (a) recruiting and backstopping 
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the lon~-term (one year) Development Communications Specialist; 
(b) arranging for and backstoppin~ the services of the Developmellt 
Communications Specialist on an intermittent basis (27 
person-months) through June 1991 and the services of other 
short-term specialists, including the initial communications 
expert (39 person-months); (c) placement, backstopping and 
counselling an estimctted five Swazi participants in B.A. and M.A. 
programs in u.S. universities; (d) arranging for and backstopping 
all short-term non-degree/technical trainin~ abroad; (e) 
procurement of all studio equipment, editing and reproduction 
equipment and related commodities; (f) programming site visits to 
other development communications projects; and (g) monitoring the 
renovation and furnishing of two SBS studios. It is expected that 
the resident Development Communications Specialist will be 
specifically responsible for (f) and (g) above. 

(4) Institutional Linkages (Estimated $500,000) 

The most suitable mechanisms for implementing an 
institutional linkage are the cooperative agreement and/or grant. 
Under either arrangement, the swuzi institution is offered the 
necessary flexibility and discretion to identify the most 
appropriate u.S. institution(s) for its particular needs. The 
Swazi and u.s. institutions will submit a detailed proposal to 
USAID, discussin~ the purpose of the linka~e, mutual benefits to 
he gained from such a linkage by each institution(s), the 
contribution of each institution to the linKage and the estimated 
cost of the linkage arrangement. (It is assumed that the AID 
support of the institutional linkage will provide the means to 
initiate a relationship which will continue beyond the life of the 
project.) Upon approval of a proposal for an institutional 
linkage, AID will negotiate and sign a cooperative agreement or 
grant with the U.S. institution. The Swazi institution will be 
invited to participate in the negotiations and sign the agreement 
or grant. 
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V. MONITORING PLAN 

A.	 GOS project Management 

GOS project management responsibilities will be assumed by the 
three principal implementing agencies: the Department of 
Establishments and Training, the Ministry of Agriculture and 
Cooperatives and the Swaziland Broadcasting Service. The GOS 
project manager in each agency will be: 

DET;	 designated Deputy principal Secretary 

MOAC;	 the Chief of the Community Development Section
 
the Chief of the Home Economics Section
 

SBS;	 the Director 

ProJect managers from GOS training institutions will also be 
designated for each of the institutional linkages. 

The DET, MOAC and SilS project managers will: 

-Assure the timely provision of their respective contributions 
to the project; 

-Coordinate the preparation and submission of requests to 
USAID for participant training, technical services, commodities and 
local support costs; 

-In regard to the above, assist USAID in preparing participant 
study programs (in the case of DET, in collaboration with the 
training officers in the development ministries), terms of 
reference for OPBXers, long-term advisors and short-term 
specialists and final equipment and commodity lists; 

-Review USAID nominations for OPEXers, long-term advisors and 
short-term specialists, selecting the most appropriate (in the case 
of DET, in collaboration with the rcyuesting development ministry 
or training institution); and 

-Collaborate with USAID in undertaking on-going, formative and 
summative evaluations. 

In general, successful management of the project will require 
the GOS managers and USAID to maintair. a close working 
relationship, including identification and resolution of 
implementation problems as soon as they arise. 
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B. AID Project Management 

The USAID Human Resources Development Officer (HRDO) will be 
responsible for overall AID project management. During the period 
of project implementation, the HRDO will concurrently be 
responsible for managing the Teacher Training project, the manpower 
development component of the Southern Africa Regional project, 
SADCC Technical Support, and coordinating with the GOS and AAI on 
the AFGRAD scholarship program. Given this portfolio, the HRDO's 
responsibility for the implementation of this project will be 
shared with an Education Officer/Assistant Project Manager and the 
USAID Training Officer, a; Swazi professional who has backstopped 
USAID's predecessor manpower training projects for the past seven 
years. The Education Officer/Assistant Project Manager will be 
employed for six years under a Personal Services Contract. ,. .~ 

Project management responsibilities would illustratively be 
shared along the following lines: 

1. Human Resources Development Officer 
As the USAID Project Manager, will: 

-Monitor general implementation of the project with 
specific reference to the Project Paper, project Grant Agreements, 
contracts and cooperative agreements and/or grants (working with 
other USAID staff members): 

-Serve as the primary contact with the Principals 
of the GOS training institutions concerning all operational and 
financial matters relating to in-country training programs 
supported under the project: 

-Liaise with the Federation of Swaziland Employers 
and the Swaziland Institute of Personnel Training and Management 
concerning the participation of the private sector in the 
implementation of the project: 

-Be primarily responsible for managing the 
implementation contracts, including administrative review of all 
contractor requests for reimbursement, and assisting the Assistant 
Project Manager and Training Officer as necessary in preparing 
PlO/Ts and other related AID documentation (requesting support from 
the REDSO/ESA Regional Contracts Officer and Regional Legal Advisor 
for Southern Africa as required): 

-Be primarily responsible for implementation of the 
long-term and short-term participant training program, following 
the implementation schedule attached as Annex N.: 
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-Evaluate and prioritize GOS and private sector 
requests for long-term (OPEX and advisory) and short-term technical 
advisory services (including those for in-country training 
programs), channelling approved requests to the contractor field 
representative for action~ 

-Evaluate proposals from GOS training institutions 
for linkages with one or more u.s. institutions and, upon approval, 
assist in the negotiation and management of cooperative agreements 
and/or grants for implementation~ and 

-In collaboration with the GOS project managers, 
plan and arrange the mid-term audit, formative evaluation and 
summative evaluation. 

2. Education Officer/Assistant project Manager 
Under the supervision of the USAID HRDO, will: 

-Draft required AID documentation, including 
Project Implementation Letters, PIOs, waivers, etc.~ 

-Assist the HRDO in managing the implementation 
contracts, including preparation of PIO/Ts, and related AID 
documentation~ 

-Liaise with the GOS training institutions to 
assure the smooth implementation of in-country training programs~ 

-Work closely with the contractor field 
representative in coordinating and implementing the in-country 
training programs, providing short-term specialist services and 
recruiting and backstopping the resident long-term OPEXers and 
technical advisors: 

-Be primarily responsible for managing the (I) 
development orientation for traditional leaders and rural women's 
associations and (2) development communications elements of the 
project (including contract management for the provision of 
technical services, participant training, commodities and equipment 
and related other costs): 

-Assist the HRDO in managing the long-term 
participant training program (with special reference to the 
implementation schedule, Annex N.) and the short-term participant 
tr.aining program, including evaluating GOS and private sector 
requests and interviewing Swazi candidates in collaboration with 
USAID technical officers, preparing PIO/Ps, etc.~ 
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-Be primarily responsible for follow-up activities 
for returned participants (newsletter, meetings, requests for 
commodity support (monitoring procurement) and refresher training, 
etc.)~ 

-Be primarily responsible for the USAID's 
pre-departure orientation program (see Annex N.)~ 

-Prepare AID semi-annual implementation reports for 
this project~ and 

-Otherwise assist the HRDO as requested. 

3. Training Officer
 
Under the supervision of the USAID HRDO, will:
 

-Assist the HRDO in managing the long-term 
participant training program (with specific reference to the 
implementation schedule, Annex N.) and the short-term participant 
training program; 

-Be primarily responsible for administratively 
backstopping the contractor for participant training, especially 
the processing of PIO/Ps~ 

-Liaise with the training officers in the 
development ministries and with the participants themselves on the 
details of the training to be provided; 

-Maintain participant records and training files, 
including the general monitoring of each participant's program of 
study~ 

-Assist in both the pre-departure orientation 
program and the follow-up activities for returned p~rticipants~ 

-Establish a library of university catalogs and 
other information on 10ng- and short-term training programs in the 
U.s. and Africa; 

-Assist in the preparation of AID semi-annual 
implementation reports and ocher reports as required; and 

-Otherwise assist the HRDO as requested. 

c. Reporting Requirements 

Each contractor will be required to submit the following 
reports to USAID/Swazi1and beginning with the effective date of the 
contract: 
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1. Participant Training Abroad 

(a) monthly progress reports summarizing the 
actions which have taken place during the month on each pending 
long- and short-term participant placement and any changes in the 
status of each long- and shor.t-term participant already in training 
(name, university or study program, field of study, entrance and 
graduation dates, performance and other remarks in conformance with 
reporting requirements and procedures in AID Handbook 10)1 

(b) quarter and/or semester academic term reports 
for all participants in long-term training~ 

(c) semi-annual financial reports summarizing 
information on each long- and short-term participant since the 
effective date of the contract and the contractor's administrative 
and financial ~osition factual expenditures since the effective 
date of the contract, over the past six-month period and estimated 
for the next six-month period); and 

(d) a final report, to be submitted within 60 days 
following the completion date of the contract, summarizing 
accomplishments and implementation problems. 

2. Services and In-Countr
 
lncludlng Trad1tlona Leader Tr.ainir~)
. 

(a) semi-annual progress reports summarizing the 
specific requests for long- and short-term technical services and 
in-country training programs which have been received during the 
six-month period, the actions taken to respond to the requ~sts, the 
status of requests outstanding from previous reports: 

(b) copies of contracts and agreements for all 
Operational Experts within 30 days of their arrival in Swaziland 
{i.e., contract between OPEXer and the contractor and the 
employment agreement between the OPEXer and the GOS)1 

(c) semi-annual progress and financial reports 
summarizing information on each long-term OPEXer and technical 
advisor (name, position, period of service, accomplishments and 
other remarks) and each short-term technical advisor (name, 
position, period of service, purpose of dssignment, accomplishments 
and other remarks) since the effective date of the contract~ the 
status of all commodity procurement for long-term personnpl, GOS 
training institutions and returned participants: and the 
contractor's administrative and financial position (actual 
expenditures since the effective date of the contract, over the 
past six-month period and estimated for the next six-month period) 
{may be combined with (a) above)1 



(d) a final report, to be submitted within 60 days 
of the completion date of the contract, summarizing accomplishments 
and implementation problems7 and 

(e) technical advisors and OPEXers will be required 
to make periodic reports to USAID and the GOS as required in their 
job descriptions. 

3. Development Communications
 
During the first year of the contract:
 

(a) within 60 days of the arrival qf the long-term 
advisor and based on the agreed upon report of the short-term 
expert, a detailed work pl~n presenting the proposed activities to 
be undertaken by the Swaziland Broadcasting Service's C~nter for 
Rural Broadcasting and Information in collaboration with the 
contractor, including training programs (in-country and abroad), 
required short-term technical services and scheduling, equipment 
and commodity procurement, and other activities related to 
strengthening development communications7 

(b) a year-end summary report including a detailed 
work plan for the second year of the contract presenting, but not 
limited to, the information required in (a) above: and 

(c) quarterly status reports summarizing the 
reports of the long-term advisor and the short-term specialists: 
the status of activities, progress during the quarter, plans for 
the future quarter (with specific reference to the annual work 
plan) and identification of implementation problems with 
recommendations for their resolution. 

From the second year of the contract until its completion: 

(d) detailed annual work plans: 

(e) semi-annual progress reports including, but not 
limited to, a substantive discussion of the status of activities, 
progress during the time period, plans for the coming six months 
(with specific reference to the annual work plan and the 
contractor's provision of technical services, participant training, 
commodities and equipment and related other costs) and the 
contractor's administrative and financial position (actual 
expenditures since the effective date of the contract, over the 
preceding six-month period and estimated for the next six-month 
period): and 

(f) a final report, to be submitted within 60 days 
of the completion dat.e of the contract, summarizing accomplishments 
and implementation problems and recommending a course of action for 
the GOS to follow in further strengthening development 
communications in Swaziland. 
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4. Institutional Linkages 
Under the terms of the cooperative agreement and/or grant 

between the Swazi training institution and the U.s. institution(s), 
both parties will submit, either jointly or individually, an annual 
progress report including a substantive discussion of the 
activities undertaken to date under the agreement, the impact of 
the activities on the long-term development objectives of the 
linkage partners and a proposed work plan for the next effective 
year of the linkage. A final report, to be prepared jointly, will 
essentially be an evaluation of the effectiveness of the linkage 
and should also discuss the extent to which the linkage can or will 
continue. 
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VI. SUMMARY OF ANALYSES 

A. ~mary Technical Analysis 

As mentioned in other sections of the PP, the project 
includes five interrelated elements. The technical validity of 
and justification for these elements are more fully explained in 
Section II, project Rationale and Detailed Description and in 
the Economic and Social Soundness Analyses. Annex K, Technical 
Analysis, includes a detailed analysis of the results of a 
series of manpower studies and needs assessments carried out in 
swaziland over the past 10 years as well as an analysis of the 
communications sector in swaziland. 

The major component of the project is long- and short-term 
training outside Swaziland. In order to select the most 
appropriate candidates, and also develop the GOS capacity, the 
project will fund an advisor to work with the DET to establish a 
manpower and training plan which will prioritize GOS needs and 
id~ntify the key constraints. The advisor will work closely 
with officials in DET and in development ministries to ensure 
that the manpower and training plans reflect total government 
needs. The project will send appropriate people for long term 
training overseas. The selection process will include 
individuals from the private sector and from parastatals, so 
that the selection meets the needs of the entire country. 

The long-term training will emphasize the post-graduate 
level where there is currently a large shortage of people. 
UniSwa is not currently offering any post-graduate training. 
Long-term overseas training is also necessary when the area of 
study is in a new technology or where new approaches to the 
field are being tried and these approaches are felt to be valid 
for Swaziland. 

hlso, when UniSwa has an adequate upper division program in 
a particular area of study, then the project will not send any 
bachelor degree candidates to the U.S. in that field. The 
project does not compete with UniSwa. Conversely, the project 
will assist UniSwa and other training institutions to improve 
their administrative and educational capabilities. 

In addition to the long-term training overseas, there are 
about 10 Swazis who will go each year to short-term courses. 
Focused short-term courses have been found to yield the highest 
return to the country. Short-term training courses are used 
when USAID and the GOS are able to isolate a single factor which 
has led to a development bottleneck. Short-term courses 
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overseas are more valid when there are only a very limited 
number of people in country who could benefit from the program. 
Specific criteria have been developed to prioritize this type of 
training and ensure that it is only used for those programs 
where it would not be more effective to have the training take 
place in country. 

In-country training is taking place in a number of 
different components of the project. This type of training 
makes the most sense in that USAID can bring in a limited number 
of people to teach the more theoretical side of the session, and 
they can ~10rk with local teachers who can take the methodology 
and help the students apply it to the situation in Swaziland. 
This approach is valid when there are sufficient people in 
country needing the same type of training. The project will 
attempt to evaluate training proposals in terms of which type of 
training makes the mcst sense, both technically and economically. 

As noted in Annex K, the proposed approach to development 
communications, focused on institutional support to SBS's Center 
for Rural Broadcasting and Information, is both timely and 
te~hnically feasible. with a siSwati r.adio channel, 
strengthened siSwati newspaper coverage and a high level of 
interest in development programming by broadcasters, an 
opportunity exists to vitalize rural information services for 
the people of Swaziland. 

B. Summary Financial and Recurrent Budget Analysis 

Swaziland is going through a difficult economic period. 
The effects of the world recp.ssion are still being felt~ the 
major exporting industries are having problems selling their 
production because of reduced demand both worldwide and in South 
Africa. A cyclone which struck in late January 1984 severely 
damaged basic infrastructure in the country, and consequently 
there will be large demands on the Gas capital budget to finance 
reconstruction. It is possible that the Gas will be unable to 
meet projected expenditure requirements without large increases 
in debt. While the debt situation is better than in most other 
countries, a potentially difficult situation could develop 
unless there is either improved control over spending or 
additional/higher taxes. Donor-assisted development projects 
which make substantial recurrent or capital budgetary demands on 
the GOS will exacerbate the situation. Gas support for such new 
projects may be at the expense of on-going programs. 

The proportion of the recurrent budget allocated to each 
functional grouping (education, health, agriculture, etc.) has 
been reasonably constant since 1978-79. For example, up to 25% 
has consistently been allocated to education and training. Only 



-61­

spending on servlclng the public debt has increased 
sUbstantially. A recent World Bank study indicates that in 1978 
Swaziland spent a higher proportion of its recurrent budget on 
education than all but three sub-Saharan African countries. 
Improv~ments in the adult literacy rate and the near-achievement 
of universal primary education reflect the GOS's 
accomplishments. The declining pass rate on the Cambridge 
"O"-level examination, however, reflects the growing problem of 
the quality of education. 

There is a decreasing emphasis in the capital budget on 
spending for industry and mining (such as financial support for 
foreign firms interested in locating in Swaziland). Transport 
and communications receives the largest proportion of the 
capital budget. That sector has also had the fastest growth and 
is the only one whose growth has been greater than inflation. 
Capital spending on education and training has varied from year 
to year although it was particularly high in 1980-81 and 
1981-82. For nearly all functional groupings, implementation 
difficulties have resulted in actual expenditures being both 
less than amounts proposed in the Third Plan and less than the 
amounts in the annual budgets. On average: less than two-thirds 
of the capital budget is actually spent. 

Capital spending on education intrastructure has resulted 
in a strong base for education and training in the country. 
Consistently high recurrent budget allocations likewise indicate 
that both the GOS and the people of Swaziland value education 
very highly. On the basis of past USAID experience with a 
series of manpower training projects, the GOS has demonstrated 
that it is willing and able to meet its obligations with regard 
to financing round-trip airfares, salaries and dependents' 
allowances through the participants' period of overseas 
training. Meeting estimated requiLements for per diem and 
transportation for in-country training programs may be more 
problemmatical, however, and reflects a need for improving 
advance planning and budgeting processes. Project-financed 
long-term, short-term and in-country training in management and 
program planning and budgeting should relieve the constraint 
over the medium and long term. In the short term, the USAID 
will continue a dialogue with the GOS planners to assure that 
the GOS's financial commitments to the project are indeed 
planned, budgeted and spent. Reinforcement of the GOS 
commitment will be provided in Project Grant Agreement 
covenants, and an effort to stabilize or equalize the GOS's 
financial contribution will be made by time-phasing in-country 
activities and expenditures over the seven-year period of the 
project. 
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c. Summary Economic Analysis 

A detailed analysis appears in Annex J. While the data on 
which much of the economic analysis is based is subject to 
question, it tends to be as accurate as comparable data in other 
countries. The best and most consistent data available on 
Swaziland was used. The returns to overseas and in-country 
training are suffici?ntly high in Swaziland to make the 
projected USAID and SOS expenditures economically viable. 

An internal rate of r~turn analysis was done on the 
available data. The results are roughly comparable to those 
found in other countries. All the analysis was done in real 
terms, and the contributions of the Government of Swaziland was 
multiplied by 1.25 in order to reflect the budgetary shortages 
currently existing in the country. Because the Swazi currency 
is linked to the South African rand there was no need to adjust 
the cost of imported items. After completing the analysis, all 
the assumptions were SUbjected to sensitivity tests. The 
internal rates of return did not change appreciably when the 
values of the assumptions stayed within the likely range. 

Post-graduate degree training has a real return of just 
over 8% while the returns to overseas short-term training at the 
post-graduate level is 23% for people in government, 7.6% for 
people in the private sector and 4.6% for people in the 
educational areas. From the limited data available, it appears 
that the people whom this project will send for post-graduate 
training will have returns closer to the 23% government figure. 
Long-term bachelor's degree training for people working in the 
private sector yields an internal rate of return of 11.2%. At 
the bachelor's degree level, overseas short-term training has a 
return of 87%. In-country short-term training has returns in 
excess of 47%. Varying the assumptions did not change these 
returns to any a~preciable extent. 

Expenditures on education will not only improve the income 
levels of the people so trained but will also increase the 
options available to the individual and Swaziland. Based on 
USAID experiences with previously trained individuals, 
improvements in the quality and practical orientation of 
education at all levels will aid Swaziland in ways other than 
simply the increase in incomes the trainees are likely to 
receive. These people are more likely to successfully manage 
their own businesses and thus employ people or help Swaziland 
attract foreign industries that use more than unskilled or 
semi-skilled labor. As long as management courses are included 
in the bachelor's degree and post-graduate courses, the trainees 
should also become bet~cr managers, and be more efficient users 
of scarce GOS funds. 



-63-


From a cost-effective standpoint the approach used in this 
project is less expensive than the alternatives in that the 
project has a large component of in-country training and 
training in other African countries. The long term training 
which will take place outside Swaziland will be available only 
in disciplines where the University of Swaziland is not 
currently able to offer the necessary courses, and which, 
because of the limited number of people needing those skills, 
are not likely to be taught in country. 

The institutional linkages will enable the project to 
provide some continuity in the provision of personnel to Swazi 
institutions, and hopefully will enable better people to be 
provided quicker. The linkage will also provide a means of 
assisting specific Swazi institutions after the end of the 
project. The long-term relationship which is established can be 
called upon after USAID/S' funding has ended. 

The OPEX technicians will occupy line positions, where 
USAID tops up the GOS salary. Providing advisors would have 
increased the USAID cost~ When necessary, USAID will send the 
person whose position the OPEX technician is filling for long 
term training abroad. The OPEX positions will be in critical 
development areas and will provide some ancillary support for 
USAID's other projects. 

By providing the training for traditional leaders 
in-country, we shall be able to provide more training. Some 
funds will be set aside to send selected leaders to other 
countries in order to see alternative ways of attacking 
problems. This is necessary to reinforce the learning and show 
how other countries handle problems comparable to Swaziland's. 
The training will broaden the horizons of these leaders, thus 
facilitating general development activities in Swaziland. 

The entire idea behind development communications is that 
an inexpensive way to reach large groups of rural people is 
through the radio and print media. This activity is designed to 
support the training being given to traditional leaders and 
leaders of women's groups. It also supports some of the 
project's in-country trainin~. The mass media can convey the 
tools of development to a large number of people and thus 
provide some additional security of development project 
success. Given the low costs of this activity, if it is able to 
improve the chances of success of only one average development 
project per year, then this component too is economically 
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justifiable. It is also justifiable from a cost-effectiveness 
standpoint in that this method is cheaper than regular training 
programs where the participants are physically present in one 
location. Finally, under the Primary Curriculum Development 
project, USAID has assisted the GOS in making the curriculum 
more developmentally relevant. The Development Communications 
component to the project will build on that base for those 
people who have completed their formal education. 

D. Summary Social Soundness Analysis 

A manpower development project does not generally entail 
the "sociocultural ~isks" of other types of development 
assistance p~ojects. This is because the~e is little that is 
culturally obtrusive about sending host count~y students abroad 
for advanced education, other than the introduction and 
diffusion of new attitudes and values by returned t~ainees. 

To the extent that the p~esent p~oject is a conventional 
manpowe~ development project, seve~al quick obse~vations 

relating to social soundness can be made. There is a perceived 
need on the part of the GOS and Swazis in general that prope~ly 

trained manpowe~ is necessa~y if national development goals in 
various secto~8 are to be realized. Buttressing this is the 
exceptionally high value Swazis place on fo~mal education of any 
so~t, but especially on university education. The direct 
beneficiaries of the project will be the approximately 195 
Swazis who will receive overseas t~aining and the 1,600 or mo~e 

who will receive some sort of in-count~y training during the 
life of the project. Of course a far greater number of Swazid 
will be indirect beneficiaries as a result of improved 
government services and institutional functioning. 

To the extent that the project supports advanced educati~n 
for key individuals in the private sector, as well as 
U.S.-Swaziland linkages between training institutions, 
in-count~y training, and improved development communications, 
the number of direct and indirect beneficia~ies will be 
considerably greater and the p~oject's "sp~ead effect" will be 
far more extensive. 

Education is associated positively with attitudes and 
values considered essential fo~ social and economic change. 
Individuals trained unde~ this project will transfe~ attitudes, 
information, new technologies, and modern p~actices to 
homesteads, ru~al and u~ban communitie~, and other Swazis. 
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Also, educated Swazis working in the modern sector retain very 
close ties to their families in the rural areas and act as 
social change agents in those areas. Traditional leaders and 
indigenous organizations in the rural areas playa significant 
role in opinion formation and social change. 

An improved sense of national self-worth, competence and 
Swazi control over the nation is expected to result from 
increasing the numbers of people receiving college and 
post-graduate training and moving into management positions. 
Women will be sought and encouraged to participate in the 
various types of opportunities provided under the project. The 
project will demonstrate that Swazis are ready and able to take 
over middle- and upper-management positions. It will also 
promote widespread, informed participation in a broad range of 
development activities. 

Improvements in quality of educational attainment and 
training are expected to improve the likelihood of other 
development activities being successful. Those people in 
government with advanced training can better understand the 
implications of alternative policies and development activities, 
are better able to evaluate them, and are less likely to be 
deceived by poorly designed proposals. Those people who go 
into the private sector will have the training needed to take 
advantage of opportunities they might not have noticed 
previously, thus improving chances of being successful, 
increasing eacnings, and employing more Swazis. Institutional 
improvements brought about by the increased knowledge and 
ability of trained manpower and by the introduction of impro~~1 

efficiency and new technologies through linkages with u.S. 
institutions and through the work of OPEX, advisory and 
technically specialized personnel are expected to improve 
productivity and promote equity in both the public and private 
sectors. 

Research in Swaziland has also shown that, even if 
education--formal or informal--does not lead directly to job 
advancement or even employment, it has a significant impact on 
farming practices, health practices and other areas affecting 
individual and national development. 

The most innovative and perhaps challenging component of 
the project will be the development orientation and training for 
traditional leaders and for members'of (mostly rural) women's 
development-related organizatio;\s. Swaziland is nearly unique 
among nations in the survival o~ its traditional, monarchal 
sociopolitical syst~m during the post-independence era. Indeed, 
during the 16 years since Swaziland's independence, the 
monarchy, inclUding the princes and chiefs that comprise and 
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support it, has clearly held its own alongside the institutions 
of "modern" government such as the parliament and the cabinet. 
The current reorganization and exp?nsion of the unique Inkhundla 
institution created by King Sobhuza II before independence will 
place more power--including responsibility for development 
matters--in the hands of the direct extensions of monarchical 
authority in traditional society, the chiefs. It is essential, 
therefore, that the chiefs play an informed and active role in 
national development. without their support, development 
efforts may be frustrated at every pointr with their support, 
development efforts tend to enjoy broad popular enthusiasm and 
the active participation of large numbers of Swazis. 

It may also be pointed out that whatever shortcomings may 
be attributed to the Swazi traditional system of monarchy by 
those measuring it ~gainst a sc~le based on Western values, it 
has broad, popular support and it has ensured peace, stability, 
and relative prosperity since ~t least the beginning of this 
century. 

Direct u.S. involvement in the part of the traditional 
sector that involves traditional roles of authority has never 
been attempted, thus it may be expected that questions of 
cultural feasibility, and perhaps of U.S. aims and goals, will 
arise. The results of the AID-sponsored chiefs survey and 
related investigations presented in Annex G show the need for, 
and sociocultural feasibility of, development training and 
orientation for traditional leaders. In Annex H, relevant 
background information is presented on community structure, 
leadership roles, development activities at the local level, and 
the Inkhundla institution. Social soundness considerations 
related to traditional leader and women's organization training 
are summarized below. 

Social Soundness Considerations Related to Development Training 
for Traditional Leaders and Women 

As documented at length in Annex G, there is a clear need 
for, and at least a 16 year history of, development training for 
traditional leaders in Swaziland. Furthermore, chiefs (and by 
implication, other local leaders) have expressed a clear 
interest in development training--in fact they have provided a 
mandate as well as guidelines for expanding the current tr~ining 

program of the MOAC. Thus there should be little question of 
the sociocultural feasibility of conducting such training in 
Swaziland. Of course, cultural constraints could arise in 
connection with particulac innovations espoused during the 
course of training. 
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A few of the most traditio~al chiefs and other leaders may 
choose not to participate in training activities because of 
suspicious or negative attitudes toward what we have referred to 
as development. such attitudes may result from unfavorable past 
experiences with development projects or from perceived threats 
to the chiefs' authority from new programs or 
projects--including the presence of government officials or new 
committees in their chiefdoms. 

However, it may be expected that attitudes of suspicious or 
recalcitrant chiefs will begin to change as schools, clinics, 
protected water systems, and irrigated gardens appear in 
neighboring chiefdoms. Demand for development 
training/orientation, already relatively high among chiefs, 
should increase as the program expands and becomes more 
effective in stimulating rural development. 

Sensitivities might arise over the involvement of u.s. 
funding and an American technical advisor in attempts to 
influence the attitudes, behavior, and leadership role of 
traditional leaders. However, plans to expand the existing 
training program have been coordinated with GaS officials and 
with traditional leaders themselves. The Community Development 
Section of MOAC will continue to have responsibility for the 
generally successful (if under-financed) training program it has 
been conducting for 16 years. A GaS interministerial steering 
committee, which will include NGO representation, will guide, 
monitor, and generally oversee training for traditional leaders 
during the life of the project and hopefully beyond. It can 
also be noted that the former British Ministry of Overseas 
Development briefly supported development training for Swazi 
chiefs in the late 1970's, apparently without raising 
nationalist sensitivities. 

Regarding the sustainabi1ity of project benefits, it is 
expected that project-supported periodic evaluations of the 
expanded training program will demonstrate the value, including 
the cost-effectiveness, of training and orientation investments 
for traditional leaders. The establishment of a new civil 
service position for a Community Leadership Specialist by the 
end of the project's third year will be concrete evidence of GaS 
commitment to continuation of the expanded program. It is also 
expected that the GaS will assume the increased recurrent 
expenses of the expanded program after project support is ended. 

Comments made toward the beginning of this summary about 
the diffusion or spread effect of benefits from education hold 
particularly true in the case of development training for 
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traditional leaders (and for women, see below). Training inputs 
in the traditional sector, especially when directed toward those 
with traditionally-recognized authority, will increase the 
likelihood that a wide variety of health, agricultural, family 
planning, and other development projects will succeed. Success 
of such projects will directly improve the quality of life of 
the rural poor. 

Women, since they outnumber men in rural areas, will be 
among the primary indirect beneficiaries of an expanded training 
program for traditional leaders. However, women are more than 
passive beneficiaries. By all accounts, including those of many 
chiefs, women tend to be especially active and interested in 
programs or innovations that will improve their life and that of 
their family. Moreover, Zenzele ("Do It Yourself") women's 
associations tend to be the most sustainable of rural 
organizations, even though they tend to have relatively little 
contact with extension workers. Zenzele associations are 
multi-purpose, often covering a broad range of development 
activities such as sanitation, nutrition, gardening, family 
planning, income-generating activities, marketing, and the 
like. They are among the most widespread, yet under-recognized, 
local development groups in Swaziland. 

The experience of home economists, as well as recent 
community-based research, has shown that women are generally 
eager to join Zenzele or other development groups. However, 
lack of female extension workers, combined with a certain amount 
of disinterest in "women's affairs" on the part of the more 
numerous male extension ~orkers, has meant that women's 
organizations have had to struggle to achieve their goals 
largely on their own. 

The expanded training and motivation program for women's 
organization members supported by the project should result in 
greater participation of rural women in Zenzele organizations, 
based on their past reco~d of participation, and in the greater 
effectiveness of the organizations. 

Rural women and cheir children will directly benefit from 
the training and motivational inputs. Since they have major 
responsibility for most homestead activities, including 
agriculture in many cases, women better trained in development 
matters should have a far-reaching, beneficial effect on the 
overall quality of life in Swaziland. The combined training 
programs for traditional leaders and women should foster 
improved cooperation between women's and other 
development-related organizations at the local level, thereby 
increasing the effectiveness of all such groups. 
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Finally, more enlightened mothers will pass their 
knowledge, practices and attitudes on to their. children, thereby 
contributing to the education of a new generation of Swazis. 

Evaluations during thp. life of the project of the 
effectiveness of the expanded program for women should convince 
the GOS of the value of assuming the relatively minor costs of 
sustaining the program after the end of the project. 

E. Summary Administrative Analysis 

The capabilities of the three GOS implementing 
agencies--the Department of Establishments and Training, the 
Ministry of Agriculture and Cooperatives' Community Development 
and Homo Economics Sections, and the Swaziland Broadcasting 
Service--and two of the principal Swazi training institutions 
(UniSwa and SIMPA) have been assessed in terms of organization, 
management and staffing and are described in detail in Annex L, 
Administrative Anal/sis. On the basis of the assessment, it has 
been determined that: 

- the policy environment is not a constraint to a 
multi-faceted participant training effort7 

- the institutional and administrative infrastructure 
is adequate; and 

the project implementation plan is realistic and 
workable. 

The Department of Establishments and Training, within the 
Ministry of Labor and Public Service, formulates and administers 
policy for, and directs the operation of, the GOS civil 
service. DET's principal functions include (1) the 
establishment and salary-grading of civil service positions with 
reference to job-function responsibilities; (2) the formulation 
of schemes of service for various cadres of government 
personnel; (3) the issuance, review and administration of 
General Orders governing the civil service; and 4) the overall 
direction of the GOS's in-service training program. The fourth 
function is, of course, the one of greatest importance to this 
project, and is being carried out adequately under present 
policies. A few significant modifications of training policies 
could provide increased opportunities and benefits and will be 
the subject of continued discussions and assistance toward 
change within the framework of this project. For example: 
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- establishment of a "training complement" for the 
civil service. Since it presently is not possible to 
"double-encumber" a position, some employees may be prevented 
from accepting training opportunities if their responsibilities 
do not permit their positions to remain vacant during the 
training period. Also, since an employee must fill an 
established position in order to be eligible for in-servic~ 
training, the GaS is presently unable to recruit and imme~iately 

train the best university graduates as an investment in the 
future of the civil service. In both cases, establishment of rt 

"training complement" would give the GaS th0 needed flexibility 
to train the best-qualified candidates within the civil service 
and as they enter the civil service~ 

- establishment of a standard syste~ of bonding to 
ensure that the employee works in the field in which he/she has 
been trained for a specified period of time (usu?lly 2-3 years 
for each year of overseas training)~ and 

- provision of more generous benefits for employees 
while they are in training status. Under the present training 
policy, a long-term participant receives his full salary for 
only the first year of his/her traini~J period. Beginning with 
the second year, the salary payment is terminated, and the 
participant receives only a marginally adequate dependents' 
allowance. Financial hardships, albeit on an exceptional bo~is, 

may result in some participants being unable to complete their 
studies and in some candidates being unable to afford to accept 
scholarship opportunities. 

As described in Annex L, the MOAC's Community Development 
and Home Economics Sections have relatively well-trained, 
motivated and effective staffs. Programs for 
training/motivating traditional leaders and Zanzele women's 
associations have been effective. With incr~ased operating 
funds for workshops, seminars and courses and with 
better-trained staff, the annual work programs of both sections 
should improve markedly. 

Under the Ministry of Interior, Swaziland Broadcasting and 
Information Services includes the Swaziland Broadcasting Service 
and the Swazila~d Information Service. SBS is responsible for 
national radio t.r~nsmission and radio programming~ SIS publishes 
the government-owned new3paper and other public information 
documents. Since radio is the most pervasive rural 
communications medium, SBS is consiJared the most appropriate 
administrative entity and institutional b~se for development 
communications in Swaziland. 
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Some of the implementing agencies' institutional and 
administrative constraints, including inadequate training 
opportunities (abroad and in-country), a shortage of training 
personnel and decreasing GOS operating budgets, will be eased 
within the framework of the project. USAID experience in 
working with the implementing agencies and training institutions 
further confirms the administrative feasibility of the project. 

F. Environmental Analysis 

The USAID Director approved a Negative Determination on the 
basis that the project meets the criteria as specified in 22 
CFR, Section 2l6.2(c)(2)(i), for a categorical exclusion. Under 
this section, education, technical assistance or training 
programs to the extent that such programs do not include 
activities directly affecting the environment (such as 
construction of facilities, etc.) are not sUbject to the 
provisions of section 216.3. The Categorical Exclusion was 
attached to the PID. AID/W concurrence was provided in State 
80793 of March 20, 1984, which states: "BEO [Bureau 
Environmental Officer] concurs in Categorical Exclusion for 
subject project." 
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VII. EVALUATION ARRANGEMENTS 

Two major, external evaluations are planned and will be 
undertaken in collaboration with the Gas. In addition, on-going or 
annual internal evaluations are planned for certain elements of the 
project. 

A. Major External Evaluations 

A major, external formative evaluation is scheduled for late 
FY 1987 or early FY 1988, approximately three years after project 
implementation begins. AID's Inspector General will be requested 
to schedule an audit of the project about six months before the 
formative evaluation. The evaluation will be conducted by a 
REDSO/EA evaluation officer and four other experts, either outside 
consultants or AID employees, over a four-week period. The four 
experts will include an education specialist, a development 
communications specialist, an anthropologist/non-formal education 
specialist and a training specialist. Using the Logical Framework 
from the Project Paper, the evaluation team will evaluate the 
appropriateness and timeliness of the provision of project inputs 
and will assess output achievement. Progress toward reaching 
project objectives and the end-of-project status will also be 
analyzed. If necessary, the evaluation team will recommend 
modifications to project inputs or to the mix of funding for 
project elements that may be required to accomplish the project 
purpose. The team will also evaluate the linkages between project 
elements and the conceptual base of the linkages, making 
recommendations, if necessary, to strengthen or L~vise the 
relationships. 

In addition, an external summative evaluation will be 
undertaken one year prior to the PACD. Since a follow-on project 
is anticipated, the evaluation will serve as the basis for 
determining the need for such a follow-on effort and the 
appropriate types and levels of aS3istance. The evaluation team 
will be composed of an AID/EHR officer and four other experts, 
either AID or outside consultants, in the same disciplines 
mentioned above. It is entimated that the summative evaluation 
will require four weeks to comrlete. 

B. Other Evaluations 

Certain project elements will have on-going or se~arate 

evaluation schedules. For example, after participants return from 
long-term tr~ining the GaS and USAID will assess (1) the utility 
and value of the training, (2) contra~tor responsiveness in 
providing support for trainees, and (~) interest in pacticipating 
in in-country training programs and in orientation of new 
participants. 
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The evaluation schedule for the development communications 
element will include a formative evaluation immediately following 
the departure of the long-term technical advisor. The evaluation 
will be conducted by a development communications expert from, or 
nominated by, the Development Communications Section of AID's 
Bureau of Science and Technology, and will involve participating 
Swazi governmental and non-governmental organizations. This 
evaluation will (a) assess the institutional relationships and 
support for the proposed SBS Center for Rural Broadcasting and 
Information, (b) assess progress toward institutionalizing the 
indigenous capacity to prepare and deliver relevant development 
information to the Swazi population and (c) develop recommendations 
regarding the subsequent use of short-term communications 
consultants during the remainder of the project. Under this 
project element, an on-going, systematic feedback system will also 
assess listener response and program effectiveness. A two-way flow 
of information will allow regular evaluation of the coverage and 
effectiveness of the communications media. 

Because of the special nature of the traditional leaders and 
rural women's associations element of the project, a modified 
formative evaluation is scheduled annually prior to the first major 
external evaluation. The recently-completed survey of traditional 
Swazi leaders provides the base-line data against which annual 
progress can be measured and evaluated. A work plan indicating 
numbers and types of courses to be held annually is included in 
Annex G. The annual evaluations will assess progrp.ss toward 
meeting the work plan objectives and the effectiveness of the 
training. The annual evaluations will be conducted by either the 
USAID/PSC Anthropologist or a qualified consultant in collaboration 
with the USAID HRDO and participating Swazi government entities. 

Prior to the external formative evaluation, the U.S. advisor 
for that element of the project will direct another survey of 
truditional Swazi leaders, using the basic format of the initial 
survey. Results of this survey will be used by the evaluation team 
to evaluate the effectiveness of the program in reorienting the 
attitudes of Swazi traditional leaders toward development and 
recommend future training opportunities. Also, the scope of work 
for the long-term u.S. Advisor will include responsibility for 
continual monitoring and evaluation of the training program in 
collaboration with the inter-ministerial Steering Committee. 

Funds have been budgeted for the two external evaluations and 
for the internal evaluations and analyses. 
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PROJECT DESIGN SW~MARY 

LOGICAL FRAMEWORK 
USAID/SWAZILAND 

Life of Project 
From FY 1984 to FY 1991 
Total U. S. Funding $19.63 million 
Date Prepared April 1984 

GOAL MEASURES OF GOAL ACHIEVEMENT MEANS OF VERIFICATION AS~UMPTIONS 

To assist Swaziland 
to realize the full 
development potential 
of its human resources, 
both in the modern 
sector and on the 
rural homesteads. 

1.	 Swazi institutions such 
as SIMPA, MOAC, UniSwa, 
SIHS, among others, 
should be staffed with 
better qualified 
employees and operating 
at high levels of 
efficiency and 
effectiveness. 

2.	 More and better programs 
planned and managed by 
Swazis with a minimum of 
expatriate assistance. 

1.	 Institutional assessments 
with particular attention 
to qualifications of 
employees and to means of 
program development and 
implementation. 

2. Evaluation of	 quality of 
programs being carried 
out by the various 
institutions. 

3. Observation of level	 of 
expatri"ate assistance 
being used to plan and 
manage given activities. 

Development, in its fullest 
sense, will occur only when 
institutions, in the 
broadest sense, have 
acquired the necessary 
levels of human resources 
to promote the development 
process. 



PURPOSES END OF PROJECT STATUS MEANS OF VERIFICATION	 ASSUMPTIONS
 

To (a) expand the 
capacity of selected 
Swazi s and Swazi 
institutions, both 
public and private, 
independently to plan 
and direct development 
activities a~d (b) 
l:11Courage an increased 
level of informed 
participation by the 
Swazi general popula­
ticil in a variety of 
such activiti es. 

1.	 Selected Swazi institu­
tions will have an 
increased capacity and 
capability to carry out 
training functions 
using primarily Swazi 
personnel. 

2.	 Returned participants 
will be working in the 
fields for which they 
were trained, with 
increased potential for 
promotion, and in 
positions with 
increasing responsi­
bility for institu­
tional, technological 
and policy development. 

3.	 In-country trainees 
will be functioning at 
a higher level of skill 
and efficiency than 
before train;ng. 

4.	 Institutional linkages 
will be contributing 
to the development, 
organizatior.al 
efficiency and opera­
tions of selected 
Swazi training 
institutions. 

1.	 Number of trainees, 
number of courses and 
degree of localization. 

2.	 USAID participant 
follow-up activities; 
reports; observations. 

3. Surveys	 of trainees 
and supervisors. 

4.	 Evaluations. 

The GOS and private sector 
remain commited to human 
resources development and 
to continued improvement 
of institutions. 

The GOS continues to 
desire the informed 
participation of tradi­
tional leaders and the 
Swazi public in development 
activiti es. 

Posts commensurate with 
their training are 
available for returning 
participant trainees. 

The GOS remains committed 
to developing its media 
institutions to serve 
development goals. 

tIl .N



PURPOSES END OF PROJECT STATUS	 MEANS OF EVALUATION ASSUMPTIONS
 

5.	 Traditional leaders and members 
of rural women's associations 
will be more knowledgeable 
about development issues and 
will be playing a positive 
role in the development of 
their areas. 

6.	 Swazi capability will have 
been developed and will be 
operating within various 
public and private institu­
tions to plan, prepare, 
disseminate and evaluate 
development messages through 
various communications media, 
resulting in large numbers 
of Swazis receiving develop­
ment benefits because of 
information received through 
the media. 

7.	 A significant number of new 
technologies will have 
been transferred, and 
operational efficiencies 
will have been brought 
about, by or with the 
assistance of U.S. 
technical personnel. 

5.	 Qualitative and/or 
quantitative studies; 
evaluations; obser­
vations. 

6.	 Evaluations (espec­
ially formative); 
sample surveys. 

7.	 Evaluations. 



OUTPUTS	 MAGNITUDE OF OUTPUTS MEANS OF VERIFICATION ASSUHPTIONS 

l.	 Swazis trained in l. An estimated 130 Swazis l. USAID and GOS participant Swazis successfully 
the U.S. and in complete long-term training records complete traininq and 
African countries. academic training (325 return to Swaziland as 

person-years); an scheduled. 
estimated 64 (averaging 
10 per year) comolete 
short-term, non-degree Traditional 1eaders and 
training. rural women's associ a­

tions wi 11 participate2.	 Swazis trained 2. Approximately 500 2. Training records in	 activities designedin	 in-country Swazis trained in a for them.training total of about 40 in­
programs. country programs/
 

courses (5-6 courses
 Useful developmentper year). information is available 
3.	 At least 150 tradi- 3. Training records for special courses and3.	 Tradi ti ona1 1eaders 

tional 1eaders attend	 for extension throuqh provided manage­
more than one develop-	 communications media. ment training and 
ment-oriented seminar. development 
worksho~, or observa­orientation. 
tion visit within or Swazi institutions are 
outside Swaziland. receptive to linkaqe 

arrangements and to4.	 At least 150 members 4. Training records 4.	 Members of rural other means ofof	 rural women's asso­women's associa-	 strenqthening theciations attend moretions provided	 institutions.than one development­deve1opment ­
oriented seminar or oriented training. 
course. 

5.	 Development infor- 5. (a) 3-4 in-service 5. Radio schedules; 
workshops held per newspapermation messages 
year to train Swazis clippings; evalua­prepared and 
in the preparation	 t i on reports;del ivered tht-ough 

communications	 and delivery of training records
 
messages for radio,
media. 



OUTPUTS	 MAGNITUDE OF OUTPUTS MEANS OF VERIFICATIONS ASSUMPTIONS
 

6.	 Linkages estab­
lished between 
U.S. and Swazi 
training 
institutions. 

newspapers and other 
communications media; 
and (b) 3-5 institu­
tions (GOS and non­
governmenta1) 
strengthened to make 
development information 
available and effective 
and to participate in 
its broad dissemination. 

6.	 About six U.S. 
traininQ institutions 
establish linkages with 
the same or a larger 
number of Swazi 
training institutions 
to provide technical 
support, training and 
other services. 

6, Signed agreements; 
requests for services; 
reports; controller 
records. 

tIl 
U1 



INPUTS IMPLEMENTATION TARGET (Type and Quantity) ASSUMPTIONS 

AID: 

1. Development of an Adminis­
trative/Leadership Cadre 

(a) Long-term academic training abroad 
($10,230,000) 

AID funding and the GOS 
and private sector con­
tributions are provided 
in a timely manner. 

($11,230,000) (b) Short-term non-degree/technical 
training abroad 

($730,000) 

(c) In-country training 
($270,000) 

Qualified Swazis will be 
available for training. 

2. Development Orientation 
for Traditional Leaders 
and Rural Women's Asso­
ciations 

($1,060,000) 

(a) Short-term participant training 
(i n-country) 

($180,000) 

(b) Long-term advisory services 
($520,000) 

(c) Short-term specialist services 
($350,000) 

(d) COlT!1lodities 
($10,000) 

3. Development 
COIIIl1unications 

(a) Long-term participant training 
($380,000) 

($1 ,710,000) (b) Short-term participant training 
($160,000) 

(c) Long-term advisory services 
($160,000) 

(d) Short-term specialist services 
($840,000) 

(e) Commodities &renovations 
($170,000) 



INPUTS	 IMPLEMENTATION TARGET (Type and Quantity) ASSU~lPTIONS 

4.	 Institutional Develop­
ment/Linkages 

($500,000) 

5.	 Technology/Skills
Transfer 

($3,370,000) 

6.	 Evaluation/Analysis 
($190,000) 

7.	 Project Management 
SUDport 

($1,570,000) 

GOS: 

Foreign Exchange 
($940,000) 

Local Currency 
($5,860,000) 

To	 be determined. 

(a) Long-term	 technical services 
($2,590,000) 

(b) Short-term specialist services 
(5780,000) 

GRAND TOTAL: $19,630,000 

To	 be determined. 

(a)	 Contractor field representative 
($1,050,000) 

(b)	 Assistant Project Manager 
($520,000) 

(a)	 Participant trainees' transportation 
($750,000) 

(b)	 COlTlllodities 
($160,000) 

(c)	 Facilities and furnishings 
(530,000) 

(a)	 Participant trainees' salaries 
(53,470,000) 

(b)	 Local staff
 
($490,000)
 

(c)	 Vehicle operation &maintenance 
($280,000) 



INPUTS	 IMPLEMENTATION TARGET (Type and Quantity) ASSUMPTIONS 

(d) Rent,	 facilities and furnishings 
(5680,000) 

(e) In-country	 training support 
(5570,000) 

(f) Imputed value of offices and 
related	 support


(5220,000)
 
(g)	 COlTlTlodities 

(5150,000) 
GRAND TOTAL: $6,800,000
 



ANNEX C. 

5C(1) - COUNTRY CHECKLIST 

Listed below are statutory 
criteria applicable generally to 
FAA funds, and criteria 
applicable to individual fund 
sources: Development Assistance 
and Economic support Fund. 

A.	 GENERAL CRITERIA FOR COUNTRY 
ELIGIBLITY 

1.	 FAA Sec. 481; FY 1984 Continuiw Resolution.
 
Has it been detennined or certified to the
 No such determination has 
Congress by the President that the govern­ been	 made. 
ment of the reedpient country has failed
 
to take adequate measures or steps to
 
prevent narcotic and psychotropic drugs
 
or otheI controlled substances (as listed
 
in the schedules in section 202 of the
 
Ccrnprehensive Drug AbJse arrl Prevention
 
Control Act of 1971) which are cultivated,
 
produced or processed illicitly, in
 
whole or in part, in such country or
 
transported through such country, fran
 
being sold illegally within the jurisdiction
 
of such country to United State Govern­
ment personnel or their dependents or
 
£loan enterirg the United States unlawfully?
 

2.	 FAA Sec. 620 ( c) • If 1 (a) No. 
(b) No.assistance is to a
 

government, is the
 
government l~able 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 remedies
 
and (b) the debt is not
 
denied or contested by
 
such government?
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3.	 FAA Sec. 620(e)(1~. If 
assistance is to a 
government, has it 
(including government 
agencies or sUbdivisions) 
taken any action whi ch . 
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 steps to discharge 
its obligations toward 
such citizens or entities? 

5.	 ISDCA of 1981 Sees. 724, 
727 and 730. For 
specific restrictions on 
assistance to Nicaragua, 
see Sec. 724 of the ISDCA 
of 1981. For specific 
restrictions on 
a~.sistance to El 
Salvador, see Sees. 727 
and 730 of the ISDCA of 
1981. 

6.	 FAA Sec. 620~jl. Has the 
country permltted, or 
failed to take adequate 
measures to prevent, the 
damage or destruction by 
~ob action of u.~~
 

property?
 

No. 

No in all instances. 

Not applicable. 

No. 
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7.	 FAA Sec. 620(1). Has the 
country failed to enter 
into an agreement with 
OPIC? 

B.	 FA~ Sec. 620(0);
Fishermen's protective 
Act of 1967, as amended, 
Sec. 5. (a) Has the 
country seized, or 
imposed any penalty or 
sanction against, any 
U.S. fishing activities 
in international waters? 

(b) If so, has any 
deduction reqUired by the 
Fishermen's protective 
Act been made? 

9.	 FAA Sec. 620(q); FY 1982 
Appropriation Act Sec. 
517. (a) Has the 
government of the 
recipient country been in 
default for more than six 
months on interest or 
principal of any AID loan 
to the country? (b) Bas 
the country been in 
default for more than one 
year on interest or 
principal on any U.S. 
loan under a program for 
which the appropriation 
bill appropriates funds? 

10.	 FAA Sec. 620(S). If 
contemplated assistance 
is development loan or 
from Economic Support
Fund, has the . 
Administrator taken into 
account the amount of 
foreign exchange or other 
resources which the 
country has spent on 
military equipment? 
(Reference may be made to 
the annual "Taking into 

Yes,	 but assistance has not 
been	 denied to Swaziland 
for this reason. 

No such actions have taken 
place. 

(a) No. 
(b) No. 

Assistance is neither a 
development loan nor from the 
Economic Support Fund. 



....-.
 
consideration- memo: 
-Yes, taken into account 
by the Administrator at 
time	 of approval of 
Agency OYB.- This 
approval by the 
Administrator of the 
operational Year Budget 
can be the basis for an 
affirmative answer during 
the fiscal year unless 
significant changes in 
circumstances occur.) 

11.	 FAA Sec. 620(t). Has the 
country severed 
diplomatic relations with 
the united states? If 
so, have they been 
resumed and have new 
bilateral assistance 
agreGments been 
negotiated and entered 
into since such 
resumption? 

12.	 FAA Sec. 620(u). What is 
the payment status of the 
country's U.N. 
obligations? If the 
country is in arrears, 
were such arrearages 
taken into account by the 
AID Administrator in 
determining the current 
AID Operational Year 
Budget? (Reference may 
be made to the Taking 
into Consideration memo.) 

13.	 FAA Sec. 620A; FY 1982 
APpropriation Act Sec. 
520. Bas the country 
iIOed or abetted, by 
granting sanctuary from 
prosecution to, any 
individual or group which 
has committed an act ~f 

international terrorism? 
Bas the country aided or 

No. 

Current as of September 30, 1983. 

None known. 
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abetted, by granting 
sanctuary from 
prosecution to, any 
individual or group which 
has committed a 

14.	 FAA Sec. 666. 
country object, 
basis of race, 
national origin 
to the presence 

war crime? 

Does the 
on the 

religion, 
or sex, 
of any 

officer or employee of 
the u.S. who is present 
in such country to carry 
out economic development 
programs under the FAA? 

15.	 FAA Sec. 669, 670. Has 
the country, after August 
3, 1977, delivered or 
received nuclear 
enrichment or 
reprocessing equipment, 
materials, or technology, 
without specified 
arrangements or 
safeguards? Has it 
transferred a nuclear 
explosive device to a 
non-nuclear weapon state, 
or if such a state, 
either received or 
detonated a nuclear 
explosive device, after 
August 3, 19771 (FAA 
Sec. 620E permits a 
special waiver of Sec. 
669 for pakistan.) 

16.	 ISDCA of 1981 Sec. 720. 
Was the country 
represented at the 
Meeting of Ministers of 
Foreign Affairs and Heads 
of Delegations of the 
Non-Aligned Countries to 
the 36th General Session 
of the General Assembly 
of the U.N. of sept. 25 
and 28, 1981, and failed 

None known. 

No. 

No. 

No. 

Yes, Swaziland was represented 
at the subject meeting. It 
subsequently entered written
reservations on th\1 r.on111unique. 
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to disassociate itself 
from	 the communique 
issued? If so, has the 
president taken it into 
account? (Reference may
be made t~ the Taking . 
into	 Consideration memo.) 

17.	 ISDCA of 1981 Sec. 721.
 
See special require~cnts Not applicable.
 
for assistance to Baiti.
 

lei.	 FY 1984 Continuiro Re.... Cllution. 
No.Has the recipient ~ country been
 

detennined by the President to
 
have ergaged in a oonsistent
 
pa.ttern of oppositiOTl to the
 
foreign policy of the United States?
 

B.	 FUNDING SOURCE CRITERI~ FOR 
COUNTRY ELIGIBILITY 

1.	 Development Assistance
 
Country Criteria.
 

a. FAA Sec. 116. Has the No such determination has been 
Department of State made. 
determined that this 
government has engaged in 
a consistent pattern of 
gross violations of . 
internationally 
recognized human rights? 
If so, can it be 
demonstrated that 
contemplated assistance 
will directly benefit the 
needy? 

2. Economic Support Fund	 Swaziland is not an ESF­
Country criteria -	 desi~nated country. 

a. FAA Sec. 502B. Has 
it been determined that Not applicable.
the country has engaged 
in.a consistent pattern 
of gross violations of 
internationally 
recognized human rights?
Xf so,·'has the country 
.aGe such significant 
t.provements in its human 
rights record that 
fur.nishinq such 
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b. ISDCA of 1981, Sec. 
725(b). If ESF is to be 
furnished to Argentina, 
has the president 
certified that (1) the 
Govt. of Argentina has 
made significant progress 
in human rights; and (2) 
that the provision of 
such assistance is in the 
national interests of the 
u.S.? 

c. ISDCA of 1981, Sec. 
726~b). If ESF 
ass~stance is to be 
furnished to Chile, has 
the President certified 
that (1) the Govt. of 
Chile has made 
significant progress in 
human rights; (2) it is 
in the national interest 
of the U.S.; and (3) the 
Govt. of Chile is not 
aiding international' 
terrorism and has taken 
steps to bring to justice 
those indicted in 
connection with the 
murder of Orlando 
Letelier? 

Not applicable. 

Not applicable. 



5C(2) PROJECT CHECKLIST 

Listed below are statutory 
criteria applicable to projects. 
This section is divided into two 
parts. part A. includes criteria 
applicable to all projects. Part 
B. applies to projects funded 
from specific sources 'only: B.l. 
applies to all projects funded 
with Development Assistance 
Punds, B.2. applies to projects 
funded with Development 
Assi$tance loans, and B.3. 
applies to projects funded from 
ESF. 

CROSS REFERENCES: IS COUNTRY 
CHECKLIST UP 
TO DATE? HAS 
STANDARD ITEM 
CHECKLIST BEEN 
REVIEWED FOR 
THIS PROJECT? 

A.	 GENERAL CRITERIA FOR PROJECT 

1.	 FY 1982 Appropriation Act 
Sec. 523; FAA Sec. 634AI 
Sec. 653(b). ­

(a) Describe how 
authorizing and appro­
priations committees of 
Senate and House have 
been or will be notified 
concerning the project; 
(b) is a~sistance within 
(Operational Year BUdget) 
country or international 
~rganization allocation 
reported to Congress (or 
not more than $1 million 
over that amount)? 

2.	 FAA Sec. 611 (a) (1) • pr ior 
to obligation in excess 
of $100,00, will there be 

Yes,	 attached. 

Yes.	 attached. 

(a) The project was' included 
in a Planned Program Summary
Sheet in the' FY 1984 Con­
gressional Presentation. An 
Advice of Program Change will be 
sent to the Congress prior to 
the obligation of FY 1984 funds. 

(b) Yes. 
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(a) engineering, finan­
cial or other plans 
necessary to carry out 
the assistance and (b) a 
reasonably firm estimate 
of the cost to the u.s. 
of the assistance? 

3 •	 FAA Sec. 611 ( a ) (2 ) . If 
further legislatlve 
action is required within 
reciplent country, what 
is basis for reasonable 
expectation that such 
action will be completed 
in time to permit orderly 
accomplishment of purpose 
of the assistance? 

4.	 FAA Sec. 6ll(b); PY 1982 
Appropriation Act Sec. 
501. If for water or 
water-related land 
resource construction, 
has project met tne~ 
standards and criteria as 
set forth in the 
principles and standards 
for Planning Water and 
Related Land Resources, 
dated O~tober 25, 1973? 
(See AID Handbook 3 for 
new gUidelines.) 

5.	 FAA Sec. 6l1(e~. If 
project is capltal 
assistance (e.g., 
construction), and all 
u.S. assistance for it 
will exceed $1 million, 
has Mission Director 
certified and Regional 
Assistant Administrator 
taken into consideration 
the country's capability 
effectively to maintain 
and utilize the project? 

(a) Yes. 

(b) Yes. 

. No specific legislat~ve 
action is requ1red. 

Not applicable. 

The project is not for capital
assistance. 
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6.	 FAA Sec. 209. Is project 
susceptible to execution 
as part of regional or 
multilateral project? If 
so, why is project not ~o 

executed? Information 
and conclusion whether 
assistance will encourage
regional development 
programs. 

7.	 FAA Sec. 60l(ak.
Information an 
conclusions whether 
project will encourage 
efforts of the country 
to: (a) increase the 
flow of international 
trade; (b) foster private
initiative and 
competition; and (c) 
encourage development and 
use of cooperatives, and' 
credit unions, and 
savings and loan 
associa tions; (d) 
discourage monopolistic 
practices; (e) improve 
technical efficiency of 
industry, agriculture and 
commerce; and (f) 
strengthen free labor 
unions. 

B.	 FAA Sec. 60], (b) • 
Information and 
conclusions 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). 

No.
 

The purposes' of th~ project 
are (a) to 'expand the capacity 
of selpcted Swazis and Swazi 
institutions - both public and 
privat~ - independently to plan 
and direct development activi­
~ies and (b) to encourage an 
lncrEased level of informed 
participation by the qeneral 
Swazi population in a variety 
of such activities. It can be 
expected. therefore. that the
project may encouraqe Swazis 
and Swazi institutions in all 
of the listed efforts. 

The project will finance 
participant training in U.S. 
universities, U.S. lonq- and 
short-term technical services 
and some U.S.-manufactured 
commodities. 
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9.	 FAA Sec. 612(b), 636(h); 
FY 1982 Appropriation 
Act Sec. 507. Describe 
steps taken to assure 
that, to the maximum 
extent possible, the 
country is contributing 
local currencies to meet 
the cost of contractual 
and other services, and 
foreign currencies owned 
by t:Je u.s. are utilized 
in lieu of dollars. 

10.	 FAA Sec. 612(d). Does 
the U.S. own excess 
foreign currency of the 
country and, if so, what 
arrangements have been 
made for its release? 

11.	 FAA Sec. 60l(e). Will 
the ~roject utilize 
competitive selection 
procedures for the' 
awarding of contracts, 
except where applicable 
procurement rules allow 
otherwise?' 

12.	 FY 1982 Appropriation Act 
Sec. 521. I f assistance 
is for the production of 
any commudity for export, 
is the commodity likely 
to be in surplus on world 
markets at the time the 
resulting productive 
capacity becomes 
operative, and is such 
assistance likely to 
cause substantial injury 
to U.S. producers of the 
sam~, similar or 
com eting commodity? 

13.	 FAA 118(0) and (d).
DOes the project comply 
with the environmental 
procedures set forth in 
AID Regulation 167 Doe. 

Swaziland will contribute an 
estimated 26% of the total 
cost of the proje~t, of which 
an estimated 86% will represent 
local costs and in-kind support. 
The U.S. does not own excess 
Swazi currency. 

No excess Swazi currency is 
owned by the U.S. 

Yes. 

Not applicable. 

Yes. 

~)
 
I 
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the	 project or program 
take	 into consideration 
the	 problem of the des­
truction of tropical 
forests? 

14.	 FAA 12l(d). If a Sahel 
project, has a determina­
tion been made that the 
host government has an 
adequate system for 
accounting for and 
controlling receipt and 
expenditure of project 
funds (dollars or local 
currency generated 
therefrom)? 

B..	 FUNDING CRITERIA FOR PROJECT 

1.	 Development Assistance 
project criteria 

a. FAA Sec. 102(0), Ill, 
113, 28l(a). Extent to 
which activity will (a) 
effectively involve the 
poor in development, by 
extending access to 
economy at local level, 
increasing labor-inten­
sive production and the 
use of appropriate 
technology, spreading 
investment out from 
cities to small towns and 
rural areas, and insuring 
wi~e participation of the 
poor in the benefits of 
development on a sus­
tained basis, using the 
appropriate U.S. insti ­
tutions; (b) help develop 
~ooperatives, especially 
by technical assistance, 
to assist rural and urban 
poor to help themselves 
toward better life, and 

Not applicable. 

Not applicable. 

(a), (b), (c) and (d): 
The ultim~te beneficiaries 
of this project are the Swazis 
of all income .levels in the 
rural arp.as. Special efforts 
will be directed to.strenqtheninq
development communications 
through the mass media. The 
traininq of Swazi traditional 
leaders and members of rural 
women's associations will enable 
them to participate more 
effectively in the benefits of
development on a sustained 
basis. Rural Swazis will also 
benefit from enlightened leader­
ship and sound policy develor­
ment emanating from the Swazis 
and Swazi institutions strenq­
thene~ through the project. 
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otherwise encourage 
democratic private and 
local governmental 
institutions; (c) support 
the self-help efforts of 
developing coun tr ies; (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, 103A, 
104, 105, 106. Does the 
project fit the criteria 
for the type of funds 
(functional account) 
being used? 

c . FAA Sec. I a7 • Is 
emphasis on use of-appro­
priate technology 
(relatively smaller, 
cost-saving, labor-using 
technologies that are 
generally most appro­
priate for the small 
farms, small businesses, 
and small incomes of the 
poor)? 

d. FAA Sec. IlO(a~. Will 
the recipient country 
provide at least 25% of 
the costs of the program, 
project, or activitiy 
with respect to which the 
assistance is to be 
furnished (or is the 
latter cost-sharing 
requirement being waived 
for a -relatively least 
developed- country)? 

(e) Not applicable. 

The project meets the criteria 
of FAA Section 105. 

The development communications 
element of the project will focus 
on the use of radio, a cost­
saving, appropriate technoloqy 
for small farms, small busi­
riesses and small incomes of the 
poor. 

Yes, the contribution of 
Swaziland is estimated at 26% 
of the total cost of the 
project. 
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e. FAA Sec. 110(b).
Will grant capital 
assistance be disbursed 
for project over more . 
than 3 years? If so, has 
justification satis­
factory to Congress been 
made, and efforts for 
other financing, or is 
the recipient country 
wrelatively least 
developed W? (M.O. 1232.1 
defined a capital project 
as Wthe construction, 
expansion, equipping or 
alteration of a physical 
facility or facilities 
financed by AID dollar 
assistance of not less 
than $100,000, including
related advisory, 
managerial and training 
services, and not under­
taken as part of a--­
project of a predom­
inantly technical 
assistance character. 

f. FAA Sec. l22(b). Does 
the activity give 
reasonable promise of 
contributing to the 
development of economic 
resources, or to the 
incrense of productive 
capacities and self-sus­
taining economic growth? 

g. FAA Sec. 28l(b). 
Describe extent to whicb 
program recognizes the 
particular needs, 
desires, and capacities 
of the people of the 
country; utilizes the 
country's intellectual 
resources to encourage 

No. This is not a cpaital
assistance project. 

Not applicable. 

Yes. The project will assist 
Swaziland in realizinq the 
full development potential of 
its huma .. resources and insti­
tutions which, in turn, promises
to strengthen Swaziland's
economic and productive base. 

Swaziland's prima~y con5traint 
to development ;s the lack 
of skilled manpower which this 
project will directly address 
through thp. provision of parti­
cipant training and technical 
services. The project will 
support informed participation 
by Swazis and Swazi institutions 
in the development process. 
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institutional development; 
and	 supports civil 
education and training in 
skills required for 
effective participation in 
governmental processes 
esential to self-government. 

2.	 Development Assistance Project 
f!!!~ria (Loans Only) 

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.B. 
enterprises, is there an 
agreement by the recipient 
country to preven~'i~port 
to the U.S. of more than 
20\ of the enterprise's 
annual production during 
the life of the loan? 

c.	 ISDCA of 1981, Sec. 724 
(c) and (d). If for 
Nicaragua, does the loan 
agreement require that the 
funds be used to the 
maximum extent possible for 
the, private sector? Does 
the project provide for 
monitoring under FAA Sec. 
624(g)7 

3.	 Economic.S~pport Fund 
project criteria 

a.	 FAA Sec. 531 a. Will 
t 18 ass1stance promote 
economic or political 

Not applicable. This is not 
a loan-financed project. 

Not applicable. 

Not applicable. 

The project is not financed under 
the Economic Support Fund. 

Not applicable. 
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stability? To the extent 
possible, does it reflect 
the policy directions of 
FAA Section 1021 

b.	 FAA Sec. 531(c). Will 
assistance under this 
chapter be used for 
military, or paramilitary
activities? 

c.	 FAA Sec. 534. Will ESF 
funds be used to finance 
the construction of the 
operacion or maintp.nance 
of, or the supplying of 
fuel for, a nuclear 
facility? If so, has the 
President certified that 
such use of funds is 
indispensable to 
nonproliferatio~ 

objectives? 

d.	 FAA Sec. 609. If.-- ­
commodities are to be 
granted so that sale 
proceeds will accrue to 
the recipient country, 
have special Account 
(counterpart) 
arrangements been made? 

Not applicable. 

Not applicable. 

Not applicable. 



SC(3) - STANDARD ITEM CHECK•. .J:ST 

Listed below are the statutory
items which normally will be 
covered routinely in those 
provisions of an assistance 
agreement dealing with its 
implementation, or covered in the 
agreement by imposing limits on 
certain uses of funds. 

These items are arranged under 
the general headings of (A) 
procurement, (B) construction, 
and (C) other Restrictions. 

A.	 Procurement 

1.	 FAA Sec. 602. Are thp.re 
arrangements to perm~, 

U.S. small business to 
participate equitably'in 
the furnishing of 
commodities and services 
financed? 

2.	 FAA Sec. 604(a). Wj~l al~ 

procurement be from the 
U.S. except as otherwise 
determined by the 
president or under 
delegation from him? 

3. FAA Sec. 604(d). If the 
cooperatlng country 
discriminates against
marine insurance 
companies authorized to 
do business in the U.S., 
will commodities be 
insured in the United 
States against marine 
ri~k with such a company? 

4.	 FAA Sec. 604(e); ISDCA of 
1980 Sec. 705(a). If 
offshore procurement of 
agricultural commodity or 
product ~s to be 

Yes. 

Yes. 

Swaziland does not discriminate 
against U.S. marine in~urance 
companies. 

Not applicable. 
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financed, is there 
provision against such 
procurement when the 
domestic price of such 
commodity is less thAn 
parity? (Exception whe~e 

commodity financed could 
not	 reasonably be 
procured in U.S.) 

5.	 FAA Sec. 604~ Will 
construct.ion or 
engineering services be 
procured from firms of 
countries otherwise 
eligible under Code 941, 
but which have attained a 
competitive capability in 
international markets in 
one or these ereas? 

6.	 FAA Sec. 603. Is the 
shipping excluded from 
compliance with 
requirement in section 
901(b) of the Merchant 
Marine Act of 1936, as 
amended, that at least 50 
per centum of the gross 
tonnage of commojities 
(computed separately for 
dry bulk carriers, dry 
cargo liners, and 
tankers) financed shall 
be transported on 
privately owned u.S. flag 
commercial vessels to the 
extent that such vessels 
are available at fair and 
reasonable rates? 

7.	 FAA Sec. 621. If 
technical assistance is 
financed, will such 
assistance be furnished 
by private enterprise on 
a contract basis to the 
fullest extent 
practicable? If the 
facilities of other 

Not applicable. 

The project will comply with 
this section. 

Yes. 



-3-

Federal agencies will De 
utilized, are they 
particularly suitable, 
not competitive with 
private enterprise, and 
made available without 
undue interference with 
domestic programs? 

IL	 International Air 
Transport. Fair 
competitive practices 
Act, 1974. If air 
transportation of persons 
or property is financed 
on grant basis, will u.s. 
carriers be used to the 
extent such service is 
available'? 

9.	 FY 1982 Appropriation Act 
Sec. 504. If the u.s. 
Government is a party. to 
a contract for 
procurement, does the 
contract contain _ 
provision authorizing
termination of such 
contract for the 
convenience of the United 
states? 

B.	 construction 

1.	 FAA Sec. 60l(d). If 
capital (e.g., 
construction) project, 
will o.s. engineering and 
professional services to 
be used? 

2.	 FkA Sec. 611 (c) • If 
contracts for 
construction are to be 
financed, will they be 
let on a competitive 
basis to maximum extent 
practicable? 

Yes. 

Yes. 

Any direct AID contract under 
the project will contain such 
a provision. 

This	 is not a capital assistance
projec.t. 

Not applicable. No construction 
will be financed under the 
project. 
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3.	 FAA Sec. 620(k). If for 
construction of 
productive enterprise, 
will agggregate value of 
assistance t~ be 
furnished by the u.s. not 
exceed $100 million 
(except for productive 
enterprises in Egypt that 
were described in the CP)? 

c.	 other Restrictions 

1 •	 FAA 5 ec. 12 2 ( b) • If 
development loan, is 
interest rate at least 2% 
per annum during grace 
period and at least 3% 
per annum thereafter? 

2.	 FAA SEc. 301(d). If fund 
is established solely by 
u.s. contributions and 
administed by an 
i ntet'na tioal 
organization, does 
comptroller General have 
audit rights? 

3.	 FAA Sec. 620(h). Do 
arrangements exist to 
insure that United states 
foreign aid is not used 
in a manner which, 
contrary to the best 
interests of the united 
states, promotes or 
assists the foreign aid 
projects or activities of 
the Communist-bloc 
countries? 

4.	 will arrangements preclude 
use of financing: 

a. FAA Sec. 104ff); FY 
1982 APpropriation Act 
Sec. 525: (1) To pay for 
performance of abortions 
as a method of family 

Not applicable. No construction 
will be financed under the 
project. 

This	 is not a loan-financed 
project. 

Not applicable. 

~ 

(1) Yes. 
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planning or to motivate 
or coerce persons to 
practice abortions; (2) 
to pay for performance of 
involuntary sterilization 
as method of family 
planning, or to coerce o~ 

provide financial 
incentive to any person 
to· undergo sterilization; 
(3) to pay for any 
biomedical research which 
relates, in whole or 
part, to methods or the 
performance of abortions 
or involuntary 
sterilizations as a means 
of family planning; (4) 
to lobby for abortion? 

b. FAA Sec. 620(g). To 
compensate owners for 
expropriated nationalized 
property? 

c. FAA Sec. 660. -·To 
provide training or 
advice or provide any 
financial support for 
police, prisons, or other 
law enforcement forces, 
except for narcotics 
programs? 

d. FAA Sec. 662. For 
CIA activities? 

e. FAA Sec. 636(i). For 
purchase, sale, long-term 
lease, exchange or 
guaranty of the sale of 
mQtor vehicles 
manufactured outside 
U.S., unless a waiver is 
obtained? 

f. FY 1982 Appropriation 
Act, Sec. 503. TO pay 
pensions, annuities, 
retirement pay, or 

(2) Yes. 

(3) Yes. 

(4) Yes. 

Yes. 

Yes. 

Yes. 

Yes. 

Yes. 

/
 
\~~
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adjusted service 
compensation for military 
personnel? 

9. FY 1982 APpropriation
Act, Sec. 505. To pay. 
U.N. assessments, 
arrearages or dues? 

h. FY 1982 Appropriation
Act, Sec. 506. To carry 
out provisions of FAA 
section 209(d) (Transfer 
of FAA funds to 
multilateral 
organizations for 
lending)? 

i. FY 1982 APpropriation
Act, Sec. 510. To 
finance the export of 
nuclear equipme~t, fuel, 
or technology or. to train 
foreign nationals in 
nuclear fields? 

j. FY 1982 Appropriation 
Act, Sec. 511. Will 
aSslstance be provided 
for the purpose of aiding
the efforts of the 
government of such 
country to repress the 
legitimate rights of the 
population of such 
country contrary to the 
Universal Declaration of 
Human Rights? 

k. FY 1982 Appropriation 
Acta Sec. 515. To be 
use for publj.ci ty or 
propaganda purposes 
within u.s. not 
authorized by Congress? 

Yes. 

Yes. 

'Yes. 

No. 

Yes. 



SWAZILAND GOVERNMENT 

REF:ECO/15/2/16/ 

The Di rector, 
USAID/Swazi land, 
P. O. Box 750, 
MBA BAN E. 

Dear Sir, 

SWAZILAND MANPOWER 

Dept. of Economic Planning and 
Stat i sti cs, 
P. O. Box 602, 
MBABANE. 

21 st June, 1984 

DEVELOPMENT PROJECT PROPOSAL 
645 - 0218 

I refer to recent discussions between representatives of the 
Government of the Kingdom of Swaziland and the U.S.A.I.D. staff regarding 
the subject project as described in a draft project paper and your letter 
of April 18th, 1984. During the recent discussions amendments to the 
draft paper were made. 

The Government of tile Kingdom of Swaziland requests assis­
tance of the Government of the United States of America to more fully
realise the development potential of its human resources both in the 
modern sector and in the rural homesteads. TIle requested assistance 
consists of five inter-related elements: (1) Development of an admini­
strative Leadership Cadre (2) Development Orientation for Traditional 
Leaders and Women's Associations (3) Strengthening an institutional 
base for Development Communications (4) Establishing linkages by Swazi 
Training Institutions with U.S. institutions to strengthen academic and 
administrative leadership in the Swazi Institutions and (5) Technology/
Skills transfer. The proposed seven year project would fund participant
training services, technical assistance and commodities in support of 
these elements. 

The requested A. I.D. contribution is usg 19,630,000. The 
contribution of the Government of Swaziland and of the Swazi private 
sector would not be less than the Emalangeni equivalent of USg 6,800,000. 

we trust that this request will meet with U.S.A.I.D.'s 
favourable consideration. 

for: 

2/ .
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DEVELOPMENT COMMUNICATIONS: ILLUSTRATIVE PARTICIPANT TRAINING SCHEDUL~ 

Field of study Degree Timeframe Study-Mos 

Development Communications/ 

Rural Broadcasting M.A. Aug 1985-Jul 1987 24 

Educational Broadcasting M.A. Aug 1985-Jul 1987 24 

Educational Technology M.A. Aug 1986-Jul 1988 24 

Mass Communications B.A. Aug 1987-Jul 1991 48 

Rural Broadcasting/Journalism B.A. Aug 1988-Jul 1990 24 

Short-term in rural communications, instructional design, audio-visual 
lIbrary management, agricultural broadcasting, audio-visual methods, etc. 

2 persons x 2 months each Jun 1985-Aug 1985 4 

" " Jun 1986-Aug 1986 4 

" " Jun 1987-Aug 1987 4 

" " Jun 1988-Auq 1988 4 

" " Jun 1989-Aug 1989 4 

" " Jun 1990-Aug 1990 4 

Total 168 



ANNEX F.l 
DETAILED OBLIGATION SCHEDULE: (FY84 - FY89)
 

($000)
 

fy84 fy85 fy86 fy87 fySB fy89 TOTAl. 
PARTICIPANT TRAIlING 
Lon!l Tin 

Gl/lltr~1 I,C65 985 1,935 2,530 1,895 1,390 9,800 
D.v. eo..unic~tion5 85 60 120 115 180 

Short Te... 
6In1!r~1 100 130 14G 150 160 50 730 

In-£DuAtry Trg. 40 50 bO 50 40 240 
Tr~dition~l LeidEfs 30 30 40 40 40 180 
D,v. CoIIuAic~tion, 20 20 30 30 30 30 160 

Ttsting/Follo--on 10 10 20 20 20 40 120 
-------SYb-Tot~I------- SI,280 $1,215 S2,265 S2,9~ 12,310 SI,59O SII,610 

TECHIIICAl S£RVIC(S 
Long Te,.. 

IlPElers 600 300 300 620 1,820 
Advisors 320 36U 680 

Tr~ditlon~l L.iders 300 50 110 520 
Dn. CoManiutioos lbO 160 
CoatriCt Field Rep. 300 no 350 9tlO 
Asst. PrO}. "~~gEf 120 180 220 520 

Short TIr. 
Glflwill 150 lilO 110 180 120 780 

Tridition~1 L.~der, 90 130 130 350 
lin. eo..iutions 100 180 220 200 140 840 

Instit. LiAhg~ 250 125 125 500 
h~lu~tion 20 50 20 20 80 190 

-------sMb-Tot~I------- 1720 11,740 $1,625 SI,325 SI,590 S340 17,340 

CIIIlODITIES 
Pilrtic. Support 60 80 90 90 310 
In-fantry Trg. 5 10 10 5 30 

rridition~1 LI~dlr5 10 10 
Dtv. ColI. ca.lOdities 70 10 15 15 10 120 
DIY. ColI. rmoy~tiOlls 30 20 50 

Vehicle Co5t/~int. 20 10 10 10 20 70 
OPEI/ldvis. Sapport 30 20 30 10 90 

-------5ub-Tot~I------- 10 Sl65 $130 $145 $120 $120 "SO 

==---=--===--===--===========::.=--==========--========== 
GRAMll TOTAt. 12,000 13,120 $4,020 l4,420 ..,020 '2,050 119,630 



4500.00 

0 4000.00B 
L 
I 3500.00G 
A 
T 3000.00 
I 
0 2500.00N 
S 

2000.00I 
N 

1500.00 
U 
S 1000.00fa 
0 
0 500.000 

0.00 

F.1-2 

SWAMDP OBLIGATIONS SC~EDULE 

mnm: Trilining ~ : Tethnital Asst. ~: COllodities 

fy84 fyBS fy88 fy89fy86 fy87 

FISCAL YEAR 



ANNEX F.1-3 

PROJECT RELATED 
COSTS TO 

THE GOVER~NT OF SWAZILAND 
al1d 

SWAZILAND PRIVATE SECTOR
 
in thou.and. of U.S. doll .....
 

fy15 fy86 fyl7 fy88 fy89 fy90 fy91 TOTM. 

F.I&I EIDMiE,ri. Tra... Tr....tdi. 50 80 90 140 150 w; 130 t750 
e:-mtift 30 30 30 30 30 10 1160 

FiCiI itiIlJF.,.i..i.,. 10 10 10 t30 

l.ICM. ctIEEY 
,.-t. TniMft SU.in bO :i3O 510 630 700 no 200 lJ,470 

UCiI! Stiff 40 90 100 110 JlO 40 M90 
'-kicl. &l5t/lai.t. 10 30 30 80 40 20 I.

R..t/FlCiliti.-JF.,. 100 110 120 130 140 80 l6IO 
1.-tt.try Tra.i......t 90 100 110 no 140 1570 

I.... Vd. IfficK 20 50 50 40 40 20 mo 
e-mtiK 20 30 30 30 20 20 .150 

Tati! I.d nrrBCJ 320 930 1,010 1,130 1,110 1,090 200 ",860
Totd fani.. n~ 90 110 130 110 190 120 130 .940 

:a==:= •• -====::a:::sa:::c::o=a:: ....~ 

... TOTM. MIO 11,040 '1,140 11,300 '1,310 '1,210 1330 16,100 

3/30/84 

\~
 



ANNEX F.1-4
 
BUDGETARV ASSUMPTIONS
 

1. Thiil budgiitt build& on the timQ ph.&ing of Tiilchnical A&aili't.n't& 
.rriving in Swaziltillnd and thllt training achedul •• aa contained in 
Annex N.2. Whiilre the timiil ph~Bing show. a p.rson ap~dinQ one 
half y.ar in Swaziland then the budget ia fiHed .t one half the 
yiilarly r.t:e; aimila.-l.,. wh5tn only one quarter of t:he y.ar i. apwnt: 
in long tvrm training, then oniil qu.rter of the y.arly rat. ia 
used. 

2. All figure6 h.ve bevn adjust:vd for infl.tion. Thv a&&u~tion 

is t:hat t:hv U.S. inflation will be 6% p&r y&ar. Following 
instructions from AID/Wa.hin~lt:on we hoilVIit uli.d an infltilltion of llXo 
on .11 co.t of training in t:he U.S.. The inflation rate in 
Swaziland Wiil. estimataod u.ing the USAID/S and GOS foreca.ting 
model. Th~ rate aver.nes 9.81. pQr year. Thlit expiilnditurlit figure. 
in this section are in fi~cal 1984 doll.rs/iilmalangeni. 

3. All expendi tures WE're rounded to the nearast $10,000. 

4. All local co.t. weriil converted into U.S. dollar. wt thlit 
curriilnt exchange rate of $1.00=El.20. 

USAID ASSUMPTIONS 

1. Long Term tr~ining in the U.S. cost. in 1984 US$20,400 per 
yvar; long t:erm ~-aining in African countrivs co.t:& US$12,OOO. 

a: 25 pvoplv de~art for long term 'training in the U.S. 
each year from Sept. 1985 to 5&pt 89. Their avvrag& stay 
i. 2.5 year•• 100 people will blit trainvd in the U.S. and 
25 in ot:her Afric~n countrivs. 

b: Thvre are an additionwl 12 year. of long term training 
in th& U.S. in D&velopm~nt: ~ommunicat:jon•• 

c: $165,000 is provided in FY 1985 and $495,000 in FY 
1986 for the re~idual cost. of long-ter~ part:icipant 
training init:iated under the SAHDP project. 

2. Short: Term trtillining in thw U.S.•verage. $9,000 per two month 
cour.& • 

• : Two pvopllit go to t:h& U.S. for .hort cour.e.. in 1985, 
and tvn pvr year from FY 1986 t:o FY 1990. 

b: Two piilople per y&ar go for two months to the U.S. in 
Development CommunicationlD. 

3w In country training 

a: On avvrage there are six in country tL-aining 5Olit505Oion5O 
per year costing $6,000 each. 

b: Therlit are 30 Ii~••ion& with twenty traditional le.dgr. 
(or womlitn) each yntar. Th.sg 5OIit5O.i on Ii wi 11 b& 
approxi~ately onlit to t:wo days and cost E6 per perlion. 
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c: There will be 10 ••aaiona with forty traditional 
h.adera (or wa.lltfl) each y..ar. Th.... _.sions Nill last 
approximately one ....ek and coat E~O per participant. An 
additionoal E300 is hudg.ted for on. bu. per y.ar for th._ 
people to vi.it ~ d.v.lopaent proj.ct in s...aziland. An 
cdditional E2,000 i. budg.t.d for on. bu. trip .ach y.ar 
to oa n..ar-by country to observe d.v.lopaent project. 
ther•• The budget also includ... thirty individual round­
trip tickets to Mal aNi (or Za~ia or Zi~ab.... ) for the 
saine purpo_. 

3. Testing and Follow-on 

.12,000 is budgeted to cov..r the co.t. of t ••ting 
candidat... , .nd aa.e limit.d follON-on activiti••, there 
are no t ••ting expenditur•• in FY 1991, but there ar. 
follow-on .ctiviti••• 

4. Long Twrm TQchnicoal A••istance 

.a~ At any one ti~ th.re will be up to 3 Operational 
Expert Technicioans in country filling line position•• 
Their co.t avlitr ....e ...108,000 in FV 1984. 

b: Th. budg.t include. funding for four y.ar. of advisory 
assistance to the D.p.rt••nt of Eatablish-.nt. and 
Training. The coat of thi. i ••150,000 per y••r. 

c: Therlit is orlli/ year of long t.,.... advi aory .upport gi ven 
to Dev.lop..nt Co-.unic.tions at a y.arly co.t of 
.150,000. 

d: Two people oar. hir.d for thr.. y••r. to help Nith 
traditional l.adera. The U.S. adviaor ia budg.t.d at 
.150,000 per ylitar andth. Bwazi a.aistant at .9~OOO per 
ye;ar. 

e: The Controact Field Reprea&nt.tive will be for 5.5 y••r. 
at .150,000 per ye,ar. Thi. p.-.on wi 11 run t.h. in-country 
pro...r •••, and ;as.ist in i.proving the prograM .t the s....zi 
~id-lev.l man~geri.l tr.ining inatitution•• 

f: A P..raon.l Service. Contr.ctor will be hired to b. 
Assiatance Project Manager ;and ;a••iat USAID in .anaQing 
the project. Thi. p.raon ia bud...~.d for S.S y.ar. at 
~80,OOO per year. 

5. Short TerM Technical A.aiatanc. coat .10,000 per aonth. 

a: Th&re ;ar.. 63 .onth. of short terM technical as.iatanc. 
provided for general use in fo.tering the goal. of the 
project. 

b: Thirty .coths of short terM t.chnical a.aistanc. i. 
provided to support the Tr.ditional Le.dera ca.ponent. 

c: The paraen providing the long terM t.chnical as.ist.nc. 
in dev.lop...nt coaaunic;ations Nill return for one half 
year in FY 1986-1988; for quarter ti.. froa FY 1989-1991. 
An .dditional forty-tNO .onth. of short terM technic.l 
a ••i at.nciQ i iii provi dltd to support thi. ca.pon.,t. 



d: Six Jinkag•• Mith ~ican institution. ar. includ~ in 
the budg.t at a y.~rly co.t of $70,000. Thi. ~.y can b. 
us.d to financ. assi.tanc. through a vi.it t~ the U.S. 
institution, a visit from the U.S. institution, r ...arch, 
or .e.e comparable it•••• 

6. Cam.oditi•• 

a: ~~pport for the p.opl •. r.turning fra. training in the 
U.S. ia provid~ at .2,000 p.r return... Thi. can b. u••d 
to purcha•• books, suppli••, .quip..nt Mhich Mill b. 
n~8d to facilitat. their us. of the knowl.dg. gain8d in 
the U.S•• 

b: $500 i. provid.d in c~ity .upport for .ach of the 
6 in-country training prDQra•• each y.ar. 

c: A. indicat~ in Ann.x M fund. ar. provid~ to r8novat. 
and support DevGlop.ent Cc.Munications. The.. wer. 
individual costed, and the only adju.t..nt. Mer••ad. to 
r.fl.ct inflation. 

d: .4,000 ia budg.t.d each y.ar for support to .ach OPEX 
and DET advisor. An additional $15,000 i. budg.t~ in 
fiscal y.ar 1985 to purchasQ en~ micro-ca.put.r for on. of 
the OPEX/DET advisors. 

e: A vehicle (EI5,OOO) will be purcha.ed for the Contract 
Fi.ld R.presentative. Th. contract ~ill pay for fuel and 
maintenance (E6,OOO p.r year). 
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GOVERNMENT OF SWAZILAND AND SWAZI PRIVATE SECTOR COSTS 

1. Long ~nd Short terM training out of country 

a: Th. GOS/Privat. firm will pay full .alary for the fir.t 
ye~r of training, ~nd one h~lf .alary for the .econd year. 
For thoa. people undergoing ahort term training, their 
a~l.ry will be m~intain.d in full during the training 
period. The average coat to the GOB of the aalary i. 
E9,7oo. 

b: The GOS/private firm will pay the airfaru to the 
ahort/long term training loc.t1on. Thia i. $1,400 one 
way. 

2. Support Staff 

a: Each aPEX technici~n will have a counterpart ~t a co.t 
of E9,700, and each long-term peraon in country will 
receive technic~l/••cr.tarial/other .upport costing E5,OOO 
per year. 

3. Training Support 

~: total 60s coat to support the in-country training 
progra.~ ia E72,OOO per year. 

4. Other 

a: GOS cQftll'Odity &Upport ""ill be E10,OOO per long tar. 
technic~l aasi.tant, half of which i. foreign .xchang•• 

b: The total coat of faciliti •• and furni.hinga per houae 
provid.d by ~h. BOS i. E5,OOO p.r y.ar, on. th~rd for.ign 
.xchang. and two-third. local coat. 

c: Rent is figured ~t E750 par month' office space ia 
coated ~t E400 per month. 

d: The GCS will h~ve to purcha.e four vehicle. to support 
the long term technical assistanta at a coat of E13,OOO 
per vehicle, and the yearly operating cost is E5,OOO per 
vehicle. The vehicles are replaced after t""o years, if 
there ia a new long term t.chnical ~sai.tant. 
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ESTIMATED AID EXPENDITURES 
in thousands of U.S. dollars 

fyBS fy86 fytl7 ly88 fy89 fy90 1y91 TOTAl 
PARTICIPANT TRAIIIM6 
llllllJTer. 

lienlul 290 1,22(j 1,600 1,180 1,910 1,970 970 9,800 
H¥. CoMuniuhlllli 10 &0 80 &0 70 70 3(j 380 

Short Ter. 
Generill 20 110 130 140 166 110 730 

In-Country Tr•• 40 4G 50 50 &0 240 
Tr~itionill leildtrli 30 30 40 40 4G 180 
D~. CoaIuniciltians 20 20 30 30 30 30 160 

Testi ng/FollDll-lIIl 10 10 20 20 20 20 20 120 
-------SUb-TDtill------­ 1350 11,490 11,930 12,120 $2,34G $2,360 11,020 111,610 

TEClIUCIll !nVIUS 
LOlIIJTer. 

OPElws 140 340 3lIO 3% 410 180 1,820 
Advisors DO 160 176 186 90 680 

Tr~ditionill leilders iJ() 170 180 96 520 
DIY. CDalUniciltiORs SO 86 160 
Contrilct Filld Alp. DO 160 110 180 190 200 930 
Asd. Proj. Ibn.- 40 80 90 100 100 110 520 

ShortTl!ra 
Genlul 30 130 140 150 166 170 780 

Trilditionill Leilders 20 70 70 90 50 60 350 
DIY. COIIUniciltions 20 160 110 180 120 130 60 84G 

IlstH. Li.Ilii¥S 76 80 80 86 90 100 500 
EvillUiltil1li 20 60 20 20 70 19U 

-------SUb-Totill------- 1640 11,450 $1,490 $1,450 11,230 11,020 $60 $7,340 

cntIIlOIl fTI ES 
PilI'tic. Support 50 60 60 70 70 310 
In-COUlltry Irg. 10 16 10 ~() 

trildition~1 llilders 10 16 
niV. Ceu. couodities 90 10 10 10 lil 120 
Dev. CoM. rl'nOYilti lIIlS 10 10 10 10 10 50 

Yebicle Cost/"~int. 20 10 !O 10 10 10 70 
OPEJ/Advis. ~pport 30 10 10 10 20 10 96 

-------SUb-IDtill------- '151) 150 190 III0 Illll SIOO 170 1680 

=========-====---=============-=-===============:.====---===--==== 
6iAICD TOTAl '1,140 '2,990 13,510 13,686 '3,680 13,486 11,150 119,63CI 
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SWAHDP EXPENDITURES SCHEPULE 
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ANNEX G 

TRADITIONAL LEADERS~ HISTORY, SURVEY, TRAINING EXPERIENCE 

I. THE IIIS'l'ORY OF TRl\IllING FOR RURAL LF.AOF.RS 

(This section was prepared by Patrick Fine, Peace Coros 
Volunteer and interviewer for the chiefs' survey. Source material 
was found in the Nation~l Archives and the Ministry of Agriculture 
Archives, as well as in conversations with various officials who 
have been involved in training of local leaders.) 

A. Background 

The idea o~ training chiefs first anoears in the 1930's. 
Hi Ida Kuper states in AEr ican Ar istocracy",' "The idea of educat ing 
chiefs to combine hereditary right wlth Pouropean efficiency has 
sometimes been suggested by the nritish Administration but it is 
o!1poned by the Swazi." In October 1941 this was the subject of a 
meeting between King Sohhuza and the Resident Commissioner. The 
King felt that it would be difficult to fix definite courses for 
chiefs and he expressed his belief that leadershi? qualities are 
inherent in an individual and not easily cultivated. In 1942 there 
was em attempt to arranqe for at least two sons of chiefs to take a 
cOurse in rural leadership at Adnm's Collef)0. (f:I mission) in Natal. 
'fhis course was specifically for chiefs' sons. 

It \'lasn't until tIle mid-1960's that the idea of training 
rural leaders began to Ile qiven serious consideration.l\gain this 
was on the instigation of a foreigner, Mr. D. Frost, the lI.N. 
Community Development Adviser. In 1967 Frost commented that the 
idea of training chiefs was suggested in 1962 by the Lobamba chiefs 
but no action was ever taken. 

The Community Develooment Department (hereafter CO) was 
form~}d in 1965 as oart of the Ministry of Local Administration. 
!\!)JJi.HI~lltly chiefs' trilininl.1 Will·; <lttClllpt:c·l\ ri"ht from Ul" hef'jinninq 
because there is reference to <1 workshon for Hural Development 
Officers (ROO), Sebenta (adult literacy) teachers and chiefs in 
1965. This occurred before the arrival of the U.N. advisor and may 
have been the earliest "Chiefs' Seminar." 

In March 1967 the idea of chiefs training began to be 
seriously pursued by Mr. Frost. This was in res?onse to 
recommendations made in CO's first short courses for extension 
oersonnel. At this time CD olanned to hold two chiefs' seminars 
'(August and September 1967) if approval could be ohtained from the 
Swazi National Council (SNC) and the Kin']. In this regard it was 
envisioned that: 

1) the seminars would be held at Lobamba~ 

2) the King would call the chiefs Lo a meeting at Lobamba to 
explain the nature and purpose of the training~ and 

3) the Kinq would address each seminar. 



For 
arnroval from 
tcntutivn 
idea, the ella i rman 
I)repared to 
chiefs' seminars 
Prince Sozisa. 
initiatives of 
Lubombo. 

l ¢.- $ i 

nearly one year Frost unsuccessfully attempted to get 
the Swazi National Council. Though the King did ~ive 

i1ppr.ovi11 unr1 many members of the Council favored the 
(pr i nee fio,z i sa) and the Secretary were not 

make a commitment. Interestingly, ther.e were h/o 
held during this period, the first was opened by 

Both of these were apparently the individual 
the District Commissioners (DC) for Hhohho and 

(During this period the DCs were Englishmen. They 
wielded considerable power in the affairs of local administration.) 

By 1968 hopes of channellin~ chiefs training through the. 
traditional sect0r were abandoned and renewed efforts were directed to 
the nodern sector. 1\ Ci'lbine!:. ~"iiper \las tHe9ared 'ilith the approval of 
Prince Mfanasibi,li, then Minister of Local I\dministration, and A.K. 
1I10911e, r1inister of: I\gricul.tllr.e. 'Phis 'ilaS approved by Cabinet. E'rom 
this ~oint an almost unbroken string of training seminars for rural 
leaders has continued orgar ized by CD with the assistance of the DCs. 
The list of confirmed seminars is as follows: . 

Date Participants Venue 

1~65 Imo .... , 1\1':Os, riebenta, Chiefs ? 
3-8/67 Chiefs (~) riggs Peak DC 
22-3/68 Chiefs Lubombo DC 

Development prbgram: 
Chiefs and Tindvuna 
Chiefs and Tindvuna 
Chiefs and Tindvuna 

Co:nmun i ly 
9-15/6/68 
23-29/6/68 
3-7/3/69 

(8 (Jresent) SACUC, 
SACUC, 
SACUC, 

Luyengo 
Luyengo 
Luyengo 

')-12/3/70 

1'1-1 7 /3/71 
16-1 C) I-4/71 

1\11 Chil:!fs and 'I'indvunr'l 
(AG Dresent) 

Chiefs und 'J'indvuna, Shise1weni 
Chiefs and '('indvuna (136) 

SI\CUC, Luyenqo 

N.I:'.T.C. 
SJI.CUC • 

L.FoT.C. 
5-7/11/71 Chiefs and Tindvuna 
29-1/10/71 Chiefs and Tindvuna 

L.F.T.C. 
12-15/11/71 Chiefs and Tindvuna L.F.T.c. 

19/11/71 Chiefs and 'l'indvuna SEBSNTA 
22/4/71 Rural Leaders (not chiefs) L.F.T.C. 
18.;.21/6/74 Rural Leaders (not chiefs) L.F.T.C 

..21-24/10/74 Rural Leaders L.F.T.C. 
21-24/4/75 Hural L(~aders (" rJ. F .'r •C • 
lO-11/ tJ/75 Chiefs S EB F:N'l' 1\ 

22-201/9/76 Chiefs and Rucopho Siphofaneni 
rnkhundla 

12-16/6/76 Sigwe lnkhundla N.F.'I'.C. 
19-23/9/77 Chiefs and nuco~ho ~1r 0 1 0 n j en i 

Inkhundla 
1978/79 (No records, but it is known that at least two seminars we,~ 

held under th~ orogram sponsored by the British High Commission.) 

24-27/4/80 C iefs, Imisumph~, etc. N.F.T.C. 
26-30/4/80 Chiefs, rn.isurnrhe/ etc. N.F.T.C. 
17-21/B/81 Chiefs, rmisumphe, etc. N.F.'l'.C. 

(not chiefs) 
" ) 

Leaders 
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corn:	 '1'0 ABBREVIATIONS:
 

Venues
 
1.	 loW'l'e - Nhlangano r'armers 'fr~ining Centre 
2.	 Lr'TC - Lutheran Farmers Training Centre 
3.	 SACUR - Swaziland Agricultural College and University Cantre 
4.	 Sebenta - Sebenta National Institute
 

Official positions
 
1.	 AEO'n - Agriculture Extension Officers 
2.	 Bucoaho - Inkhundla Councils (lit. "brains") 
3.	 Imis~m~he - a council of men with deeo geneological roots
 

in and exceptional knowledge of their community.
 
4.	 ROO's - Rural Development Officers
 

Others
 
1.	 lWA - Rural Development Areas 

The above list only records those seminars confirmed by CD 
records. Many other chiefs' seminars were scheduled (four in 1972) and 
it is safe to assume that some of these did occur. 

Uo to 1981 the organizations involved in chiefs' training were 
cn, the ncs ~nd SRBENTA. The Rxt~nsion Sprvice of the University of 
Swazilnnd harl also worked on ~t least nne seminar. After 1981 nthnr 
orgCJniz,ltion:; such as the IWA, 1101/ lIealth r·:ducation (Jnit anel tho'! Family 
Life A~;sociation of Swaziland also be'lon holdin!] seminnrs for chiefs. 
cn still continues with its OrO'-lr(lrn, now or'-Ji1nized by individual cn 
officers. 

In the :1id 1970's (1971-747) another method of reaching chiefs 
w~s used, Tinkhundla meetings. These were conducted in the Hhohho 
district by the DC, Mr. R.I. Dladla, at selected Tinkhundla Centers 
every three months. Tinkhundla meetings were one-day sessions between 
the? extension workers and DC of an Inkhundla area and the chiefs of 
that arGa. One source in CD believed this to have been the most 
effective design of a rural leadership nrogram. 

One other method was to take chiefs on oroject visits. Though it 
is clear that some chiefs have been on educational tours, both within 
and outside of the country, no sgecific information on this could be 
found. 

U. Aion:; and Objectives of Rural LeacJer~ihip 'l'rainin(] 

'l'~1C! purposl' of Pural Leadership 'l'raininq has gencHally be(~n to: 

(1) nrovide chiefs with information on develooment acliciGs and 
trends in the nation and on nrograms (and potential-progr~m5) in their 
areas; 

(2) involve chiefs in developonent Gfforts in their areas nnd to 
promote coooeration hetween rural leaders and government nersonnel; 

(3) sol ic i t rural leaders' ideils on vlhat types of changes and 
imnrovements can be made and how they can be implemented, and, 

(4)	 provide chiefs with improved administrative skills. 
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l~. '('opic:; Ili:iC.'llr;:;c·d ilt ('llil'I"n ~:('rninilr~l 

The following are tonics frequently dealt with in seminars
 
over the last 15 years:
 

--resettlement, the Central Rural Development Board and the 
r~llral Develonment Area Program 

--illegal beer brewing 
--rurnl wat~r supplies and sanitation 
--the chiefs' role in develooment 
--the use of J~ural Develorment Committees and other committees 
--cooperatives 
--preventative health care 
--family rdannirvj (in the last tvlO years) 
--livestock oroduction 
--immigration 
--chic'fs' d\ltic::; I':(·L,tin:·l to various other nrograms 

It i:; elc.'iH thilt rur.11 leaders:1i'" tri:lloin<j hds predomin;-mtly 
taken the form of chiefs' seminars. The following is a list of 
general observ~tions of the chiefs' seminars: 

(1) ~ttendancc was dt first disarpointing and then 
imnroveJ. ~ttendance is now dependent on the quality of 
organization and the mann~r in which the chiefs are invited to the 
;·1 c t i v i t Y • 

(2) 5eminars have never been organized in a comprehensive or 
systematic way. Some chiefs have had many activities olanned for 
their areas and othors only iJ few or none. 

(3) Seminars have always included speakers from a variety of 
nrograms (the not nuorri annroach) rather than concentrating nn a 
:if!PC i fie t IH.'fTIl.' • 

(4) Chiefs 11 i3 V E.' alwtlys bec:,n select()d and/or invited by th,,~ 

nes, illthou,]h r?xtcnsion IJp.u;onnr?l h.:lve sOlm:~times reinforced tllis by 
:] r i vat e ap I') cal ,i i.l nd ne r 5 (J na 1 v i ~;i t s • 

(5) 11 ho same torics have been rep8atc-!c] rlf]ain and aqain. 

(6) ~;olllinClrs \.,Iere oriqiniJlly held at a central location 
(SACUC) but then devolved to more local locations (F'arrn(~rs Training 
Centers, Tinkhundla). 

(7) Transoort \.,Ia5 almost alvlayn oroviclecJ for the chie[~,. 

(H) Chiefs anri rural leaders were called on to make 
resolutions. 

(9) Though a followur on these resolutions was usually 
rromised to the chiefs, there is no evidence that it occurred. 
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E. ne~olutions Made by Chiefs at Seminars 

The resolutions of chiefs recorded from n decade of chiefa' 
seminars have been remarkably consistent. They are: 

(1) Seminars should be held more regularly for all chiefs. 

(2) Tindvuna, Imisumnhe and other rural leaders selected by 
the chief should also attend the seminars. 

(3) Government workers should comrounicate more and respond 
quicker to requests made by the chief. 

(~) Resettlement rlans should be more thoroughly dealt with. 

(5) Chiefs should be supplied with radios or other means of 
communication. 

(6) All AEOs should have demonstration plots. 

(7) All development fHojects should flO throuqh the chief. 

(8) Chiefs should become members of a cO-09 society (At one 
seminar this was said to be inconsistent with the chief's nosition). 

(9) More discussion should be allowed du~ing the seminars. 
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II. "A SURVF.Y OF TRADITIONT>.L LP.l\DERS l\ND DF.VELOPMENT TRAINING
 
EFFORTS IN SWAZILAND", U.S 1\10, Mbabane, Swaziland
 

Between [;'ebruary-Marc!J, 1984, a survey 'NetS conducted a:nong 
SWiJzi chiefs in orc1er to obtain informal ion about: (1) local 
develo:J;ne?nt issues and activities as viewed by chiefs; (2) the 
invol vement of Local l(~ader[~ in development; (3) past experience 
of chiefs ilnd othr[ lc~\)ders in d(~velooment training efforts of 
I~he S\o/iJziland 'JovC'rnmonti and (il) nossible \>/ays to GxrHlnd and 
i~~rove such training efforts. Such information was needed to 
~lan, as well as help justify, an expanded training or 
"develonment orientution" 'jro']ram for ~;\o/a7.i chiefs. 

It .../as fclt that inf:H:niltion from officials involved in 
,,,hat \oJill for convonic.:'ncr: hr.' called chi(~fs traininrj ...,ould also 
he valuable in order to DIlLlin LA more bAlanced view and to aiel 
inlemretation of the ::;urvey data. I\ccordinqly, five officials 
'.."ith past or :Jresent involvement in chic'f's training were 
interviewed. Their observations are SU',nmClrized in ;:) concluding 
section that presents :lroqri:lm rr~commendations. 

1\ • Met ha eJ 0 I 0 .) Y 

The survey tOcWl consis\:f!d of fiv0 interviewers (three 
;';\O/azis and t\>/O l\;neric<ln[5) and five Sehr.:!nta Hational Literacy 
Institute field officers, the li1tter s('rving as drivers, 
i n t e r: >r 0 tor s wh C' nnec c s [; ,1 r y, nn' len t r e (> [; t () t h c' V,'I[ i 0 uschie f [:j • 

The team was lC'i:ld by the author, who <1J [;0 servC'eJ as an 
intervievler. 

1\ flexible, oDon-endad Cjucstionnai re "/<1S developed by the 
survey team and oretC'~)terl on JtJnuary 21-24, 19f14. The survey 
itself lasterl four weck~; instead of the anticiDi:ltecl two, due to 
Cyclone nomoina, which struck on January 28 and made many roads 
and bri(Jqes unr>assilble. '['h(~ cyclone ill~;o necessitated the 
substi::'lltion of 20 chiefs from those chosen in the original 
samnle. 

The ori~inal samnle was derived by officials at Sebenta. 
Working with available information, attempts were made to 
achieve eCjual reDres('ntation in n~qion (subdistrict) of 
~)\'/azi] and, (lr/e of chief, and a chi(~f' s "will inqness to coooerilte 
vlith 'Jovcrn;rH?nt I)roqrams"--the Last <ldrniltedly i1 subjective 
C! val ua t ion • I twa s not (~n t ire Lye 1ear t1 a w III unychie r: 5 t: hereare 
in Swaziland. Tha C;O:j I\ccollntant Cancral's 10'14 List of: r.hiefs 
:lrovides 175 nrlmas, and a more recent but undated list from the? 
'I'inkhundla offico nrovirJes ;1 fiCJur(~ of 219. 

It is also reco~nizcd that a number of chief's oositions 
are unfilled at any given time, due to the death of incumbents 
and delays in ~electinq or installing new chiefs. Thus it seems 
unlikely that there would be more thun 200 actual chiefs holdinq 
office at any time. In the end, 53 chiefs were interviewed, or 
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at least 27% of the total number of chiefs. What the samnle may 
have lost in representativen~ss by the inclusion of 20 
substitute chiefs out of u total of S3--and by inexAct sampling 
orocedures to begin with--was comnensatcd for in "art by the 
~elatively large siz8 of the sample. 

It should b0 noted that Big Bend and Sidvokodvo 
subdistricts were underrepresented due to their inaccessability 
after the cyclone. 

~nnlysis and interpretation of data was carried out by E.
 
Green ~nd P. ~ine.
 

n. Characteristics of Chiefs 

Of the 53 chiefs interviewed, 22 were also orinces, one was 
governor of a royal kraal, and four were members of the Ligoqo 
(Supr8me Council of State). A majority of chiefs (58%) were 
agnatic clan heads, as is the case with the total population of 
chiefs in Swaziland. One respondent was a senior indvuna 
speakin c] on behalf of his chief. 

Information on the level of formal education achieved Ily 
each chief in the samnle was to be r>rovidrJ(] from rccordr; held at 
District Commissioner's oUices. However, with the 38'l. 
substitution rate within the original samr)le, the additional 
information required could not be ~rovided by the time of report 
writinq. tl(~Vertheless, information on literacy in both English 
and siSwati provides a measure of educational background, 
althourJtJ '''hen based on self-ret)orting resl?ondents may exaggerate 
their degree of literacy. Taking this into account, 45% of 
chi(~fs reported they could read and write in English to some 
extent; 55% could not. 97.~ claimed the same ability in siSwati; 
8% claimed otherwise. 

As might be expected of hereditary chiefs in a country 
undergoing rapid changes in education an~ in other soheres, they 
vary a great deal with resnect to education, attitudes toward 
develc'lOment rHograms, rllld qeneral outlook as well as leadership 
qualities, interests, and other nersonal ~hi'lracteristics to 
which Clln be added ,1')0. and state of f1hy~';ico11 health. 

c. l<lontificwtion of Problems 

Chiefs were asked to identify priority oroblems in the 
arcas of health, agriculture, and education. The health 
findin(Js are summarized in 'rable 1. r1ultiple ()ns·....ers were 
permitted here and throughout the survey, therefore number of 
citations rather than number of respondents are listed. 
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1'AI3Lr~ 1 

l'lHAT ARE TilE MAIN HP.ALTlI PROf3LEMS IN YOUR AREA? 

Grouped Answers	 Number of FreqUency 
Citations of Response 

L (J c k 0 r ~; i) ( e cl r i n Id n CJ wa t e r 40 7 (i ~;, 

LDC k 0 I c 1 in i c /.7 5U; 
'/'r.H1s')(jrt,ltion or access to clinic 19 36°1, 
C 11 () 1(! r ,I, d i tl r r h l~ aId i s C;l S e s 12 23"/, 
COU'Jh inC), 'I'uberculosis 10 19~ 

I!eed extension vlOrkers (Incl. H!lt1's) 9 17% 
/leed ~JoctO{ or nurse 7 13% 
Need fnE'rJicines 5 9% 
lIei:ldaches, fever, malaria 4 R't 
Mosquitoes 4 8% 
Variou~J ;'1hysical ailments 9 17% 
()ther/:ni~;c(!llaneous 25 47% 

Miscellaneous answers included bilharzia, needing additional 
clinic/hos~ital facilities, needing more health education, lack of nurse 
housinq, and need for vCgetable (jardens. Two chiefs expressed 
Jiss~tisfaction with clinic staff in their areas and two others expressed 
di~;siltisfuction ·.... ith qovl:rnrnent 5crvicr~s in CJeneral. 1'wo chiefs said 
there \lerc· no H .. ,'l health :lroblems in their areas. 

I"indinq~; nc:rl:,lininq to dqriC'1I1t:ure iH0 :.umrnariz(,r1 in Table /. 

'I'AHLI'; 2 
;v/lA1' AHf. 'I'lIE /11\11'1 AGIUCULTURAL PfWf3LEMS HJ YOUR AREA? 

Grouped Answers r~umber of Freguenc~ 

Citations Response 
!leed manure, fertilizer, or 

fertilizer storaCJe facilities 25 47% 
!Jced t r <lcto r or ,lcces s to t r ilC to r 22 42 
Lack of extension services 14 26 
Need irri:.]ation 9 17 
rJeerJ seeel or seed storaqe facilities. 9 17 
:leec.1 reset tl ement or l<DA rnog r ilm 4 8 
~leed roads, better rOi3ds 4 8 
~'1 i s cell a ne 0 u S 27 51 

r1iscelllneous answers included neee] for fencing, (Jrazing 
li1nd, orchClrds, lJoterir,ary !l1C'rJicine, and din-tank chemicals; and 
~)[()blc'ns reliltt?d to rAinfall, ~:;oil erosion, and land shortilfJ\~' 

Two chiefs OXPH"jsed dissatisfilction \-lith rJovernlllcnt services. 

Education finclinrJs are <;ummarized in 'I'able '3. since the survey 
team repr0sented Sobenta Nation~l Literacy Institute, this m~y 

hav(! influenced respondents to emohrlsize adult education rmd 
litcrilcy more than they would have done otherwise. 
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TABLE 3
 

WHAT ARE THE MAIN EDUtATIONAL PROBLEMS IN YOUR AREA?
 

Grouoed Ans\oJers Number of Frequency of 
Citations Response 

N~ed [or instituting or strength­
ening adult education or literacy 
rHOIJ rams 23 43 % 

Need rur secondary or high sc~nol 13 2 5 \~ 

Neeri for pre-school 13 25% 
Schools overcrowded, l~ck vacancieE 11 21% 
Need for a women's organization 10 19% 
Need for teacher accommodations 8 15% 
Lack of local interest in adult 

education or litera.::y 7 13% 
Need ~rimary school 5 9% 
School fees too high 4 8% 
Government is unresponsive 4 8% . 
No ?roblems acknowledged 3 6% 
1'liscelloneous 10 9% 

Miscellaneous answers included need for school furnishinqs, 
toilets, or ?otable water; poor quality of teachers; lack of 
community accountability of local taachers; and difficulty 
obtaining school uniforms. 

While nearly half of the chiefs mentioned a need for adult 
education or literacy, it is significant that Sevc~ oointerl toa 
lack of sufficient interest in such programs on the cart 0f 
their followers. In the words of one chief, lI~ost peoole (hr~re) 

are not interested in adult education. They think it is 
shameful for them. I think they must be forced to become 
educated because I see no reason why an adult shouldn't be able 
to write his own name as long as there is an opoortunity to 
learn. 1I 

D. Dealinq with Development Problems 

The chiefs were asked how the various problems they 
identified (hereafter IIdevelopment activities/nroblems ll 

) were 
dealt with. Among the reseon~es given; 34 men~ioned meetin6 and 
discussing issues with their councils, 16 mentioned raising 
money in their communities, 9 said they seek aid from the 
central government or from extension workers, 5 said they 
mobilize labor, and 5 said they rely on aevelooment-related 
committees. [11 Chiefs were then asked about the types of 

1. Two survoys conducted within a year of the prescnt survey 
and relying on a cross-section of community spok~smen, indicate 
that local committees are more important and widespread than 
chiefs indicated--or perha~s were even fully aware of. See R. 
Tshabalala, IICommunity Participation on \'later and Sanitation and 
Clinic Construction in Swaziland,1I dissertation submitted for 
the Deqree of ~1aster of Science in Community Health in 
Develdning Countries, University of London, September 1983; and 
E. Green, "Community ~10bilization for Health and Deve]~!)ment in 
Swazili1nd," Health Education Unit, Swaziland Ministry of Health, 
1983. 
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committees found in thC!ir iHeClS. Most commonly mentioned were 
school committQes (30), follol,o/ed by those relating to 
arjriculturo (lc)), qencral develonment, rml\ or resettlement (14), 
wo.nen's activities (11), h,'<llth or clinic (9), ..... ater (4), and 
c ~ t tl e rl j :)0 i n q (4). 

~ome chiefs Gxpressed uncertainty about the number and the 
functions of committees in their areas. It should be noted that 
a llui:1bar or chiefs--routjhl y 20,/; of the samnle--I,o/ere employed 
outsidr2 their areas, thu;, ttwy :nay 1)(' out of touch \·lith local 
activities. Other chiefs simnly do not concern themselves 
directly \·lith the activitir2~; of development-related committees 
in their areas. 

Some councils (emabandla. Sing. libandla) were described 
as coordinatinrJ variOU~5 ioc'"'i'i"l::t,:veI0pment activities as \.,Ie11 as 
:nodiatineJ behlCen the chiet·Jo!TI and the national government. 
Otller councils sC'pm to hi'lV(' little or nothing to do 'Ilith 
d 10' vel 0:) ill(m t • 

TIi (~ r e Itl ,J r; ,J ' Jrei) l. d C' ,I lor va r i i'I t ion c1 m0 nq a n 5 we r s abo u t 
:neL1ns and methods of cle,ll in l ) I,olith dev(·>}ooment "1roblems. One 
chief described rdqht r.o:nmittecs in uddition to the councils in 
~lis ,He.). !Ic then notc~cl, "\'Ie are tryinq to form (a sinqle) 
r.():·lmitt(~e th'-lt 'wi 11 C0l:11Jino Iflernbc>rr; from other existinq 
cOJllTlittt.:es. Tllis \·lill hl,);j central hody I,o/llich will report 
"1roblems to the Inner Council, which will then report to the 
Great Council." ;':;uch committees already exist in some Clreas and 
arc knol,o/O ;1;' illlisllJnnhe or intfutfuko committep;,. They seem to 
be commoner in !Wl\ arl',IS, ·"/I10.re they have heen actively oromotee]. 

ny contrar;t, another cllief re:Jlied that there ""ere no 
co.1lmittees i1t all dc!,llinrJ '"ith develorment nroblems in his arell 
because there were no development oroblems. This was an area 
with no schools, clinics, water sy~tems, or extension workers. 

When chiefs .....ere asked if ~eople in their areas were 
willing to coooerate C1nd r~rticioate in orojects that can 
benefit them, 31 (61%) ~';<1icl 'Jeople were very '"illing or willin'J; 
11 (25%) said neoole were somewhat willin~, or willing deoending 
on circumstances, and 7 (1-1'6) suid neonle were unwilling. 
T\oI'2nty-five chiefs soecifie<1 that peonle in their areas woulrl 
contribute, or had contributed, money for develonment projects; 
?7 similArly snecifierl labor contributions. 

Some of the chiefs' co,wnents I,o/ere notel,o/orthy. One saii, 
"Peoole will cooperate, but reluctantly. They nc:ed constant 
su!)ervision. Only women I,olill ••• be productive on their o~m." 

There were several variants of one chief's observation 
th.:lt "peor>lt~ clon' t cooperat(! beccJuse they 1001< to the govcrnml'nt 
t 0 d 0 i'l 1 I t h C' 1,0/0 r k • II 

I\nother said, "People won't contribute unless we force or 
threaten them •••• " 

"vI\. 
\ 
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Chiefs were also asked what difficulties or obstacles qet 
in the way of solving development rroblems. Fourteen rerlied 
that lack of, or delays in, government response, was the major 
obstacle. Four of these singled out the Ministry of Education. 
Some chiefs related stories of how a unit of government had 
failerl to meet a promise to meet community members half-way 
aftr~r they had raised money ;:mrl/or contrihuted lubor for II 

!Hoject. 

Other responses included lack of money (10), lack of 
coo~eration locally (9), lack of training, knowledge, or 
motiviltion locally (5), disputes or rivalry hC't\'leen chiefs ('1), 
poor soil or ini3dequate rainfall (3), and local committees 
moving slowly or being disorganized. Nine chiefs said they saw 
no real obstacles to development in their arei3. 

c. Responsibility and Human Resources 

It is known that chiefs have many traditional duties and 
responsibilities in their chiefdoms. Their responsibilities in 
what we have defined as development activities has been less 
clear; therefore chiefs were asked to describe their roles in 
development. Answers to this question i'lre summarized in Table 4. 

T•. BLE " 
~JIIAT ARE THE r.J1IEF"S Rp.SrON~;IIIILI'1'II'~S HI SOLVlrlc; 

m:VELOrr1EI1'r PIWIQ.EMS"? 

Grouped Answers	 Number of F'requency of 
Citations Responses. 

Calls meetings, works through council 20 38% 
Directs, sUt)ervises, gives final 

a!)~) roval 11 25 
Liaises or makes requests to 

govern:nent ') 17 
Advises or coordinates development 

comm i t tees 8 15 
Solves problems 6 11 
Raises money or mobilizes labor 6 11 
I~entifies problems, sets olans 

uno ,)riorities 5 9 
Coordinates extension worker 

activities " 8 
Cncour;lCJes, motivates hi:> reonle 3 6 
Miscellaneous R 15% 

Froll1 the responses, t:he chief seems to be a somewhat 
d(!tllchr~(! chief executive in most cases. lin has final say in 
im:JOrt,mt matters hut he doesn't concnrn himsl:"'llf directly with 
committc"'C', or nerhat)s ev'~n council, matters. As discovered in a 
1983 survey of community organizations, tindvuna tend to preside 
over councils more often, and generally to have more direct, 
"hands-on" involvement in local activities, including 
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development. This is esnecL:111y true of chiefs who are employed 
away from their arec1S. 

Of course there are exce?tion~l chiefs who play an active 
role in develooment by identifying problems initially, 
motivating aeople, raising money (sometimes ordering 
contributions on threat of fine), and seeing projects through to 
successful comnletion. 

In contrast, four chiefs indicated that they have no 
resaonsibility, or at least no specific resoonsibilities, for 
development matters. One referred such questions to his indvuna. 

Chiefs were also a;.ked to specify which other people in 
their communities have l snonsibility for develooment matters. 
Resoonses are summarized in Table 5. Those thought to be most 
active and effective are identified in Table 6. 

hlllell ;~or'H"IIlH'I'Y 1'1·~OPr.E 

TA1H,r. 5 
IIAVP. 'H~SPOt~SIAlr.ITY Fon DP.ALING 

\vI'I'11 !ll·:vr-:I.()pr·IEtJT PlmnLI~t.,~;? 

Number 
CTtat ions 

of F':
of 

eguency 
Resoonses 

Libandla (council) ~embers 

Various committee members 
Tindvuna (chief's denuties) 
Government, or extension workers 
The chief 
Imisumphe (resettlement or general develop­

ment committees) 
No one 
Church leaders 
r1iscellaneous 

22 
20 
lG 
13 

8 

8 
5 
2 
3 

42 % 
38 
30 
25 
15 

15 
9 
4 
6% 

'l'ABLP. 6 
Itll1ICII 01" 'I'IIE AflOVE ('PAlH,f': S) ARE Till': MOST ACTIVE Ol~ P.FFI':C'I'IVI·:? 

GrouDeu An5wer~; tJumber of F rr'l)IWIlC:y 

CitatiOiiS of Responses 

Libandla members 15 28'fi 
Imisum~he -1 8 
Unsreclfied com~ittee members -1 8 
School committee members -1 '-) 

Informal leaders in community 3 6 
~griculture committee members 3 6 
Extension worker 3 6 
Development 
Tindvuna 

committee me~bers 2 
2 

4 
'1 

Health committee member 1 2 
Coooerative committee member 1 2 
Mi s~e 11 aneous 4 a~, 
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1\:; c"n be seen, therQ were fev,ar answers about v,ho arc most
 
activo or effective neonle, indicating that development
 
activities move slovlly in many chiefdoms. Note that mpmbers of
 
develo:'JlOent-related committees were citnd ;) total of 19 times,
 
and th;:1t the three "informCll leaders" milY also have belonged to
 
such committees.
 

A few chiefs mentioned that church leaders, teachers, and
 
headmasters do not ordinarily ~lay active roles in development.
 

F. Need for 'l'raininq, ;,kil1~3, anel Informations 

Chiefs were next asked in a qeneral way w~at kinds of 
~rogra~s would be helpful in solving local develooment 
~roblems. A number of chiefs misunderstood th~ question or 
found it too general to answer. Eight chiefs said gardens were 
needed, seven said water or irrigation, seve~ gave inaopropriate 
answers to the question, five said schools, four said RDA 
:"Hoqrn/Os and resettlement, four said v,orkshoos or training, 
three said a local market, and on~ said money-raising orograms. 
The rpst qavp no answer. 

~ntici9ating such answers from the pre-test, chiefs were 
then asked the admittedly leadinq question, "Could leaders in 
your area benefit from more information, skills, or training 
perti'lining to nevelor>ment?" ~lot 5UrrHisingly, all chiefs 
replied affirmatively, with three abstensions. However, some 
chiefs expressed genuine enthusii'lsm for, and even commitment to, 
the idea. 

Following this, chiefs \oJere asked who in their areas would 
benefit most from training, ski1l5~ or inforrnation relatin!) to 
development. Responses are summarized in Table 7. 

TABLE 7 
~HO WOULD BENEFIT MOST FROM TRAI~IING, SKILLS, OR INFORMATION? 

Grouped Answers	 Number of Frequency 
Citations of Responses 

'I' i n(]VUIl;1 l"I 25% 
Chiefs It 21'6 
various "",,omen 11 21% 
Local non-official individuals 7 13% 
Unsoecified committee members 7 13% 
Farmers or agriculture committee memters 6 11% 
Commitle2 chairmen 5 9% 
Council members 5 9% 
I!11 i sum)) h~ 5 9% 
~chool rommittee memhers 4 8% 
M i sce 11,-1000115 6 11% 

Twelve chiefs said they couldn't specify now, nut they 
woulJ--nerhaps in consultation with their councils--when a 
s~ecific training or similar program is offered. Some observed 
that choice of local r>artici:->f111ts would de~encl on the nature of 
tho tr~ining, skills, or information offered. For example, 
comlnitt(~e members could be trained in mattp.rs oertaining to their 
own are~ of concern. 
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Intervi~w~rs were exnected to ~romnt Qn opinion from the 
C'hie[~i ,1S t.o tll(' Sllitibility of 'tiOI1Wn tlf; trnininq r>.lrticinant:" 
if \ommen had not <llrcndy IJ(~(-,n mentioned. Experience with othl"r 
surveys ;lad shown that male leaders somet imE's forget to ment ion 
wo~en at all, unless ~romnted. Righteen chiefs observed that 
Zenzelo members sr other unsr>ecified women would make good 
c~n~i~iltes for traininq. One nnted th<lt women work together 
(o'~;~)(~cLJlly ',.;C'II. Another chief, in an area with no 7.enzele 
yrouD, said, "the "/ornen are very C:!t1ger but they have no one to 
orqanize them." :;(:ver.::J1 chL?fs mention(~d handicrafts or other 
income-qeneratinq skills ~s a good focu~ for women's training. 
On.~ chief mentioned that h0 had t'tJO female tindvuna \o/ho vlere in 
char<]e of womGn during tri!Jute lobar "work parties;" he said 
these 'dOU 1r1 benefit fro.T] trainin·J. 

A fe'll chic'fs antici~)atc!d a (lUe:ition on traininCj focus or 
content. One mentioned the need to teach r>ublic administration; 
OIl',' :71'?ntionc'c] n(?c::s i]~;:"r.::;SIIII.'nt related to dr:.:'velopment; another 
'.)clllld I ikl' to I(·.lrn :ll'JU' ;dlf),lt ](!adershi'-, in 'loner'll, includinq 
110W !:o'!lotivatc' ·h~o:'Jlr'. r)I1(' ~lrticLl1atL' chief felt that traininrJ 
could focus on thL' (I.>l;jtion~;tliC) beb/cen the chir~f, his tindvuna, 
i:ln,j local extc.'n~;ion ·Nnr::(~r:;. IIr· felt t.hore 'HilS a <]rowing qan of 
under~~tandinrJ bet\o/een ,/o'/('rnmen l : \olOrkers and local authorities. 
This chi(~f Cll~;o ·,/C1nt.'.:d l:rJ :~rHH'" lis riqhts Clnrl res?onsibilitic!s 
when he h~s to Jeal with luzy or troublesome extension workers. 
I!e 'tlent on trJ :><1'1 l)(~ l:hnlFJht tll,)t Cl number of chiefs don't know 
'd h a t the i r H: S:) 0 n sib i 1. i tie S (l rei n d eve lop i n rJ the irarea s • 

Tn this rt"ILlrcl, it ~iho111d b'~ ?ointed out that 42 chiefs, in 
volriou:; :;l:ol'lC'~; (If .In~;'N(·rinfJ rlue;tions, expressed tho ir]r.·(j that 
"d.-:velo:)ll1ont ;lctivitir~:;" ,trr.~ th,' rer,ponfiibility of the nationi.1 
()overnment. 'l'h('s(~ chi(~f;, Ini'Jht h.1ve varyinq ideas about a 
!)dlancr! of rc:~nonsibilit'l in thi!; <lrell het\o/een themselves ilncl the 
rJovcrn.nent, but lher(? i~j .1 clear reelinr] of de:"lendence on trw 
fJovernlnent. It \lould thr:>rc.·fore 5e8m tho'lt some sort of traininq 
or orientation for chiefs--in addition to ongoinq workshops--is 
necessary if the 10vornment wants to nromote more local 
self-reliance ~nd ~eccntrulization in devel00mont. 

( . Ex;)(?ricnCIO. ',.;ith \'/ork"llops and SClninars.~J • 

Chiefs were asked sever~l ~u0stions about workshops and 
seminars they may have attended. 

'fhirty-five chiefs (66<6 of the total number) had attended at 
least. one v/()[kshor since they befJan in the mid-1960'S. Nine of 
them specifit?..-I they had only attGnded one, althourJh the number 
ITI i q h t: h (~ s I i 'I h t i y h i q il p r • I: i q h tee n chi I~ f s h .l.J neve rat tend (' r1• 
~;Oll1G uf thl' J.lltL'r ~i(lid Ull'Y Ilad never I)('(~n invited, ottH!r!; :;,tirl 
they \o/ere sicl: at tlw ti:[Ie (~;) of the vlCH~"hol):;, others sf)i~1 L1wy 
\'Jere emr:loyed and therefore unable to C'lttend (some of the"e :;cnt 
their tindvunn instead), and two cited old aqc coualed with nnor 
health as reasons they coulcl nat nttenJ. One ~aid he had no 
t ran ~;n art at ion tot h e ',10 r k s h r)rj 5 • 
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Workshop sponsors most commonly m~ntioned by those who had 
attenued were the Ministry of Agriculture, followed by the 
~1inistry of: Health. 'l'he R('~d Cross and the Family Life 
Association were also mentioned. 

Twenty-six chiefs said they had learned about a variety of 
agriculture topics at the worksho~(s) they had attended. Eleven 
mentioned health topics, followed by family ?lanning (6), 
resettlement (2), adult literacy (1), develooment in general (1), 
and business/entrerreneurshi~ (1). 

Overall, chiefs were satisfied with the workshops they 
attended--although some had very limited experience upon which to 
draw. When asked if they remembered any 900r or weak narts of 
the workshop, the great majority said they could remember no bad 
i?art~;. Only three sDecifie<1 a tooic they did not like or nnnrove 
of (fAmily tJlannin~1 in all cases); one :nentionec1 the 
oartici~ation on tho org~nizing staff of ~ prince he ~isliked; 
one said the ~)L1rpose of one v,orksho:) '"a~3 a bit unclear; and one 
said that the time for one workshol1 was too short. 

On the other hand, when asked to mention good parts of 
work~;i)()Ps ,'tten~ed, QilJht said "everythin<)," follolt/ed by 
un~;~)l,'ci[iecl agricultural topics (5), child spiJcing or family 
planning (5), sanitiltion or lutrine construction (3), 
\oJater/irrigation (2), fencing of nlantinrJ fields (2), v,orkshop 
uccolll:nodations (2), vegetableC)ardeninq (2), resettlement (2), 
and one mentioned each for oral rehydration, health in qeneral, 
forming committees, women's poultry [ilrming, child renring, "how 
to learn," self-help, nutrition, cholera nrevention, hygiene, 
wilter and health, the importance of food, and cultivating fruit 
trees. It would seem from these answers that a wide variety of 
development topics have been taught and that they arc well 
received by the chiefs. r.ven family planning, thought to be a 
volatile tooic amonq traditional ~wRzi ~en, had five supnorters. 
In the words of one chief, "i'-lnny peoole misunderstood family 
planning. They think (the ~overnment) wants them to oroduce 
f.e~,el: oeoolc:? •• (but) even in the old days there was family 
olanninlJ. Itls not a new thinq." 

As a further guide to future workshon design, chiefs were 
asked if they could think of ways to i~prove on-going workshops. 
Most were unable to say, nnd others said they were satisfied with 
the way workshops are presently or~anized. A number of chiefs 
suggested that worksho~s be held more often, and a few suggested 
more ('mphasis on tonics that were of particular interest to 
them. The question seemed to be one that most chiefs had given 
little thought to. Some chiefs seemed additionally constrained 
by politeness to say anything critical to interviewers who would 
seem to reoresent the section of government involved in the 
workshops. 

A few chiefs made useful comments; those of five follow: 

There is C1 need for followup. Libancila and local 
committee mernhr.rs must (jet a renort from the (attending) 
chi0.f on tlw workshon. Traininq should (also) he mor(~ 

. 1 r ,'1 c tic " I t h " nthe 0 r ('\ t i r <11 • 
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We should have lectures foll~wed by demonstrations. If 
you see a Jemonstration, you become motivated. 

We should have workshops to educate people to reduce or 
stOr) drinkinq. 

It would be' IwlfJful if they ~1C'nt- ylorkshoL) ~rograms to 
the chiefs in ~dvancc. 

A few chiefs mentioned how often they felt worksho~s should 
be held annually. Three said four times, two said twice, and one 
said three times. Three chiefs su~~ested that workshops should 
last one week; another sugqested three weeks. 

I..,hile q'2'nerl.111y ~'iltisfic·rl with fanners trr:dnineJ centers and 
the Lu';engo C"lIn')us of tho University of SyJaziland as venues for 
yJorksho::-,s, tvlO chie[[3 rec()rnrn(-~ndf:d Rural Education Centres and 
SWl.1ziland's 40 Tinkhunrlla centers as venues. The relative 
accessahility of Tinkh\ln~lla centers was mentioned, as well as the 
ide a t hat "thilt i s '.oJ hat t: hey we H! set up Eo r • " 

Transport,Jtion to tho :nore rlistc1nt trilininq venues seemed not 
to be ,1 'lriorit'l l:,:aJl' ,ifT1lJIV\ chi0fs wtlO IlilVQ ever attended a 
YlOrk:.hrn. On.-,· ".1i:1 t:ll.'Jt~ "lr.i:ln:'i:,or.l.iltion 'd<.l~~ ;It one time nrovided 
~i'l the 'jOVI!rn,ll,-,nt !,ut. I,JI\l~n Lhi~j !,eClllTl0. t()o eX~lensive chiefs !JC'ljc1fl 

'lc'I'/ir)!) for lhpir Dvm hU:;r.lr,~. '/'llis ',.,r,lS no nroblern." Anoth(~r 

C();il,IIl.·nl l ,'d, "II,(JIlI.'',' ;::'.'nt fln t ri111:.:)ortil1'j (.'hicd:' could b0tt<~)r tH' 

s:_H:nt on the v/CH~:~;hoP:j t:lle;l\:i(-,lv,~:;." 

It should be remembered that transnortation costs or 
difficulties might be a constraint amo~g some of the chieEs who 
have never attended a workshop. 

H • 0 the r 'I' r <':Ii n inC] t'\ (? proa c he s 

Lastly, chiefs Here asked if they could think of ways other 
than throuqh workshops or seminars to train local leaders. 
Again, chiefs had generally not thought much--or at all--about 
this, and most could ~ive no answers unless suggestions were ot 
SOille l!oint InarJe by the interview(~r. The idea of educational 
visits to successful nrojects vJithin ilnd outside of Swaziland vIrtS 

occasional] y lJrou'jht un ~;nont,lr)(~(Jusl y by chipf!;, but y/aS rnot(' 
()fh~n rais(~d liY till' intervi('\J('r~. noverthc'lc·:':i, most chiL'f:i 
rillO w('Ii I It ~ Illl i n(' (' n Ulll rd <1:'i:n f' 0 r t. h (' i d c' ,1, .. I f; I : V i cI e nee d IJ yeo InHl, 11 t 5 

:jlJ('h ;1:; " ••• o(·oplC' It· ... rrl ('cl:;il:r. by :if!C'in'l l:hdll by bf'inq told;" 
"visitill'1 dc·vel()J)c.'d jH(~a~; would Or)(~n (Jur minrh;;" "that would I)I~ 

better than sittine] in classrooms;" "visits vJolllc1 be the hest 
(anproach); they should be followed by workshop discussions of 

1,01 hat the chi e f 3 S (] \oJ. " 
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.7I.lthough such tours or visits IVlVe not been rart of "c hiefs'
 
t[uining" in the past, one chief noted, lilt's the best way ••• I
 
say that because it has helred me a great deal to visit other
 
areas. (I got ideas like) ••• how to build a pond for hreeding
 
fish."
 

Only one chief had a negative reaction to the idea of 
domestic tours. lie felt the tours might breed jealousy among 
chiefs if they saw areas more developed than their own. 

Interviewers ..,lso promptC'd res')on[.;es on a liossihle role for 
r,lliil) in traininlJ or lTlotiviltinlJ not on!y chi(,r~; hut nthl'r local 
pcoplu involved in Ileveloprnent nctivitil)~;. (~hil'rs who commented 
'Here qenerally [avorabl,:;- about the develooment (inclurJinrJ health) 
meSfjaqeS und proqrams currently aired on ~';w()I~iland nroadcastinCJ 
Services, but most felt radio could not substitute for 
face-to-face training or ed~cational visits. Chiefs empha~ized 

the naed for practical and experiential, rather than theoretical, 
training. In'the words of one, "YoU ci'ln't ask a radio questions." 

III. PROPOSAL POR EXPA~DED LEADERSHIP TRAINING 

1\. Experience from the TraininrJ !.;ide 

rive officiuls currently or formerly involved in chiefs' 
training were interviewed in de?th about their experience. All 
had an optimistic attitude toward the value of training or 
influencing the views of traditional leaders. All acceared to 
have more than a nerfunctory commitment to oromotin~ 

se! f-rel iance amon l! rur:tl SVIC1Zis, ,11' \·wl! as to pnrticioatory 
df've!()nm(~nt <Incl r]<,'cr'ntr,l1izl~d nldnninq. 

'l'he original '.Joid or thr-, workshoos ,lnr] rnoetilF15 for chiefs 
that !JcCJan in the mid-ll)'iO'~:; 'tiel!; to inform local IEJaders of 
post-independence policies, esoecially the need for greater 
self-reliance. It was hoped that some sort of meetings would 
promote better cooceration from chiefs in develo~ment projects, 
or would at least pre-empt chiefs' o9~osition. 

During the late 1960's an~ early 1970's, community 
develocment officers (CDOs) lived in homesteads of chiefs because 
government housinq 'tIllS not: yet aVilililb10. Some \,o/ho underwent the 
experience spoke highly of their opoortunities to learn about the 
exercise of pow~r in rural areas, ~bout local oerce9tions of 
development problems including which solutions may have already 
been tried, and about cnnstraints to develo~ment not always 
a~parent to outsiders, such as rivalries between chiefs. They 
felt that bein~ accepted as a trusted member of the community 
gceatly enhanced their effectiveness ~s CDO~i it was also 
p(!rsoniJlly enrichinq and r..ltisfyinq. ChiclEs ann;uently found 
advilnlages to the 1ivinq Clrr,lnC]CmC)nt ;lS 1,0/1.'11, :luch (I;' enhanced 
Ii r e !; l: i '1 C oJ t ha v i nfJ (l 1 i ve - inc i vii 5 e r van t Cl S l> art () f the i r 
clltoural]G of advisors. 
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At least one district commissioner in the early 1970's was 
actively involved in chiefs' trcdninr:J or orientation. Tinkhundln 
mO-ctine]s in Jlhohho anil Luhol1lbo hi'!calllp. occclsion" to ciiscu5s 
develo()fil8nt r>lc1ns such Cl!-; tho introduction of hybrid maize 5l",~d, 

irriqation for ve'Jetable (Ji:Hdens, i)nd bridqGs [or improved 
trans?ortation. There were ~lso suh-clistrict meetings between 
chiefs, the Distr ict Comrni!,sioner, arl("; the District Team at the 
DC's office. 

Workshops at centralized locations and development sessions 
at Tinkhundla centers were a~oarontly well received by the chiefs 
from the beginnin~. Some chief5 slaughtered a beast to orovide 
[00;] for the mr:etinq llartichant~;. ~io;nr: chief!, still contribute 
1sh to,Jurd the CC''st of food dur in~ ',-IOrksho?s. 

'I'her.L' has bc'c'n '-li!j(:ll;,!:~jon ov::r the years of the relativi? 
merits of worksl1o:) or ml2ctllHJ vcnue~:;, ilnd of tile inclusion of 
non-chiefs in trainin~ ~ctivities. The latter issue is somewhat 
aCildemic: chicfs often hrinq arl·.;isors with them to workshons, or 
s t? nd tin d vu n i1 ins t •..' i"l d 0 f il t tendin CJ the ms (-~ ] ve s, sothat so me 
~rosencc of non-chief;, S00ms unavoidahl~. ~eyond this 
con::;iderllt:ion, iL Ilil!; 1)1~('n rc?cot)nized that local committl?e 
chairmen ,1n,1 ntllor ll{)n-offic(~ho)r]ing local leaders could henefit 
from trilininq. ~;(H).lr;jtl' 'durk!"',ho');, h,we heen developed for ci1i(~f~; 

an(~ t iodl/una (,n tho::' one :lanJ, and othc?r co'nmuni ty leader~-; such .1:; 

comfllitte2 chairmen on thr:: other. F'o;: the former, the focus was 
on (amiliarizin~ leaders witll the pro~[ams and rossibilities of 
development. Por the latter, the focus was on forming and 
udministorinrJ di~v(doQinent-r£.!1.atl:'d committees. 

Re~ardin~ training venue, centralized f~cilities with 
oVQrni<Jht accommodCltion~.;, :~UCll ,lS farmers traininq centers (P'l'Cs) 
nave be'.?n user! more of ton thiln TinkhllndlCl cOlltc'rs. l\lthough 
TinkhunrllCl llsually lack [iICi] itie:., they have r:C!rtain advanta\l0~j 

...,hich \>Ier(~ f)ointc!d out: by :,()m(~ Cf)()~,: 

(1) Proximity. Chie[s can usually reach their local 
Inkhundla without much difficulty. 

(2) Focus. Problems and orojects can be discussed and 
~lanned on a regional basis, making the exercise more concrete 
and 'Joal-oriented. Chiefs become morc motiv,1t(?c1 to act. 

(3) Familiarity. Tinkhundlil are f<lmiliar and acceotablC', as 
is meeting outside, under a tree--which often happens when the 
Inkhundla has no building. Some of the more traditional chief~ 

may feel ill at ease in a morlern buildin0 with electric lights, 
flu s h t 0 i let sandot her u n fa::l iIi arth i n CJ :; • 0 ne CD 0 f f ice r 
observed that brin(Jing chiefs to a "modern" venue may "convey a 
message to some that they are backward, that they should become 
more urb<ln and 'civilized. 11I l\ mo(]ern, somewhat fancy olnce may 
cr<'iltn il r1c~H!ntll'ncy on tlH~ 'Jovc'rnmel1t", ,-Illtl ,.1 ff,p1 inq of 
in fer i 0 r i t Y 0 r d cp r i vat ion ilfTlO n fJ chi e b.; • 

('1) nettc'r (lttendanc:e, hy c1voiclinrJ major transportation 
rliff:icllltios. 
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(5) Economy of size. Rmaller-scnle training sessions can be 
more c.·f[icient <.Inc! cnn provide more tilne for discussion and 
i nt f.! r ilc t ion. 

On the oositive side of FTCs and similar venues, it can be 
sti~ulatin~' an~ enriching for chiefs to be ex~osed to chiefs from 
other areas. They may learn about whi1t can be achieve~ throu~h 

develo?ment by talking to other chiefs. Furthermore, many chiefs 
like the relative comfort a~d good food orovided at FTes. Movies 
and other forms of entert~inment are sometimes provided at 
night. Chiefs have Cl C)ood op[)ortunity to "be themselves" (not 
have to act chiefly) and fraternize with a group of ?eers in a 
convivial atmosphere. 

l1oreover, dis!'utGS or rivalrios betvlGCI) chiefs :nuY he less of 
a problem in a larger training group. Small, goal-oriented 
de~elo~ment planning between chiefs at Tinkhundla centers can be 
effect)ve, b~t they may not work at all if there are boundary or 
other disputes between chiefs in the area. 

co officers have sometimes had to talk at some length with 
chiefs outside of public maetinqs in order to overcome resistance 
to it (lev{~lopment rroject, or even to L1ttc>nc1inC] a mcetin~ on 
develo~ment. 

'J'hl..? topics cov{~red hy workshops anrl similar meetinqs over the 
past 16 or more years have covered a broad rClnCJe of agricultural, 
health, and other develonment-related tooics. Since the early 
years, but especially nowadays, various units of government as 
well as a few private organizations have collaboratec) in training 
traditional letldl'!rs. This has the advanta r1e of sharing 'Ilorkshop 
costs, promotinc] intp.rministerial cooperation, and insurinfJ wide 
coverage of devclooment tonics. Some C]uestion hi15 been raised 
about an approach that seems to cover too m~ny tooics too 
briefly, but most tr~iners felt that the functions of workshons 
for chiefs and tindvuna should be to acquaint leaders with 
develooment . topics and a~Qroaches.. and to influence their.. '

attitudes, thus the multi-topic aoproach is suitable. 

After an enthusiastic formative period of several years 
during which a number of new a9proaches were tried, momentum 
declined somewhat hy the mid-1970'S due to an apoarent weakening 
of official and budgetary surrort. The nritish government 
orovidod a vehicle and other forms of su[)oort to the leadership 
tr~ining nrogram of the Community Develonment Section, MOAC, in 
thl:! late 1970's. Funds Here apparently not managed well and 
su:)port ended. 

In 1983, CD orq~nized five centralized-location workshoos for 
chi(~rs or their rerresentatives. Other GOS units, such 2S Health 
r':d'lclltion, ,1S vloll as NGO's such as the Family Life Association, 
:'ud ic i;1ated in trnininq (15 well. 
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B. Program Implications 

There is evidence from the Traditional Leaders Survey of 
attitude and even behavior change resulting from the 
trainin~/orientation nrogram for chiefs and other leaders, even 
wllOn onl.y onG or two trc1inin<] sl'~ssions were attended. 'rhis would 
seem to justify exransion of the orogram. There is also a clear 
mandc1tc: from the chiefs surveyed to eX[.land the program. The 
survey, along with interviews with officials who have been 
involved in traininq, flrovidC' CJllidelines for the organization and 
content of the nroqruln. Th(-~se ljuideline!; havl~ been translatod 
into a set of recommendations, oresented here. 

Local lC',ll:h'r!;hLl Lt'aininlJ should consist of (a) workshops at 
Fdr:nGrS Trainin<] Center!; or other r:clativGly central venues, for 
30-45 participClnts; (LJ) tr':lininq sessions for fewer participants 
at loc~l Inkhundla centers; and (c) educational tours for chiefs 
to see successful orojects or practical demonstrations or 
examoles related to some n~0ect of develooment. The last may be 
in-c~untry or, less [rc0uen~ly, in a neighboring country. 

vJorksho;,:,s should l.)~;t \-leek on the <lverage, and care should,-I 

be taken to scheduLe th(~)ill at times that do not overlan Hith 
chiefs' or tind\'una~,' ceroJnoniol or agricultural duties. 

Inkhundla traininq sessions should normally last a single 
rl.:-.y, since overni:jllt aCC'c.lmmodi1tions are seldom if (?ver 
aVdil<Jble. flo\-/ever t1wse can be held mOH! frequently than 
worksho?s since they are easier to organize, less eXDensive, and 
reCluirc fC?wer trflininq input". 'I'raininr'J sessions can be 
irliti..h·d ..d' ,,11 '1f) 'l'inv.lllIlltl\.l Cf'ntl'r!i thrcHlq!lout ~;wi""dland; 

I"tt}\oJcv(!r rriorily tor r(~I)V;'ll :;L'1;~';ion!3 e,lll lJp qiv('\l to areas wlh·r.e 
intere~;t <lnr] enthusifl:'ifO arC' (~videnced. l\ttendance should be a 
rJartial mei1surc of this. Prioritization is recommended hecause 
chiefs in some c1reas hflve shown little interest either in 
co0gerating with neighhorinq chiefs or in development matters. 

Educational tours are intended primarily for chiefs and 
secondarily for tindvuna (seo below concerning women). The 
?ur90se will be to expand the horizons, motivate, and convince 
traditional leaders of the value of certain anproaches and 
~rograms. Examples of demonstration projects are Women in 
Development, l.ltrine construction, drdry farming, ond irrigation 
CarmineJ. 'I'our~, should last ,ln aVt~ri)(I0. of S-7 di1Ys. 

l\ fC'N chiefs \.Ji 11 b(~ selected once a yeur for tours (normally 
by rented bus) of illustrative 'Hojects in neiqhboring 
countries. Selection should take into consideration a chief'~ 

enthusiasm and motivation. 

For oither ty~e of tour, chiefs or tindvuna can be nickp~ un 
nt a F'l'C or other central training venue, and from there be bll!:i(~cl 

to one or more demonstration project sites. At least one full 
rlay should be reserved for debriefing at the training site, 
following an educational tour. 
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2. Particioants 
b 

I,'our cDtegories of piHticipal1ts arc.. rpcomml'ndcd [or vcHiollS 
ty?es of development training or orientation: chiefs and 
tindvuna, council (llbdl1 rlla) members, locdl committee chairmen or 
other selected committee members, and Zenzele or other women's 
associ~tion members. Training a??roach and content should he 
tailored to the particular group of trainees. 

3. Training Content 

As suggested elsewhere, training/orientation for chiefs 
should aim to generally acquaint them with new ideas, anproaches 
and programs in develo?ment and to motivate them. Form~tive 
evaluations and expressions of interest on the part of chiefs CF.ln 
determine the aprronrintcness of traininq in administration and 
management. 

Tindvuna are also executives in their own communities and 
thus could benefit from the awareness ~nd motivational oroqrams 
[or chiefs. In any caSl~, tindvuna mClY accom!Jany, or be fi0n!: to 
represent, chiefs in whatever orogram may be intended for the 
latter. 

'-IS executives with qre<lter direct, "hands-on" 
responsibilities than chiefs, tindvuna would benefit especially 
from trainin~ in administration and management. More active 
council (lihandla) members would also benefit from such training, 
with ~oecial emphasis on how traditional councils can coordinate 
community-wide activities related to develorment, raise money 
within the community, harrow money and keen it in a bank, 
mobilize labor, motivate oeonle, and the like. 

It should be remembered that there drc more than 400 senior 
tindvuna and a far ~reater number of lesser tinvuna and council 
members in Swaziland. The more active, pivotal, and motivated 
ones should be selected for training by their chiefs or by 
council nomination. 

'I' h8 rei sa] so ,\ r e 1a t i vply 1ur qe p 0 a 1 0 fro ten t i a I t r a i nee s 
c'l:nonq committee m(~lIIh0.rs c1nd chair;nC'n, 'Inti tlJrdr traininC) neods 
\oJould overlap to :jOIll(' oxll~nt ...lith those of council meml)(~rs. They 
would further b(~n0.fit from trnininq in how to orrJanize <1nd 
lTli)inLlin ,'1 committee'. And, of course', ~iJll~ci.::dizC'c1 topics such as 
diseuse ~revention, vegetable growing, resettlement, or 
handicraft marketinq would be of srecial interest to members of 
the committees concerned 'iJith such to;1icfi. 

A0<1in, committee members can he nominated for training by 
their chiefs and councils. 
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Jo'illdJly, vJ(JIOI:ll':i .I:'li(ll:i,ll!rlll Il\ef1l1H~rs Ilt-,,;!l! Inore of the :;orl III 
trClininq thpy have r8ceiv,~d from DOme!3tic ~~cience Demonstrators 
(DSD's) from the !lome Economics Section of the f1inistry of 
Aqriculture ~nd Cooneratives. nut the existing program needs to 
be expanded Cllld strcnqthened. r~ased on discussions wit.h the 
Ser,ior flome :':cono~nics Officer, as \olell as on findinrJs from the 
chiefs' :3urvey, tho foll0'/Jinq recommendations ,He orescnted. 

Then:' ~31l()uld he! [Iv'? ty')CS of trClininrJ activities for \oJomen: 

(1) con,ffiunity-IJil'C·rj triJininq covc'rinrJ most of the' subjpct 
{j r'~ a !.; 0 f horn e 0 c CJ n 0 en i c: :j Cl ncl 1e ,'1 <! i n CJ tot h(' f °n ncl t ion 0 f ,1 10 C c1 I 
Zenzele (jrou:); 

(I.) [ °1 I 0 'I/l1rJ () r ol1- rJoinq trrlinin'1' r-,ncourcl'Jempnt, rlnr1 
'lroblO,m-!;olvinrl for ,·xi~.t.inrl ':l(l:nr.'n!;' 'lr()u~,s \'Jhich hove no dirr'ct 
COlltact ',-lith ,'j iJf;I'. Oll"-'!'l'/ trilininq sC:lIIinars of this sort 
~.Il, )II I ,j t ,1 k f~ ',J de (' ,] t rrl~:hlJrJ.!lil '::f~nter:;; 

(]) Pc]llcdtion71J tour~; j'rJ[ ,,"'Ir?cter1 DFHtici,)iJnts to the ~'omen 

in Devr::lo')ment !)c:,j,-'ct: at ~itfontjr:ni and the thre8 sate~lite I'IIO 
~rojects in various ~arts of Sw~ziland. WIn officers can assist 
in SUC~l tri1inirl';, ;\~; Ccln tritiners fro~n other units of ~'lOAC as 
'1/011 a~; uth"r Ir.itli~;t:rip~;; 

(1) r.:~lllc,)ti()n..11 tOllrs, iJoth dOJnr?stic ;lnd fou"drJn, to vie"'l 
successful :1roj,_'ct!;--a!; ',lith chic'f:" abov(.'; 

(5) the inclu~3ion o[ 'd()~Cl(_'n :lartichants in development 
trainin<J for local cOI1l'nittt:" ~nGr,lhl?r~; at FTC's. Since women's 
3sso~ic1tions often r):leratl' in rrdative i~jolation from 
malt=-dorninatcd l')r.l"ll cO'1lrnitte r;:?[j, such joint training vlould helD 
develoD het~or coo~~rati()n bntween the various develooment ~rouns. 

Of the five recor'1.:1(:nrlnd tr,lininq aooroaches, only the fir;.t 
i~; currl?ntly in 0·)('r.1tion, '.-lith occiJsion.-l1 tr(lininq for Zenzr?l(? 
'n(,l11bcr" hl~irl'l ,1'1'-' i 1 ;11,)1' :t!- ',!(J:nr?n in [)t~vel()')rn('nt project r:l~nt('r:•• 

Curront trclininrl C()llt'f'nt CO'JC'rs a !Jro"d rdrllJG of tor>ic~., 

viz., nutrition, '!;lrd(l:linJ, chilrJ-reiJrinrJ, incorne-c!eneration, 
~1isease nrevention, :lCJ,llC'sl:f:,'lrl s,:mitaticn, ")ou1try and fish 
nroduction, IC:cld('rshi-, tr;linin(] and "co:mnunit'( r);utici')ation," 
budCJet i WI c"Inrl r:on,;u 'f1« r r~{ IUI::l t ion, \low to rnoh i 1 i 1.8 money rind 
1 il b 0 r, :n () r k r:~ tin'I 'J f ~) r () rl uc « ;1 nd h .-:J nd i c: r a [ l :., i I nd h 0 'il to Em r 0 J lIn 
1 i t erac y D r 0 IJ r a fTl s • 

Seve r a 1 Cl cl d i t ion .=t ] t r ,1 i n i nq to;) i c S 0 fin t I:! res t ;:J w:l r e 1(l 'J ;Hl Cp. 

to vlOm(~n (and lion) are tau(Jht only ;)t ;'JID-~Jtfontjeni, viz. 
shoemiJkinq, cand1ernakin r], sOclpmClkinq, be(~koenin(J, veqctl.lhle 
r::anninrJ nnd rlohy~lr'-lti()n, awl aooronriate techno]orJY. Exnansion 
of 'Ilomen'r; trdininrJ 'Ilill rf!'luiro il qrc'alor amount of traininq nt 
i'JID-lIt[ontji2ni ()!ld furthc?r traininq of trainers 'Ilithin the ho:r,e 
Economics Section of ~OAC. 
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I~adio and other mass medi<1 should be uned to encourarJe <Jnrl 
motivate women to carry out health and other development 
activities. posters, leaflets, booklets, audio-cassettes, and 
filmstrios should be specially develooed to sunport radio and 
face-to-~ace training efforts. Technical support in this area, 
~erhaQs from the Peace Corps, will be needed. 

One DSD who was trained in an AID-sponsored workshon in 
clevelopment communications in October, 1982, han been 
broadc~sting two weekly radio ,rograms desiqned for Zenzele 
women. These programs should be evaluated with the listening 
audience with the goal of increasing development-related radio 
programs for Zenzele women. 

4. ~mount of Training 

'1'[1(' followinq c.mnual f;ch"'(Jul(~ of I:raininlj is rccoml1ll?ndcd on a 
iJilot: basin: 

(1) MOAC Community Development Section 

-10 week-long workshops at central locations (i.c.,FTCs) ~ 

-25 one-day training sessions at local Inkhundla centers~ 

-5 educational tours within Swaziland, to be coordinated 
with the 10 workshops at FTCs~ 

-1 educational tour for chi(~fs to a nei'lhhorinq country.• 

(2) MOl\C llome Economics section 

-25 one-day training sessions at local Inkhundla centers~ 

-10 educational tours to WID or other orojrct centers. 
This may be coordinated with Community Development 

Section. 
-1 education~l tour for home economists and selected 

7.enzele le"lcl"~rs to a nciqhborin(] country. 



ANNf~X H 

SOCIAL SOUNDNESS ANALYSIS 

A manpower development project does not generally entail the 
" soc iocultural risks" of more typical types of development 
assistance projects. This is because there is little that is 
culturally obstrusive about sending host country students abroad 
for advanced education, other than the introduction and 
diffusion of new attitudes and values by returned trainees. 

To the extent that the present project is a conventional 
manpower development project, several quick observations 
relating to social soundness can be made. There is a perceived 
need on the part of the GOS and Swazis in general that properly 
trained manpower is necessary if national development goals in 
various sectors are to be realized. Buttressing this is the 
exceptionally high value Swazis place on formal education of any 
sort, but especially on university education. The direct 
beneficiaries of the project will be the approximately 195 
Swazis who will receive overseas training and the 1,600 or more 
who will receive some sort of in-country training during the 
life of the project. Of course a far greater number of Swazis 
will be indirect beneficiaries as a result of improved 
government services and institutional functioning. 

To the extent that the project supports advanced education 
for key individuals in the private sector, as well as 
U.S.-Swazil~nd linkages between training institutions, 
in-country training, and improved development communications, 
the number of direct and indirect beneficiaries will be 
considerably greater and the project's "spread effect" will be 
far more extensive. 

Education is associated positively with attitudes and values 
considered essential for social and economic change. 
Individuals trained under this project will transfer attitudes, 
information, new technologies, and modern practices to 
homesteads, rural and urban communities, and other Swazis. 
Also, educated Swazis working in the modern sector retain very 
close ties to their families in the rural areas and ~ct as 
social change agents in those areas. Traditional leaders and 
indigenous organizations in the rural areas playa significant 
role in opinion formation and social change. 

An improved sense of national self-worth, competence and 
Swazi control over the nation is expected to result from 
increasing the numbers of people receiving college and 
post-graduate training and moving into management positions. 
Women will be sought and encouraged to participate in the 
various types of opportunities provided under the project. The 
project will demonstrate that Swazis are ready and able to take 
over middle- and upper-management positions. It will also 
promote widespread, informed participation in a broad range of 
development activities. 
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Improvements in quality of educational attainment and 
training are expected to imp~cve the likelihood of other 
development activities being successful. Those people in 
government with advanced training can better understand the 
implications of alternative policies and development activities, 
are better able to evaluate them, and are less likely to be 
deceived by poorly designed proposals. Those people who go 
into the private sector will have the training needed to take 
advantage of opportunities they might not have noticed 
previously, thus improving chances of being successful, 
increasing earnings, and employing more Swazis. Institutional 
improvements brought about by the increased knowledge and 
ability of trained manpower and by the introduction of improved 
efficiency and new technologies through linkages with U.S. 
institutions and through the work of OPEX, advisory and 
technically specialized personnel are expected to improve 
productivity and promote equity in both the public and private 
sectors. 

Research in swaziland has also shown that, even if 
education--formal or informal--does not lead directly to job 
advancement or even employment, it has a significant impact on 
farming practices, health practices and other areas affectinq 
individual and national development. 

The most innovative and perhaps challenging component of the 
project will be the development orientation and training for 
traditional leaders and for members of (mostly rural) women's 
development-related orqanizations. Swaziland is nearly unique 
among nations in the survival of its traditional, monarchal 
sociopolitical system duri~g the post-independence era. Indeed, 
during the 16 years since Swaziland's independence, the 
monarchy, including the princes and chiefs that comprise and 
support it, has clearly held its own alongside the institutions 
of "modern" government such as the parliament and the cabinet. 
The current reorganization and expansiqn of the unique Inkhundla 
institution (see below) created by King Sobhuza II before 
independence will place more power--including responsibility for 
development matters--in the hands of the direct extensions of 
monarchical authority in traditional society, the chiefs. It is 
essential, therefore, that the chiefs play an informed and 
active role ill national development. Without their support, 
development efforts may be frustrated at every point; with their 
support, development efforts tenrl to enjoy broarl popul~r 

enthusiasm and the active participation of larlJe numbers of 
Swazis. 

It may also be pointed out that whatever shortcomings may be 
attributed to the Swazi traditional system of monarchy by those 
measuring it against a scale based on democratic values, it has 
broad, popular support and it has ensured peace, stability, and 
relative prosperity since at least the beginning of this century. 

\
~v
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Direct U.S. involvement in the part of the traditional 
sector that involves traditional roles of authority has never 
been attempted, thus it may be expected that questions of 
cultural feasibility, and perhaps of U.S. aims and goals, will 
arise. The results of the AID-sponsored chiefs survey and 
related investigations presented in Annex G may be regarded as 
an extended justification of the need for, and sociocultural 
feasibility of, development training and orientation for 
traditional leaders. In the present section, relevant 
background information will be presented on community structure, 
leadership roles, development activities at the local level, and 
the Inkhundla institution. Finally, social soundness 
considerations will be summarized. . 

~unity structure and Leadership Patterns 

Swaziland lacks villages in the usual sense of the term, yet
there are clusters of dispersed, extended-family homesteads that 
have a clear sense of belonging together and coming under the 
authority of a recognized leader. The smalJ9st significant unit 
of this sort may be called sifundza. We will refe~ to it as 
local r.ommunity, or simply community, although Hughes and others 
have used the term ward.ll] Community in Swaziland can best be 
defined as a group of homesteads that fall under the undisputed 
authority of a chief's deputy (indvuna). Such communities are 
~amed, have a degree of internal organization, and have more or 
less definite boundaries, although disputes over boundaries and 
leadership do periodically occur. Unless a chief's area is 
quite small, several local communities typically make up a 
chiefdom, that is, the total area and population that comes 
under the authority of a chief (sikhulu, shifu). 

A chiefdom (sive) also has rather well-defined boundaries, a 
relatively standaro-internal organization, and it is recognized 
as a local governmental unit by the Swaziland government (2]. 

Bearing in mind that a small chieftaincy may consist of a 
single local community, while a large chieftaincy may comprise 
7-8 distinct, named communities, each with its own indvuna, it 
may be convenient to think of the "averageCI community as 
consisting roughly of 65 homesteads with 10 de jure inhabitants 
per homeatead. There may be an average of 4 communities in each 

1. Hughes, A.J.B., "Land Tenure, Land Rights and Land 
Communities on Swazi Nation Land: A Discussion of Some 
Interrelationships Between the Traditional Tenurial System and 
Problems of Agrarian Deve10pment," Institute for Social 
Research, University of Natal, 1972. 

2. Ibid, p. 102. 
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of the 219 chieftaincies in Swaziland [3]. Such estimates are 
consistent with impressions gained during fieldworlt, although 
the average size of a homestead has been established more 
precisely by recent surveys. These estimates also yield a total 
population of 569,400, which is not far from the total ethnic 
Swazi population of Swaziland established in the last census. 

Formal leadership at the local, as opposed to national, 
level consists basically of chiefs, deputies (tindvuna), members 
of the council (libandla) of both chief and deputy, and chief's 
runn8rs (bagijimi). Chiefs have delegated authority deriving 
from the Regent, and they in turn delegate authority to deputies 
and runners. Chiefs are hereditary, although some choice exists 
in designating a chief if there are several eligible males in 
the same immediate family. Likewise, tindvuna may be hereditary 
in some areas, even though they are appointed by their chiefs. 
At least in some areas, the same families tend to produce the 
local deputy. 

Decision-making tends to be "top-down" and chiefs certainly 
exercise a great deal of authority in their aredS of 
jurisdiction. Deputies may also exercise quite a bit of 
authority in their local communities, especially if they are 
situated far from the chief and they are respected elders in 
their own right. 

Both chiefs and tindvuna are expected to reach decisions and 
exercise aut~ority with-the advice and consent of their 
respective c~uncils. The term great council (liband1a 1enkhulu) 
may refer either to the chiefs', as opposed to the indvuna's, 
council of advisors, or it may refer to "an open forum where 
every adult male in the chiefdom is entitled to air his 
views."(4] The small council (libandla lencane) may refer 
either to the indvuna's council of advisors, or to the inner 
circle of the chief's advisors who meet privately to debate 
issues before they are presented to the great council for formal 
ratification. 

The indvuna's council deals with problems affecting the 
local community, including the settlement of disputes and the 
adjudication of most criminal offences. The councils of both 
chip-fd and deputies may deal with development-related matters 
such as new agricultural techniques, planning the construction 
of a clinic, or discussing the need for a protected water 
system. Co~ncils are typically involved in various types of 
preliminary planning. Once decisions have been made, council 
members may decide on the formation of a specialized committee 

3. The current (undated) list of chiefs from the Office of 
Indvuna yeTinkhundla yields 219 chieftaincies. 
4. Hughes, Ope cit, p. 103. 
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to carry out functions such as purchasing and storing 
fertilizer, choosing the site for a clinic, or raising money for 
the construction of a water system. 

Once several development-related committees are functioning, 
the chief's or deputy's council oversees and coordinates the 
various activities of the committees. However, councils vary 
considerably in the degree to which they oversee such activities. 

Extension workers, headmasters, or other officials may 
address a council on specific topics, such as the need for a 
protected water system or the need to expand school facilities. 

A council may take out a bank loan for a project involving 
the community. The council may also decide how much money needs 
to be raised for a project and then oversee the collection of 
contributions from (ideally) each homestead in the community. 

Chief's and deputy's councils are typically composed of the 
important elder men of the community. They may be appointed to 
the council by the chief or deputy, or they may be elected by 
popular vote. In some communities all male homestead heads 
(banumzane) are members of the council. In addition to those in 
formal roles of authority (chief, deputy and chief's "runner"), 
those with royal blood and long ties to the local area tend to 
be the importallt men of an area. 

Women usually sit to one side of a council meeting and do 
not participate, even though they may listen and may be 
consulted by the counci~ men on specific issues. Mourning 
widows must avoid public meetings altogether. 

As noted in Annex G, chiefs vary widely in the extent to 
which they oversee their councils and exercize authority in 
general. Furthermore, chiefs seem to differ somewhat in the 
amount of authority available to them. For example, a chief who 
is also a prince (umntfwanawenkhosi) tends to be more powerful 
than non-royal chiefs--at least in relation to the monarchy. In 
fact some prince-chiefs are said to be in quasi-supervisory 
positions over non-royal chiefs of their area.' On the other 
hand, non-royal chiefs may be the heads of former "tribal" 
groups as well as clan heads of their areas, going back to the 
time before the Dlamini clan ~onquests. These chiefs may have 
great ritual and mystical significance to people within the 
local chiefdom. 

In any case, government at both the national and local 
levels is ideally based on consensus. A chief is expected to 
reach decisions only with the advice and consent of this 
council(s). Thus the great council and inner council (the 
latter sometimes referred to as ]usendvo or li9090 if comprised 
solely of the chief's clan) serve as a check to the chief's 
authority. 
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The traditional kinship system also provides certain checks 
and balances to the chief's authority. For example, the 
first-born son of the first wife of a chief's father is called 
the 1isokancanti and he may serve as a critic of, as well as an 
advisor to, the chief. The 1isokancanti himself is by tradition 
ineligible to become chief. 

Turning to the chief's deputy, it should be noted that the 
term indvuna can be used in several different senses. There is 
the senior indvuna (indvuna lenkhulu) of the nation; there are 
those of royal vIllages whose status is equivalent to chiefs', 
those of the tinkhundla or regional councils of chiefs; or those 
of the emabutfo or. royal regiments. Even the tindvuna of chiefs 
seem to be of at least two kinds: the senior lndvuna who stands 
in for the chief and has delegated authority over the whole 
chiefdom and, if the chiefdom comprises more than one local 
community, the indvuna whose delegated authority does not extend 
beyond the local community. 

The former type of indvuna is perhaps better translated as 
counselor or officer; chiefs' tindvuna are referred to as 
deputies in this report in order to avoid ambiguity. Deputie~ 
~o most of the "hands on," daily administrative work of an area, 
while the chief provides overall direction and coordination. 
The chief's runner performs tasks tor the chief such as 
collecting fines, enforcing the law, and relaying personal 
messages. 

Non-formal, traditional local leadership may include 
tr4ditional hOdleru dnd imiaumphe. Trllditloni:Jl henlers lIro 
themselves hierarchically arranged in some areas. They are 
influential in health and spiritual matters, and sometimes in 
political matters. The imisum~e of an area are also 
influential; they are the "natIve son" elders with deep 
geneologica1 roots in a community and with wide knowledge of 
local history and customs. Imisumphe have responsibility for 
determining the relocation of homesteads in parts of Swaziland 
designated as Rural Development Areas. 

People in non-formal, non-traditional roles of influence may 
include local committee members, church leaders, headmasters, 
civil servants, and businessmen, especially if they were born in 
the local area. 

It appears that development-related committees are a 
relatively recent phenomonon in Swaziland. A 1983 survey of 10 
rural communities revealed the following types and numbers of 
committees: school (10), women's/Zenze1e (10), farming (8;, dip 
tank (7), health or clinic (6), market (6), communal gardening 
(3), RDA or resettlement (3), water (3), shed (3), Rural Heal th 
Motivator (2), roads (2), telephone (1), electricity (1), and 
Red Cross (1).[5) A separate study of 8 rural communities 

5. Green, E. "Community Mobilization for Health and Development 
in Swaziland," Health Educ~tion unit, swaziland Ministry of 
Health, 1983. 
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conducted during the same year produced a comparable inventory 
of development-related committees, the major difference being a 
finding that only three of the eight communities had a women's 
committee. [6] Although reliable baseline data are not 
available, it seems evident that committees are on the rise in 
rural areas and it would follow that the influence of committee 
members is growing. Indeed, in the 1984 chiefs survey (see 
Annex G), a number of chiefs designated local committee members 
as the most active and effective members of their communities, 
and as those who would benefit most f~om development trai~ing. 

Lastly, it can be noted that Swazi polity and society 
exhibits a curious blend of authorit~rianism and 
egalitarianism. A chief may be delegated supreme ~xecutive 
powers within his chiefdom. But he may be reluctant to exercise 
power for fear of encountering resistance among his subjects, or 
of losing prestige or popularity. Many chiefs are known to seek 
treatment from traditional healers in order to mystically 
enhance their leadership qualitites and their overall image or 
"presence" in the eyes of their subjects. 

Traditional monarchies are characterized by centralized 
decision-making and general authoritarianism. It is more 
difficult to account for anti-authoritarian or egalitarian 
values that at times are clearly evident among Swazis. P~rhaps 

decades of labor stuggle on the part of Swazis working fo~ South 
African mining companies and for foreign-owned companies in 
Swaziland has helped develop a questioning attitude toward 
authority as well as a keen sense of equity and fairness among 
at least Swazi men. Experience in the age-grade regiments 
(emabutfo) may also promote egalitarian values, since all men 
are said to become equal when with their regiment. 

The Unique Institution of Inkhundla 

The Inkhundla structure was established by King Sobhuza II 
in the 1940's to mediate between the level 'of chiefs -- for all 
practical purposes the lowest administrative level of government 
-- and the Swazi National Council, the supreme administrative 
body of the traditional government under the Regent. The nation 
was divided into 40 Tinkhundla (singular: Inkhundla~ lit., 
"meeting place"), or regional councils of chiefs. In this way 
the central government could communicate with groups of chiefs 
without having to contact each of the more than 200 Swazi chiefs 
separately. And chiefs could express their interests and needs 
on a common, regional basis without having to go directly and 
individually to the central government. 

6. R. Tshabalala, "Community Participation in Water and 
Sanitation and Clinic Construction in Swaziland, " dissertation 
submitted for the Degree of Master of science in Community 
Health in Developing Countries, University of London, September 
1983. 
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The Tinkhundla also form the basic electoral units for
 
parliamentary elections. Following the October 1983 electionR,
 
but originating presumably in the Liqoqo(Supreme Council of
 
State), changes in the organization of the GOS began to be
 
implemented. The Office of the Indvuna yeTinkhundla is
 
currently being given more responsibility in district or rural
 
administration. It appears that this office will playa great
 
role in mediating between the traditional and modern
 
institutions of government.
 

The Tinkhundla system is headed by a governor, or Indvuna 
yeTinkhundla, whose office is in Mbabane. The office has 
ministerial status--including a principle secretary; and it 
reports directly to the office or the Prime Minister. Several 
functions of the former Ministry of Home Affairs are now in the 
Tinkhundla portfolio. 

The new responsiblities of Tinkhundla in rural or regional 
administration reflect current GOS policy of decentralization. 
A somewhat different approach to development activities has also 
been planned. In its simple and ideal form, a chief-in-council 
(i.e., in consultation with other notables in his chiefdom) will 
identify development needs at the local level. Proposals will 
be discussed among small groups of chiefs at the local 
Inkhundla, and will then be presented as an Inkhundla proposal 
to the regional council. There is one regional council per 
district, comprised of regional councillors and headed by a 
Regional Secretary and ultimately by a Regional Administrator. 
Regional councillors are elec~ed officials; there are two from 
each Inkhundla, approxim~tely 20 per district, and a total of 80 
in Swaziland. During national elections they serve as the 
electoral college for choosing members of Parliament. 

Development proposals are forwarded from regional councils 
to the national Tinkhundla office by one of the four Regional 
Administrators. However, efforts will now be made tb handle the 
problem or request at the regional level, or lower. Such 
decentralization seems to be intended to encourage greater 
self-reliance at local levels, thereby reducing demand for 
services on the national government. The system is also 
intended to encourage participatory planning in development, 
since proposals will "bubble up" from local chiefdoms. 

Swaziland's four districts have been renamed "regions." The 
Regional Secretary will have most of the actual "hands-on" 
administrative duties of the region. The local project chiefs, 
extension worker supervisors, and others that comprised the 
former District Teams, will now advi~e the regional councils, 
but i. t seems as if "c i vil servants" will play a somewhat 
diminished role in their capacity as advisors to the 
locally-elected regional councillors. 
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Because of the need to explain the new GOS approaches to 
rural administration and development, the Office of Indvuna 
yeTinkundla is particularly interested in the expanded program 
of training and development orientation for. traditiunal leaders 
that will be supported by the project. This ~8 e8pe~ially true 
because chiefs will have increased power and re~ponsibility in 
identifying development priorities and for guiding dnd 
coordinating development projects. 

Schematic Representation of New Indvuna yeTinkhundla Structure: 

Office of Prime Minister 

National Office of Indvuna yeTinkhundla 

Regional Administrators 

Regional Secretaries 

Regional Councils, comprised of 
about 20 regional councillors each 

40 local Tinkhundla, coordinated by 
local Tindvuna yeTinkhundla 

Chiefs-in-Council 

to Develo ment Trainin 

As documented at length in Annex G, there is a clear need 
for, and ~t least a 16 year history of, development training for 
traditian~l leaders in swaziland. Furthermore, chiefs (and by 
implicati~n, other local leaders) have expressed a clear 
interest in development training--in fact they have provided a 
mandate as well as guidelines for expanding the current training 
program of the MOAC. Thus there should be little question of 
the sociocultural feasibility of conducting such training in 
Swaziland. Of course, cultural constraints could arise in 
connection with particular innovations espoused during the 
course of training, but these cannot be considered here. 

A few of the most traditional chiefs and other leaders may 
chose not to participate in training activities because of 
suspicious or negative attitudes toward what we have referred to 
as develo9ment. Such attitudes may result from unfavorable past 
experiences with development projects, from perceived threats to 
the chiefs' authority from new programs or projects--including 
the presence of government officials or new committees in their 
chiefdoms--or from anticipated negative impacts of new programs. 

However, it may be expected that attitudes of suspcious or 
recalcitrant chiefs will begin to change as schools, clinics, 
protected water systems, and irrigated gardens appear in 
neighboring chiefdoms. Demand for development 
training/orientation, already relatively high among chiefs, 
should increase as the program expands and becomes more 
effective in sti~ulating rural development. 
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sensitivities might arise over the involvement of u.s. 
funding and an American technical advisor in attempts to 
influence the attitudes, behavior, and leadership role of 
traditional leaders. However, plans to expand the existing 
training program have been coordinated with GOS officials and 
with traditional leaders themselves. The Community Development 
Section of MOAC will continue to have responsibility for the 
generally successful (if under-financed; trai~ing program it has 
been conducting for 16 years. And a GOS interministeria1 
steering committee, which will include NGO representation, will 
guide, monitor, and generally oversee training for traditional 
leaders during the life of the project and hopefully beyond. It 
can also be noted that the nritish Ministry of Overseas 
Development briefly supported development training for Swazi 
chiefs in the late 1970's, apparently without raising 
nationalist sensitiv~ties. 

Regarding the sustainability of project benefits, it is 
expected that project-supported periodic evaluations of the 
expanded training program will demonstrate the value, including 
the cost-effectiveness, of training and orientation investments 
for traditional leaders. The establishment of a new civil 
~ervice position for a Community Leadership Speci~list by the 
end of the project's third year will be concrete evidence of GOS 
commitment to continuation of the expanded program. It is also 
expected that the GOS will assume the increased recurrent 
expenses of the expanded program after project support is ended. 

Comments made toward the beginning of this annex about the 
diffusion or "spread effect" of benefits from education hold 
particularly true in the case of development training for 
traditional leaders (and for women, see below). Training inputs 
in the traditional sector, especially when directed toward those 
with traditionally-recognized authority, will increase the 
likelihood that a wide variety of health, agricultural, family 
planning, and other development projects will succeed. Success 
of such projects will directly improve the quality of life of 
the rural poor. 

Women, since they outnumber men in rural areas, will be 
among the primary indirect beneficiaries of an expanded training 
program for traditional leaders. However, women are more than 
passive beneficiaries. By all accounts, including those of many 
chiefs, women tend to be especially active and interested in 
programs or innovations that will improve their life and that of 
their family. Moreover, Zenzele ("Do it yourself") women's 
associations tend to be the most sustainable of rural 
organizations, even though they tend to have relatively little 
contact with extension workers. Zenzele associations are 
multi-purpose, often covering a broad range of development 
activities such as sanitation, nutrition, gardening, family 
planning, income-generating activities, marketing, and the 
like. They are among the most widespread yet under-recognized 
local development groups in Swaziland. . 
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Th~ experience of home economists, as well as recent 
community-based research, has shown that women are generally 
eager to join Zenzele or other development groups. However, 
lack of female extension workers, combined with a certain amount 
of disinterest in "women's affairs" on the part of the more 
numerous male ~xtension workers, has meant that women's 
organizations have had to struggle to achieve their goals 
largely on ~heir own. 

The expanded training and motivation program for women's 
organization members supported by the project should result in 
greater participation of rural women in Zenzele organizations, 
based on their past record of participation, and in the greater 
effe~tiveness of the organizations. 

Rural women and their children will directly benefit from 
the training and motivational inputs. since they have major
responsibility for most homestead activities, including 
agriculture in many cases, women better trained in development 
matters should have a far-reaching, beneficial effect on the 
overall quality of life in Swaziland. The combined training 
programs for traditional leaders and women should foster 
improved cooperation between women's and other 
development-related organizations at the local level, thereby 
increasing the effectiveness of all such groups. 

Finally, more enlightened mothers will pass their knowledge, 
practices and attitudes on to their children, thereby 
contributing to the education of a new generation of Swazis. 

Evaluations during the life of the project of the 
effectiveness of the expanded program for women should convince 
the GOS of the value of assuming the relatively minor costs of 
sustaining the program after the end of the project. 
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FXNANCXAL AND RECURRENT 
BUDGET ANALVSl:S 

ThR first section of this .nalysis look••t the 
macroeconomic financial situ.tion of the Gov~n-.nt of Swazil.nd 
(605). Thi. section di.cu.... th. growing fin.ncial prObI... of 
the 60S .nd it. pos.ible inability to ...t projected expanditur. 
n.eds ~ithout l.rg. incr....B in debt. Whil. the debt .itu.tion 
i. better than mo.t oth~ countrie., • potenti.lly difficult 
situation could .oon develop unle•• there i ••ith.r i~roved 

control over spending Dr .ddition.l taH••• Donor-a••i.ted 
development project. which ••k. aub.tanti.l r.current Dr c.pital 
dRMAnd. will .Hacerbate the .i~u.tion. BOB funding of such new 
projects .nd progra•••ay be at the eHpen•• of on-going progra••• 

The second section Analyze. the eos· capital and recurrent 
budgets over thR pAst few yeara by functional cla••ification. 
There ha& been little corr.lation be'tMe.n the aMOUnt. which Mere 
planned for capital spending in the Third Fiv. V.ar Plan .nd the 
a~ount. included in the ye.rly budget allocation.. There i. 
similarly little relationMhip betMeen budgeted .pending .nd 
actual .pending. The c.pital budget ha. uau.lly been und~apent 

and the recurrent budVet ov.....p.nt. Not onl y i. th..... • large 
variation bet~ functional it•••, but alao there i. wid. ye.r­
to-year variation. 

Education and tr.ining are the dc.inant uuers of recurrent 
budget MOOies~ con.ist~tly spending 2~~ of the recurrent budg.t. 
In e~ch of the l ••t thr.. y••r. there h•• been a lS1- ov....spending 
of the recurrent budget. The proportion of the budget going to 
each functional grouping ha. also been reasonably constant since 
1978/79 with only spending on .ervicing the public debt 
increa~ing &ubstantially. A World Bank study showed that in 1978 
Swaziland spent a high.... propor~ion of its recurrent budget on 
education than all but three sub-Saharan African countri ••• The 
improve.ents in ~he adult literacy rate and the near achiev-.nt 
of universal primary education reflect the acca.pliah.-nt. of the 
government; the declining pa•• rat. on the Junior c.rtificate and 
Cambridge "0" level exa••, however, reflect. the grDNing prObI_ 
of the quality of .ducation. That it takes 12.6 year. to 
complete 7 y.ars of primary school reflect. the high~ than 
nsce~sary cost. of the pri.ary .chool .yat••• 
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Th~e 15 A decre••ing .-ph&s1. in the capit.l budv.t an 
&pending for industry and mining (such a. financial support for 
foreign firms intare&tQd in locating in Swaziland). Transport 
and communication~ receives th~ largest proportion of the capital 
budget, and, of the major uaers of capital fund., it has had the 
fastest growth and is thR only one whoQa growth ha. b.-n gr.atRr 
than inflation. Capital &pending on education and t~.ining has 
varied from year to y.ar and was particularly high in 1980/81 and 
1981/82. For nearly ell functional categorie., imple.~tation 

difficulti •• have ..ant that the a~ount actually .pent was both 
le&. than the amount propoaed in tt.e Thlrd Plan and Ie•• than the 
amount in the annual budget. On aV8rage, only 47% of the capitMI 
budget has actually been &p~nt. The capital &pending on education 
has led to a situation where the country poases • good 
Infrastructure for education and training. 

The overall conclusion of thia analy&iv. is that the 
6overn.ent and people of Swaziland have ahown by their actions 
that they value education very highly. Thi. project dc.a .aka 
sub.tantial financial demand. on aovern..nt revenue, .ainly in 
the form of .alariea, air-far•• for participant. going ovQrseaa 
for training, plus per diem and tran.portation for in-country 
training. 

Pa.t experience, however, ha. d••onstrated thAt the aDS i. 
willing to ..et it. obligations for ov.r•••• training, although, 
it ha. had difficultie~ in the past with ..eting it. obligations 
for other proj.ct spending. The l.ck of ade~uate budgetary 
proces.e. and planning Make. it difficult to rely on agr.e~ent. 

on prOMised apsnding being tran.lated into future budget. without 
frequent donor intervention. The project .anager will probably 
have to remind the government of it. fin.ncial commit.ents. 

pa~. 2 I~ 
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PART :J: 
Q~B84:b QY~!8BY EBgm:~ !M ~~!b~ 

Swaziland ia 90in9 ~hrDUgh a difficul~ economic p~iod. 

A~ pr•••nt the .ff.c~. of the NOrld r.ce.sion ar••~ill being 
felt and all the .~jor exporting indus~rie. ar. having probl ••• 
salling their output b.cause of reduced d..and NDrld-Mide and in 
South Africa. Da~age to road and bridge infra.tructure caused by 
~ cyclone which &truck the country in late January 1984 will make 
large demand& on the governaent capi~al budge~ .nd force large­
wcale rearrange.ents of spending. 

The Swazi government·. fi.cal year begins April 1. Table 1 
presents infor.atien on actual revenue and ex~enditure& for ~he 

period beginning with the Third Plan (1978/79) and including ~he 

proposed 1984/85 budget. 

TABLE 1 
REVENUE AND EXPENDITURES FOR GOVERNMENT OF SWAZILAND 

1978/79 - 1983/84 
in million. of emalangeni 

itN 1918/9 1979/80 1980/1 191112 1982/1 i91314 1994/5 V.II nt~ 

uri. HlIpt 197119 to 
REVEIlUE IMIlIgft 1914/5 

~tn 12.7 11.1 15.7 18.0 18.4 27.0 20.7 1.11 
Til Oft l..ivi...15 10.B 12.2 17.1 20.1 20.2 21 •• 25.1 11.11 
Cot.- Uaillli 54.1 74.2 lilt.I 62.7 117.6 120.7 130.4 14.01 

6.3 7.9 13.4 12.1 1.4 0.0 0.0"lI¥y
SlIII Tn 10.0 
lit..... 14.7 14.1 20.9 16.1 19.1 20.1 21.4 6.41 

total r..- ".6 126.2 153.9 129.1 176.7 190.0 207.8 11.41,r.5 5.7 7.2 9.4 4.4 5.4 5.1 ••4 -3.21 
TOTAl IlEVEIH t 6U11TS 104.3 133.4 1".3 134.2 182.1 195.1 214.2 iO.81 

SfElDIIli 
Rocwn-t 5piHi.. 59.2 115.3 84.5 IM.l 124.0 135.5 144.9 ' ••21 

lof .id ptr~1l U2.BI (34.9) (45.91 .59.2) (66.6) 174.(1) (15.2) U1.01) 
Capihl s,.li.. 14.8 '5.9 57.7 73.1 72.4 72.6 11.8 ~.n 

TOTII. SPEJlDIMS 144.0 131.2 142.2 112.2 196.4 208.1 216.7 8.81 

8AlA11:E t...lthll for -19.7 2.2 24.1 -48.0 -14.3 -13.0 -2.5
 
_ficiU
 

NOTE: All p'lIlrth rat.. It. 1000-linHr .,.. nt.. .ai.. III ••tI pailli. 
SOURCE: Gov.rn••nt of Swaziland, E~tt~ El~! ~!tt Etl~, 1984 (not y.t publilh.dl. 

S~.azililnd"& bl~dgllt1:ary position haa r ••ained fairly .table 
during thQ paat f.w year&. Revenu. has been greater ~han 

recurrent spending in .vRry year since 1977/78. Thua, the 
govlitrnlMtnt ha," been able to ..ake IaOMe local contribution to the 
capital budget. In both 1979/80 and 1980/81 out.ida a.si.tance 
resulted in overall budgetary .urplu&es. External borrowing by 
the Govwrnment ha. exceeded financing requireaent. in .everal 
years, and the Gov.rnMent. h•• b..n able to r ••ain a nlt't credi~or 

with r ••p-et to the dOMe.tic banka. 

In 1978/79 and 1981/82 the Governaen~ experi~ced .izeable 
overall budget deficit. equal to 1470 and 8Y. of GOP. The 1978/79 
d.ficit was becau.. of larg. inve.taent& in infra.truc~ure ~nd 



indus~ry (&ou~h~n rAil link, ~hird auvar .ill, ""Jolt Da. and 
Lozi~hA B~a~. Hou••>, ~h. 1981/82 d.fici~ Na••••~~ially cau.ed 
by A .hArp d.cline in r.v.nu. (r.lated ~o ~h. cu.~a.. union) and 
~ significant incr.a.e in eMpendi~ur.. a • .acia~ed with the for.., 
KingPs Diamond Jubilee. The 1978/79 deficit WAS financed by 
inr:re.a&&d externoal borrowing •••hila the 1981/82 d.ficit 

p
necessitoat~d a subS~Anti.1 dr~w-down of the Govern-.nt • bank 
deposit•• 

During the period fr~ 1978/79 to 1983/84 revenues hav. 
grown by slightly les. thoan the inflation rate. (Price. increA.ed 
on ~verage by 13.4Y. per year. Thus, there has b.en A .light 
nugative real growth in revenue, a lArge reduction in real 
capi~al spending And a real incr.A•• in recurrent spending 
(especially spending on personnel.) The n-vativ. growth in 
capital spending is p~rtly becauae of impl..-ntAtion difficulties 
and the comple~ion of large capi~Al project. in 1978/79. Th. IHF 
not.d in 1980: 

liThe Acc.llitrAt.d ~"ace of public invn.tlHWlt spending, 
pArticulArly in 1978/79, brought to the surfac. a nuMb~ 

of we.akneQ.uli in budgst forlftUlation, ex.cution, .nd 
control, due largely to a shortage of trained .anpower. 
Fiscal disciplin. wau al.o b.ing threatened by th. growth 
of sxpendi~ure commitmen~s not subject to budgetary 
scrutiny, litspecially thoae ari.ing from the provi.ion of 
govsrnment gu.arilnts&s to .nterpri.e. out.ide the effective 
control of the Government." 

The 1981 8~g~~ e~ ib~ ~~~~~ ~~~~! for the financial 
ye.ar ending 31 March 1981 noted continued 1I~~ission., .iaposting 
and failure to .aka propRr bank reconciliation, balAncing of cash 
books and general check up of liabilitie., a.sets, depo.it. and 
capital .accounts." The report providea .xa-.ples of overbillings, 
excessive cost overruns, fraud and que.tionAbl. wMpenditures. In 
the 1984/85 Budget Speech the Minister of Fin.mee said "I a. 
deter_ined that during my tenure of office, a prop~ and 
efficient system of finAncial manage..nt and control will be re­
.atablished••• Any principal .ecretary f~iling to ob~v. the 
corr.ct procedure. for control of fund•••• Nill be con.idered for 
surcharge und.r the FinAncial Act." [Th. FinanciAl Act per_it. 
the Mini.ter of FinAnce to charg. ~he Princip~l SecretAry for 
overspending. ] 

The situ.ation h.aa been RMAc~bAted by fluctUAting Custa.. 
Union receipt&. The y.ar-to-year growth r.te .inc~ 1978/9 has 
been +37.2Y., +17.0y', -27.8%, +87.6Y., +2.7X And 8.0X. Th. l.vel of 
CUlita.S Union receipt. is known in Advance but the 60S haa been 
unable to adjunt sp.nding or other tAMes to Acc~ate chAnging 
receipts. In the past the Govern_ent h~s had oa~le funds in 
reserve to handle the fluctuating receipt•• 

Pprsonnel expenditures hAve t.ken ju.t over h.lf the total 
rwcurrent spending sine. 1978/79. The incre.se in the debt 
outst.nding is r.flect~d in public debt aervic. pay~~t. which 
a_ount.d to 2.1Y. of the 1978/9 recurrent bUdg.t and grew to 10.7X 
of the r.vi ••d ••ti~.t. of 1984/S recurrent sp.nding. 

In the l ••~ thr.& y••r. only rec.ipt. fro. the Cu.ta.. 
Union have incr••••d. Coll.c~ion. fra. .11 o~h~ ••jar tAM•• h.ve 
dropp.d or b.en .t.gn.nt. H.d i~ not been for th~ l.rge 
incr••••• in Cu.tom. Union receipt., ~h. defici~a would h.v. b.~ 
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unManag.able. Th. 60S dr~ dONn on it. bank depo.it. to fund 
r-e8nt deficit•• Th. VDY~n.-nt had a n.t cr~itor poaition .ith 
the ltCona.y of E44.4 .Illion in ttarch 1978. Thi. ro.. to E6:'S.7 
.11lion in "-rch l~BO but h•••inca f.llan to E14.6 .illion in 
Dec.IIb.- 19113. 
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t1~TH AND YEAR 

The oov..-n~t no lanv-r ft•• the caah r.~v_ to fund 
deficit, and ....t incr.a.ingly barrOM to _t it. capital 
requir._nt•• Total tneternal public and pUblicly guarant.~ debt 
stood .t E99.4 .illion at the .ld of March 1979. By the end of 
the Third Plan in March 1993 it had riaen to E187.S .il1ion. 
Much of the increa•• in the dR1~ .a. cauMtd by barrDMing. far the 
third .uoar .ill, .outhern rail link and ather laroe capital 
proj.ct.. Th. debt i. incr.a.illgly DMed to international 
organization. at higher inter••t rat•• and .ith aharter grac. 
periodlO than bilat.....al loan. Mh:Lch uaually have conc.li.ional 
el.fIMIfltli. 

Only E16.6 .illion of thll currently aut.tanding debt .a. 
borrOMed at co_ercial rat_ fra. ca-ercial b."k•• The balance 
ilO OMed to international organization. <..inly the World Bank and 
African D.v.lop-.nt Bank/Fund) or to foreign govern-.nt. <Mainly 
the lJI( and ....t a.r.any). TMenty-nin. percent of the debt i. DMtId 
by public enterpri ••• and a. auch Mill only involve a burden on 
the govern.-nt if tho.. enterpri ••• ar. unable to ..et th.ir 
cOflMlti t ....nt•• 
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TOTAl. PUBLIC AND PUBLID..V GUARANTEED DEBT 
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HONTH AND VEAR 

Th. OVIIrall dtlbt .i tuat ian in the country i. vfllrY good, 
especi all y 1lIh." ce-pared to oth... countr i _. Thw trend 
indicata., howevor, that possibla difficultia. ara developing. 
Whila the current ratio of debt servica pay.ent. to aKport. i. 
~till very low, just over 6.5y', it wa. only 2.2X at the beginning 
of tha Third Plan. In 1980, tha debt aervice ratio for all aub­
Saharan countrie~ averagad 28.3%, and for all Middla inLo.­
countries it averaged 20.7%. Similarly debt .arvicing took 2.1X 
of total govern.ent rllCurrent ~panding at the bltginnirlg of the 
plan pariod, but 10.7% uf total ••ti••tad r.~urr."t spending in 
the 1984/85 budget. Debt is nON 29.S~~ of GOP, cOMpared to 15.6% 
at the beginning of tha plan period. In 1981 countria. wi~h a per 
capital inco.e comparable to Swa~iland~s had an axternal debt 
that was 36.3Y. of GNP. 

For the Fourth Development Plan (1984-1989), the 
govarn.-nt has projactad receipts and axpenditur•• m.~ 



TABLE 2
 
REVENUE AND EXPENDITURE FORECASTS FOR GOVERNMENT OF SWAZILAND 

1985/86 - 1989/~0* 

in millions of current e.~l~ngeni 

1985/6 1986/7 1987/8 1988/9 1989/90 

REVENUE 
Individu~l ~nd Comp.any T.ax 55.3 59.2 64.5 69.9 76.0 
Customs Union 134.7 151.6 170.0 182.9 204.8 
S.ales T~x 11.1 11.9 13.2 14.4 15.9 
Other 43.4 46.6 51.6 56.6 62.5 
TOTAL REVENUE 224.4 269.3 299.2 323.8 359.2 

SPENDING 
Recurrent spending 15~.8 172.1 187.5 204.8 222.5 
Capital Spending 98.5 110.0 125.4 133.7 152.4 
TOTAL SPENDING 256.3 282.1 312.8 338.5 374.8 

DEFICIT -11.9 -12.8 -13.7 -14.6 -15.7 

* Estim.ated by the GOS/USAID Econo.etric Forecasting Hodel. 

Originally the model WAS run without conatraininQ the 
magni tudliP of the def i ci ts. However-, th.at ahOWlltd that the 
deficits would be growing to over EI00 Million by 1989/90. The 
Govern~liPnt felt that this wa. too large and instead a decision 
was m.adliP th.at the .annu.al defici~s could not be greater th~n 

EI0 million in 1983 emal~ngeni. C.apital spending was restrained 
to force the deficit down. 

Infl.ation is expected to average around 9.8% per ye.ar. 
Real economic growth is estimated to be no .ar11iP than 2.3X per 
year during the Fourth Plan period. This i~lies that re.al per 
capita income will f.all by I.IX per ye.ar. Sugar prices .are not 
expwcted to rise above the threshold price where the levy begins 
to collect revenue. Easing the situation som&Nhat is the proposed 
s~les tax. The Government esti~ates that this tax will collect 
EIO million in its first full year of oper.ation, however, since 
the scope of the tax ha6 not yet been deter.ined, .and the people 
who will have to .administer it h.ave not buen tr.ained, it is 
unlikely that it will be operation.al by ApriA 1, 1984. 

However, there .are .till large deficits proj~cted during the 
coming pl.an period. Liilcking c.ash resttrve funds, the governlAltflt 
will have to eng.age in wxtensive deficit financing. Total 
esti~ated extern.al public and pUblicly guar.ante.d debt stood at 
E187.5 million ~t the end of H~rch 1983. If the above deficits 
arefinancGd through borrowing, then the debt wi 11 increase by a 
third during the 4th pliiln period. Unless concRssional grants and 
soft lo.ans are procured, the commercial financing of this debt 
will further increase the iilnticipated deficits. At pr.sent the 
estimated cost of servicing the debt (lOX interest, three years 
grace period with auta.atic rollover of debt) is projected to 
iilmount to 11.6X of total recurrent spending by 1989/90. If the 
terms of borrowing are harder, then non-debt servicing spending 
will have to be further restricted. 

The proposed levels of spending and the re~ult.nt increase 
in debt are justified if there are projects which are 
economically viable .and which yield long term benefits to the 

n.a.n. 7 



na~ion. However, most of ~h. addi~ional spending is on d.b~ 

service paymen~& and recurren~ p.rsonnel costs. Much of the 
increase in debt in the last few yeara haa taken plac. to pay 
opera~ing costs of the Government. Additional increases in d.bt 
for non-long term capital projects could lead ~o debt-servicing 
problems. The Government~s internal analysis of the financial 
implications and economic viability of capital spendinq is we~k. 

Usually if a donor is willing to pay (or provide loan funds) for 
a sizable portion of a project, then it will be included in the 
~udget. 

While the budgetary difficul~i.s of the GovernMent of 
Swaziland are considerable and prOjected to get worse in the 
coming years, they are not of the magni~ude of .any other 
countries. The current low level of public and publicly 
guaranteed debt givQS the Government some ti.e ~o con~rol 

spending or to impose new ~axes. Improved fiscal con~rol and 
reduced deficits are necessary if ~he Govern.ent is ~o avoid 
increasingly difficul~ dilemma~ in ~he fu~ure. The new Hinis~er 

of Finance has emphasized ~he need ~o eliminate recurrent budge~ 

overspending, improve accountability, and ensure ~ha~ ~he 

Governmant~s money is spent more intelligently than in the past. 
Unless these succeed, the GOS will only be able ~o .eet new 
recurrent spending by cutting existing recurren~ spending; 
capi~al spending will have to be drastically cur~ailed. Funding 
difficulties have already forced the 60S to mee~ only ongoing 
capital commitments, with very few new starts in both 1983/84 and 
1984/85. Without additional revenues, and/or improved management 
of existing spending, the partial freeze on hiring additional 
staff and on ini~iating new capital projects will probably have 
to continue for the rest of the decade. 

PART II 
8~~~88~~! B~Q ~Be!!Bb ~~Q~!§ 

T~king the projections l:or capital spending con~ained in 
the Third Five Year Plan and inflating them to reflec~ inflation 
allows a comparison of the spending which was projec~ed by the 
Plan, with budgeted and actual spending. Table 3 provides 
de~ails on the ac~ual capital spending made by ~he GOS since the 
beginning of the Third Plan in 1978/79. 

paqe 8 
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TABLE 3 
60S CAPITAL BUDGET 

in milliona of current emtilltilngeni 

IiEIIWL SERVICES 
I)llIIul 

*illistntia. 
lill .. ardtr 

SOCIAl SERVICES 
l!duntillD iII4 

tniniQlj 
et.iltb 
hllUsi", 
othtr c....ity 

SlrriCK 

EOONeIIC SERVICES 
ilJ' initlin 
i .dustry ill. 
.i.i~ 

iNttr .d5Rtr. 
triIISfIlIr't md 

t__itatian 
othtr K_it 

SlryiCK 

JOTAl 

1978/79 1979/80 1910/81 1981/82 1982/83 1983/84 1984/85 
_stiut. .....t 

10.7 2.2 2.0 4.0 4.7 4.4 5.9 
1.9 I.d 1.5 2.2 3.1 2.5 5.8 

6.~ 6.1 9.8 14.6 7.2 7.5 12.0 
1.1 .8 1.3 I.u 1.8 1.4 6.2 
1.2 .2 1.2 1.8 1.7 .5 .5 

2.1 2.0 3.8 6.2 4.4 1.3 2.8 

17.4 14.1 10.1 11.6 14.1 1.5 4.0 

3.2 2.7 2.4 1.9 .2 2.6 .0 

.4 1.3 1.7 1.8 1.5 3.1 2.1 

8.5 12.8 11.5 16.4 19.0 28.8 23.9 

.8 .j .0 .3 .0 .0 .1 

51.6 44.7 45.3 6j.B 51.7 5'1." 63.3 

SOUIlCE: 6QS lIiaistry of FiRiIlt_, 1984 

While the dominant u&er of ctilpittill fund& Wtil& projected to 
be industry and Mining, the budget did not reflect this priority. 
Capital spending on trunsport tilnd communictiltion htils been on 
additiontill roads, improvement.& tilt the airport, tilnd additional 
telecommunications equipment. Education has become the s~ond 

largest user of capittill funds. This is partly becausR of the 
need ~o spend the bal,;ance in the World B,;ank~s Third EdUCAtion 
Loan. This ~ill increase GOS supporting expenditure... 
Agriculture, which had been thm second largest user of capital 
funds <purchasing equipment for the RDAs), is scheduled to be til 
minor 1.161i!r of c,;apitiilll funds this ye,;ar. 
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T~b18 4 5hoWQ how plannQd ~nd bUag8~&d ~lloca~ion. compare 
with ac~u.l Qpending. 

TABLE 4 
ACTUAL CAPITAL SPENDING AS A RATIO OF PLANNED CAPITAL SPENDING
 

AND
 
ACTUAL CAPITAL SPENDING AS A RATIO OF BUDGETED CAPITAL SPENDING
 

~ctu~1 divided by pl~nned spPndinq: utuill di VI dfd lIy bluh¢fd 5tIl'ndi ng 
78/9 79/00 00/1 81/2 82/3: 78/9 79/00 80/1 81/2 82/3 83/4 

GEJEiAl S£RVJC£S 
9~~1 idlini5tr~tion .58 .49 .3-4 .58 .63: .72 .65 .44 .91 1.17 .88 
h. Md order .3'1 .26 .21 .57 .43: .42 .304 .lb .30 .52 .49 

SOCIAl S£RYIC£S 
.~U[~tIDn ind tr~lnlnq .55 .41 .M .Rb .40: .74 .4~1 .64 .94 .85 .04 
~.lt~ .53 .lll .59 .50 .75: .55 .'/9 .21 .36 .54 .74 

hOM'I" .15 .06 .1Il .57 .27: 1.00 .11 .39 .67 1.06 .24 
otber CQllUnlty 5IfYIC.' .52 .53 .1l8 1.55 1.13: .88 .41 .88 .75 .96 2.00 

ECOMOftfC SERVICES 
~lJr'iculturt .70 .52 .In .76 .78 : .79 .58 .63 .75 .93 .76 
in41stry in~ liRin9 .12 .09 .09 .W •OJ : .18 .13 .07 .IS .04 .79 
NtB' wl MWf. .18 .56 .44 .44 .39 : .44 .5b .41 .40 .47 1.00 
tr..sport ~nd Ca-I. .22 .IR .IH .83 .b6 : .26 .63 .3b .56 .4«; 1.04 
othB' rtDnlllic wry. .80 .17 M/A 1.00 II/A : .89 lilA M/A 1.00 II/A lilA 

roult. .90 .17.46 .60 .52 : .50 .44 .37 .61 .M .88 

Overall, of the E564 million that wa. planned for capItal 
spending during the ThIrd Plan (78/9-82/3), only E522 million was 
actually budget&d. E263 million (47% of thg planned spending) waG 
actually spent. Since spending was alw~ys so much 19~. th~n the 
amount budge~ed the Government in the 1983/84 budg~t reduced the 
capital budget to make it mor~ cl06&ly approximately probable 
spending. Thu_ in 1983/84 881. of budgeted .pending wa~ actu~lly 
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spen~ wherea~ in ~he earlier years never more ~han 2/3 of ~he 

capi~al budget W~& ac~ually spent. Further, ~he apending by all 
the major functional categories of the budget more closely 
appro>: i mated the budget ~han was true previ ousl y. However, as ~he 

~able shows, the performance by fu~c~ional group was still 
uneven. This inabili~y ~o meet planned spending was disCUSSQd 
briefly earlier. The ~able shows ~here is very little 
correlation between planned, budgeted "nd actual spending 
figures. There are no consistent patterns as to which functions 
are better at meeting the original plan or utilizing their 
budgetary allocations. The decisions on capital spending 
priorities which were contained in the Third Plan were not 
implemented through ~he annual budge~ary process, and ~he annual 
budget"s priorities are no~ reflec~ed in the actual spending 
which ~akes place. 

During the Third Plan, of the E12 million planned for 
capi~al spending in health, E17 million was budgeted for 
expenditurew However, only E5.4 million was actually spent. In 
transport and communica~ions E117.2 million was planned, E153.1 
was budgeted, but only EI03 million was spent. Eighty-eigh~ 

percent of the planned ~ransport and communications expenditures 
were actually made. In agriculture 96% of ~he planned capital 
spending was budgeted, but only 63% was actually expended. Of the 
major spending ministries the worst result was for the Ministry 
of Education which was able to budget for 80% of its planned 
expendi tures, but onl y i mpl e.ented 5·4X. 

Making the results worse, many of the projects which were 
budgeted and implemented were not part of the Third Plan. That 
is, a donor proposed a project no~ contained in ~he Plan and the 
government decided that i~ ought to be implement~d rather than 
those projects already approved. In short, the Plan ~as no~ a 
guidlL" to _ction. However, neither does the annual bud~et give 
much guida~ce aa to which projects will be i~lemented during the 
year. The last year for which there is an accepted au~ited report 
is 1979/80. While no~hing appeared in the original budget for 
contributions to ~he Royal Swazi Na~ional Airline, ~he shipping 
company or the Lavumisa rail link, a ~otal of E17.4 .ii'lion was 
ac~ually spen~. A large number of other projec~s had their 
spendi ng ei ther del ayed or reduced to accamodate thellioe ,Jnpl anned 
costs. 

The ~ituation wi~h ~he recurren~ budge~ is no bet~er. 

Table 5 gives the brRakdown on expenditures using the ItIF 
classification scheme. 
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TABLE :5 
FUNCTIONAL CLASSIFICATION OF GOVERNMENT RECURRENT EXPENDITURE 

millions of litmialangenl 
60S fi seal yeiar 

76/7 77/8 78/9 79/80 80/1 81/2 82/3 83/4 84/5 
budget 

GENERAL SERVICES 12.9 16.1 15.4 17.7 22.4 33.1 31.1 33.5 41.9 
BRnerial Admin 8.4 10.5 8.1 10.1 13.2 21.4 17.1 .18.5 24.9 

Pub. Ord/Siafety 4.5 5.6 7.3 7.6 9.2 11.7 14.0 15.0 17.0 

DEFENCE 2.0 3.7 7.3 8.2 8.5 10.3 12.9 14.3 11.6 

SOCIAL SERVICES 15.3 18.0 24.7 23.7 34.9 42.3 48.0 54.1 54.6 
Educiation 9.6 11.6 14.8 14.9 22.2 25.7 29.8 33.9 34.3 

Heialth 3.7 4.2 4.7 5.3 7.1 8.2 11.6 13.5 12.6 
other 2.1 2.2 5.2 3.5 :5.6 8.4 6.6 6.7 7.7 

ECONOMIC SERVICES 9.6 10.4 9.7 11.4 14.2 17.6 24.1 23.7 26.2 
Agriculture 3.1 3.9 5.2 6.2 7.8 9.2 10.8 11.4 12.6 

Industry/Mining .6 1.1 1.0 1.0 1.4 1.4 1.7 1.4 1.8 
Wiater/Sewer 1.5 2.1 .2 .2 .4 .4 .5 .7 .9 

Roads 1.8 2.8 2.9 3.5 4.0 6.0 9.8 9.3 9.8 
Oth&r 2.5 .6 .4 .5 .6 .6 1.3 .9 1.1 

eM~!~_~~@!__________~§___~1 __~~! ___~~~ __~~~ ___~~§ ___Z~~___~~~ __!Q~Z 

TOTAL 40.2 48.5 59.2 65.3 84.5 109.1 124.0 135.5 144.9 

SOURCE: 60vernm...nt of SWiaziland, Ministry o·F Finance, 1984 

60S RECURRE~T BUDGET EXPENDITURES <PERCENT) 
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Conaistently the largest u.er of recurrent fund. i. 
educ: ..tion with the gener .. l ..d.iniat,. ..tion of the Government iii 

di Sitant Siecond. The prdporti on of.:tt.. tot .. l rliPcurrenl budget 
being spent on eiach ~unction.l gr~u~in9 h ..s been very cDnstiant 



-----------------

from year to year. Agr'iculture conaistently has been .pending 91. 
of the recurrent budg.t.~ .ducation h•• viari.d betw.en 231. iand 
261.. The only entry which h•• incr••••d i't. proportion 
lremendou,ly is the servicing of the debt: it sp.nt IX of the 
budget in 1976/77, but is e5tim~ted to t ..ke 71. of the recurrent 
budget in 1984/85. While defense h~s incre~sed its spending froa 
51. to 81. between 1976/77 ~nd the present, thia hides ~ drop since 
1979/80 when d&fen~e ,pent 131. of the recurrent budget. 

Actual spending ..s ~ percent~ge of budgeted ~.aunts is 
presented in Table 6. 

ACTUAL 

GENERAL SERVICES 
General Admin. 

Pub. Ord/S..fety 

DEFENCE 

SOCIAL SERVICES 
Education 
Health 
other 

ECONOMIC SERVICES 
Agriculture 
Industry/Mining 
Water/Sewer 
Roads 
Other 

TABLE 6 
GOVERNMENT OF SWAZILAND 

RECURRENT BUDGET 
SPENDING AS PERCENT OF AMOUNT BUDGETED 

76/7 77/8 78/9 79/80 80/1 81/2 82/3 83/4 

-181. 291. -25% 
-281. 45Y. -431. 

111. 61. 161. 

331. 1311- 601. 

39% 23% 281. 
51% 321. 34% 
27% 11% -lk 
17% 71- 491. 

531. 121. -181. 
161. -5% -21. 
~~~____Z~~ ____~~~ 

:881. 181. -40%: 

PUBLIC DEBT -69'Y. -881. 1761.
 

TOTAL 12'Y. 177t. 41.
 

OX 
-31. 

41. 

41. 
61. 
IX 

271. 
401. 

91. 

71. 
21. 

141. 

lOX 
51. 

161. 

611. 35% 71. 81. 291. 

4% 
2% 

-7"1. 
38X 

191. 
151. 

21. 
B01. 

151. 
19% 
-61. 
271. 

191. 
22% 
181. 

61. 

19% 
201. 
30"1. 
-IX 

-13% 
-IX 
321. 

-891. 
-3% 

-301. 

-91. 
11. 

791. 
-81% 
-111. 

-21. 

-3Y. 
31. 
81. 

-201. 
-9% 

-251. 

32% 
111. 
21X 

-171. 
72% 
441. 

91. 
101. 
-31. 
-11. 
13% 

01. 

--111. -37':1. 32'Y. -51. lOY. 

31. 61. 151. 151. 151. 

Educ ..tion has consistently overspent its budget, ~nd since 
1979/80 it is increasingly overspending e ..ch year. Since 
education is the largest single function~l clas~ific~tion, ~ 20% 
overspending in 1983/84 tr ..nsl~t~s to E5.6 million. In other 
words, 4.11. of the tot~l GOS recurrent budget spending in 1983/84 
was budget overruns in Rduc~tion. Proportion..lly ~ worse 
offender is defense which overspent its budget by 1311. in 
1977/78, and by 60% in ~~ch of the two subsequent YD~r~. Gener ..l 
admini,tration which overspent by 451. in 1977/78, underapent the 
following year and has b~en close to budgeted tot~l. since then. 

A study by the World Bank on recurrent spending in low 
income countries estimated th~t Sw~zil~nd WIilS spending 1.91. of 
its GDP on agriculture while the me~n for the 27 countries 
surveyed was 0.9%. Similarly with education Swaziland was 
.pending 3.81. while thi~ group of countries apent 2.71.. 

fhe War 1d B.mk·. B££~!~r.~~!.~g ~!!~!!!QP.~~~~ !.~ §H~=§~t!.!!r.!!~ 
af.~!~"! ahow.d that in 1978 S"",.zil.nd apent 21.41. of ita recurrent 
budget for .ducation, while the medi.n middle-income oil ­



importing Afric~n country spent 17.B~. More ~ccur~te d~t~ th~n 

w~s ~v~ilable to the World B~nk &hows Sw~zil~nd spen~ 25% of its 
recurrent budget on ~ducAtion in 1978, and h~s continued to spend 
a cc.p~r~ble percentage &ince then. 

Partly distorting the govRrn..nt~& record on Rduc~tion is 
its inability to provide any assistance to loc~l school bo~rd. 

other than buildings ~nd teacher s~l~ries. In the .cst recent 
government recurrent budgets, over 93% h~s been spent on 
s~l~ries, with very minor amount& on the purchase of book&, 
durables and ~quipment. For budg~t~ry r.ason& the5e ite.& are 
now the responsibility of the loc~l .chool board or the students. 
At the University of Swaziland the student~ r9ceiv& a bock 
stipend. 

More important than the level of ~p.nding which the 
Governm~lt of Swaziland make& in the field of education is the 
results of that education. On th~ po&itive side there has been a 
tremendous increase in the number of students attQnding primary 
and secondary school. In 1972 there were 392 prim~ry schools and 
76,343 primary school students. By i981 there were 470 sr.hools 
and 119,913 students. This tran&l~tes to an averag& inc~ease per 
year of 5.1% ~nd an increase in the school ~ge enrol_Rnts ~s a 
percentage of school age population from 55% to 79~. In 
secondary school the results ~re even more graphic. Enrollment 
rose from 10,681 in 1972 to 24,826 in 1981 (a 9.81. aver~ge per 
year growth) and the number of schools from 62 to 86. 

Nearly every country bemoans the reduction in the quality 
of education in the recent past. Swaziland is no exception. 
Measures of the quality of educ~tion are varied. The primary 
school certificate iu a locally administered ex~m. The number 
passing this exam has grown from 3.900 in 1972 to 7,899 in 1981. 
While overall this is an improvement in the pass r~te from 59% to 
75%, the percentage passing has been reasonably st~ble at 73% in 
the last five years. Because students are no longer being 
automatically promoted, many find th~t it takes more than one 
year to complete a specific year of school. Over~ll the Ministry 
of Educ~tion estim~tes that it takes 12.6 years to coaplete the 
seven years of primary school education. 

(
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PER CENT PASSES--PRIMARY SCHOOL EXAMINATION 

mma: FIRST CLASS ~: SECOND CLASS ~: THIRD CLASS 

1972 1973 1974 1975 1976 1977 1978 

YEAR 
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10.00 

0.00 

1979 1980 1981 1982 1'-183 

K••pinQ rough pac. with th. growth in th. priaary school 
enrollment h •• bR.n thR number of teacher.. In 1972 there w.re 
1,449 qu~lified primAry .chool teAcherm ~nd 556 unqUAlified 
teachers. In 1981 there were 2,773 qu~lified ~nd 493 unqualified 
te~ch&rs. The ~vQr~ge ~nnu~l growth in the number of qu~lified 

teacher~ h~. been 7.57.. Thi. has reaulted in a rRduction in the 
number of pupil~ psr qualified te~cher. In 1972 there were 53 
pupil~ per qualified teacher in 1972 ~nd in 1981 there were 43 
pupi Is per- qu~l i fi ed teacher. 

The ,Junior Certificate e><am i. taken after completing 
three year~ of ~~condary achool. In 1972 there were 1,287 pupils 
p~s&ing this excm out of 1,809 who took it, for a p~5. rate of 
711.. In 1981 4,852 took the e><am, 3,149 p~••ed it and the paaa 
rate was 65%. Ttl the e><tent that the JC e><am is ~ /lMitaliure of 
quality, thQre hd~ not been any reduction in qU~lity even with 
the 2681. incroa=~ in the number taking th~ exam. However, the 
firlDt and cl.u?.'..i'. p~.a9. remain low with mOlat of the people 
paslDi ng thp ..m.am r9cei vi ng a thi rd cl illi. pilalli. Everyone who 
passes thia exam ia eligible to continuR to form 4 (aenior 
secondary achool). 
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The mo~t GPriouG conc~rn with rQ~pQct to education 
revel ve. around th~ Cambr'l dqe "0" 1 ~vel e>:am resul ts. In 1972 
684 ~tudents t.ool: ttH? 1']>:<;\/11 dnd 4~~9 receivQd at least a third 
class pass. By 198\ ;'),(I ..:L' ~?lurJ~'rd <.:; t:uok thl2 El'>:001/n and 544 
received at least a thIrd class pasG. This means that th~ pass 
rate has fallen from 631. to 2BI.. Thus, while t.he number of 
peo:"lle taking the exam incr-r?d~"l?d almost three-fold, thf? number 
pasaing it incre~_Qd only 271.. 
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VEAH 

A~ di~appointing ~~ th& drop in overall p~~n96 ita, there 
hilla ~l.o b~8n a c~)tinu.d d~clinQ in firat. cl.aR ~nd &9cond (l~&. 

pill~~8~. Thil pilrcllntillglW of candi datm.. wi th ... tlllnJ cl 'Uita p __ t.o .. lIati 
actually risen slightly in the last two year. Were the gr~ph to 
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exclude pa&&es from the thrwQ m~jor second~ry 5chool&, then ~her. 

would have been no fir&~ cl~~& pas~e& in rec.nt year&, ~nd very 
few second cla&& passe&. "~ny &chools only had third cl~s& 

passes, and last year two achool~ did no~ h~ve any s~uden~ 

receiving a Cambridge "0" pass. There are many lit)cplilna~ionli for 
~his decline. Some ~ha~ have been given include ~he ~OD r~pid 

expansion in secondary schools and pupils and inadequa~ely 

~rained teachers. All studen~s are eligible to ~ake ~he exa., 
none are prevented. Thi~ exam is writ~en in England and 
adminis~ered around the world. It is not written ~o .&a~ure ~he 

educational need& of people in Swaziland and ha& been cri~icized 

as being exces~ively academic. It. ha5 also be.n frequ80~ly 

stated ~ha~ Swaziland ough~ to dee.phasize academic traIning ilt 
its schools and emphasize the develop.5nt of prac~ical skills. 
These argumen~s are usually pre5en~ed because the result.s of ~his 

exam are not favorable. 

The number of Swazis attending various Univ.r.i~ieli around 
the world has incre~.ed from 200 in 1972 ~o 1,447 in 1981/82. 
This transl~tes to an annual growth rate of 24.6%. 

In conclusion, the BOS~ planning and budgetary ~Ylit••, 
while functioning well on p~per, has not be.n impl ...n~ed. There 
are insufficient control~ on spending and planned or budg.ted 
priorities ~re uncorrelated with actual spending. While ~he 

country~s record on improving it~ education iii exemplary, there 
are growing problems with quality caused by ~hQ faster exapsnion 
in the number of pupils and classrooms, ~han in the numb.,.. of 
adequately trained teachers working in adequately .quipp~ 

classrooms. 
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ANNEX J 
ECONOMIC ANALVSIS 

SUMMARY 

While the data is limited, and some of its accuracy is 
highly questionable, it appears that the returns to overseas ~d 

in-country training are sufficiently highly valued in Swaziland 
to make these e~penditures ~concmically viable. The real 
internal rate of return for post-graduate degree training is just 
over 81., while the real returns to overseas short-term training 
at the pOliit-first degree level 1& 23% for people in goverrlln...nt, 
7.61. for people in the private sector and 4.6% for p~ople in 
education. However, the result. in education are skewed by 
having large numbers of people in thia category who were 
qualified to teach at the post secondary level but decid~d not 
to. Localization tends not to change the cost to government for 
most of the people it hires as the expatriates are usually paid a 
local salary with supplementation coming from foreign sources. If 
foreign donors reduce their spending in Swaziland, there will not 
be any alternative to localization, and the skills must be there 
or the quality and efficiency of operation will drop. In the 
private sector the return to first degree training is 11.21. while 
the return to short term overseaD training is 871.. In-country 
training, which is highly focused, tends to yield exception~lly 

high returns ,usually over 1001.) in Swaziland. 

DETAIL 

The Government of Swaziland~s Central Statistical Office 
(CSO~ reports yearly on the returns to different skill levels by 
sector of the economy. Unfortunately, there is not a comparable 
breakdown rel~ting to level of education. However, for the 
purpose of the PP we can \Ise the results of the ~~nQQ~~~ §~~y~~ 

.!.~ZZ which report~d the returns by level of education and whether 
citizen or non-citizen, and update the results using the yearly 
~~Q!QY~~nt ~nd ~~g~§ report of the CSO. 

This project will be providing many different form~ of 
training. This analysis, shows the returns to: 

long term post degree training 
short tsrm overseas post degree training 
short term in-country post primary training 
short term in-country post junior secondary srhool 

training, and 
short term in-country po.t senior secondary school training. 

Where the data permits the returns are broken down by 
whether th~ pRrson will work in govRrnment, education or ~h& 

privatlil s ...ctor. The COQtli l\re baQed on the projectli?d USAID plus 
GOS contribution. to e.ch component of the project. 

Swaziland is a mark@t ~conomy, and r.cent Analyais of the 
salaries in government show that for comparable education and 
training it pays less than the private sector. There has beli?n 
some drain of poat-secondary achool tr~ined people to th. privat& 
sector. The government e6tablishes minimum wage scales for A wide 
variety of industries and skill levels. However, these tend to 
be primarily at the non-professional or . 1ministrative levels. 
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Thus, the actual salary increment& which people have received in 
the past are the onas which this ~n.lyais used to determine the 
returns. No adjustments wer~ made for overvalued foreign 
exch~nge since the Swazi lilangeni is backed 100% and tr~des at 
par with the int~rnationally traded South Afric~n R~nd. Since 
the end of the financi~J rand in 1983, the value of the rand has 
closely approximated its market v~lue. Government budgetary 
difficulties are getting more severe, but are still not ~t the 
level of difficulty which exists in other sub-Sahar~n African 
countries. However, because of the difficulty all GOS 
contributions to this project are inflated by 25% to reflect the 
opportunity cost of sc~rce c~pital. 

Because the number of Swazia who have post-bachelor 
degrees (master 7 s or doctorate) ia so amall this ~naly.is had to 
use the returns to non-SwaziQ working in Sw~ziland. This 
excludes any supplementation they m~y be receiving from their 
home company or government, or any special inducements that are 
paid. In the educational area the IRR for twenty years is 5.9% 
and in the private sector it is 6.4%. For a thirty ye~r benefit 
cost stream the two IRRs increase to 8.1% and 8.5% respectively. 
A curious anomaly arises ~ith post-graduate degrees in 
government. In the past non-Swazis with post-gradu~t. degrees 
have tended to be paid less than people with b~chelor degrees. 
However, the sample size was rather small and does not lend 
sufficient confidence to the results. The returns to post­
graduate degrees is negative. This result has been noticed in a 
number of other countries. 

Short-ter-m overseas training for people with a first 
degree yields an internal rate of return, over twenty years, of 
23.4% if the person will work in government, but only 1.9'l. if the 
~erson works in the educational area. The private .ector values 
post-bachelor degree trajning at 7.6%. Were we to u.e • thirty 
year benefit and coat stream the three returns increase to 23.8%, 
4.6% and 9.3%. The returns to government post-graduate training 
fall to 17.4% if we assume that only 80% of the projected 
benefits are to be achieved (possibly because shortages of 
government funds restricting pay increases). The educational 
results are skewed down because many of the people who in the 
past received post-graduate training decided to work at the 
senior secondary school level and thus were IJnable to receive 
substantial salary increments. For thosa people in education who 
will use their post-graduate training at the University level, 
the returns will closely dpproximate the returns for people 
working in the government. This is because in determining 
beglnning salary the University and the government use the same 
criteria. 

In-country training was ~valuated using the returns in the 
past to people with the appropriate level of educatlon, plus some 
training. Since thi. type of training tmnds to be hig~ly focused 
the return~ are very high. Much of this training was of a 
vocational variety, and thus the r4turns that wsre no~&d in the 
past are probably higher Uhan what thi& project will develop. But 
even r~ducing ~he returns by one half to reflect this we have 
(assuming a 20 year benefit cost .tream) 
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TABLE VIII
 
RETURNS TO IN-COUNTRY SHORT TERM TRAINING
 

level of education internal rate of return 

primary ~chool 

certificate 46.9% 
form II completed 225.7% 
form IV completed 150.4% 
form V completed 541.8% 

At the primary school level the additional training is 
most beneficial for those going into education, and least useful 
for people in the private &ector. At the &econdary school level 
the additional training is of almost equal v.lue in each sector. 

Another way to look at the returns to addition.l training 
is from the standpoint of localizing positions. In June 1982, of 
the 1,428 professional and technical jobs in Swaziland, 576 (or 
40%) were held by non-citizens. Of the 1,267 administrative and 
managerial positions, 574 (45%) were held by non-citizens. I At 
the Univer&ity in 1981/82 the r ••ulta were: 

\
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TABLE IX 
LOCALIZATION AT THE UNIVERSITY OF SWAZILAND 1980/19812 

Fiiculty e5t. posts 10Cill 5taff local as 
Department in pOlit/on triiining p,.rcent of 

or teaching ii5si.tanta est. posts 

Agriculture 
Animal Prod/Health 5 2 40~ 

Crop Production 7 4 57~ 

Ag.Econ/Educ/Ext 8 5 63X. 
Land Use/Mech 4 1 25'Y. 
Home Economics 5 5 l00Y.. 

Education 
Education Found. 2 1 SOx. 
Curriculum/Teaching 7 2 29X. 
In-Service Education 1 0 Ox. 

Humanities 
African Languages 4 4 100~ 

English 6 3 50X. 
History 4 2 50~ 

Theology/Religion 4 1 251-

Science 
Biology 5 2 40~ 

Chemist.·y 5 2 401-
Geography 5 1 20~ 

Mathematics 5 3 60~ 

Physics 4 2 501-

Soci al Science 
Acct/Commerce 6 2 331-
Economi c s 5 3 601-
Law 5 2 40~ 

Pol/Admin Studies 6 3 50~ 

Sociology 4 3 75~ 

Statistics 4 2 50% 

Administration 3 2 67% 
Regi6try 6 6 100% 
Bursary 2 1 50~ 

Library e 5 631-

In terms of Swazis already in the estilbliwhed posts, as 
opposed to those who are in training, or teaching assistants; of 
the twenty-nine posts in agriculture only four are local staff in 
post, in education three of the ten established posts are held by 
Swazis. Humanities has six of the eighte9n posts held by Swazis. 
In thp- sci 9nce area onl y hrlo of the twenty-four posts are hel d by 
SWiizis. In social science eight of the thirty posts are held by 
Swazis. Of the non-teaching areas the figures do not change, 
except for the library where three of the eight posts are held by 
Swazis. Thus, overiill, of the 111 iicademic posts, twenty-two iire 
held by Swazis (20%). An even smaller proportion of the 
established posts held by people with doctorates are held by 
Swazi s. 

Thus, there is consideriible room for localiziition in the 
government, private sector and at the UniverGity. The cost to 
the go....ernment of having foreigners as opposed to Swazis is not 
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th.t greAt .jnce .cst of the.e people are hAving their s~l~ry 

tapped up by same foreign donor. Thus th.re will nat be any 
sub.tanti~l cost .~vings of haVing local people rather than 
foraignars. This i. not true in the private ••ctor whera 
Colclough a~d Di;by' e.timated that nan-citiz~n. ~t the 
bachelors l.vel earn.d 77Y. mor. than a Swazi (.xclu~ing 

ihducemant .llowances). Foreigners in the privAte secto~ who have 
a b~chalor~s degr.. plus SDae additional trAining .arn 36Y. .are 
th ...... l Swazis. There were an insufficillnt nu-.ber of Swazi&. with 
post gr.duatR degree. (with or without training) to allow any 
comparisons at that level. This would imply that the return&. to 
the firm of d.gr.e training (ovar tWllnty years) i&. 11.2Y. while 
the returns to short term training after the d.gre. is 87.3Y.. 

The above analysis on the return&. to additional .ducation 
aF>sume. that there are &.ufficient qualified p.opl. ~o b. tr~in.d 

or educatad, and that tha•• people will be willing to enter 
specific fiald&.. As WQS shawn e~rlirr in this annex th.re ia 
likely to be sufficient dem.nd in the country for m.ny mor. post­
bachelor's people th.n this project will b. able to tr~in, and 
thQre is likely to be a short.g. of bAch.lar~. p.ople in the 
Gcience are. and in some of the Agricultural ar.... In addition 
thEiwe will bll same t;hortage. of trAin.d p.ople in sama other 
disciplina. wh.re, bacause of the level of aggregation of the 
data~ this analysis wa. unablll to i.olate. 

Current.ly there are far ..ore applicants for tr~ining than 
~his project could handle. It is conc.ivabl. that b.caus. of the 
lack of adequate training in the m~t.h and science ar.as, th. 
project may have difficult.y finding a suffici.nt number of 
people. However, t.his situation will nat. aris. far a few y.ars, 
and in that t.ime t.he knowledge that to go to the U.S. for 
training you nRad maths and ~cienc., aught to have percolated 
thr~ugh tha pool of potential candidates. This will act a&. an 
incentive t.o take appropriate cour... and i.prove skill •• 
Hopefully, the information .bout the need far .atha and .cienc.s 
",i 11 ..1.0 bllfCC"lRe known to peopl. in .econdary achool. 

Som5> elemant&. t.o t.h. proj.ct .re nat facuiied an i ••proving 
the m~rkRtablg job skills of the particip~nt.. Th. in-country 
training of traditional leaders is ju&.tified on the ground tha~ 

without t.hlii active support. of th.se people .any d.velop....,t 
projects will be les••ffective. This applies nat only to USAID 
pl-ojects but to near 1y all projects Nhich endeavor to influence 
behavior of people eith~r curr.ntly living in rural areas ar Mho 
have a homestead in the rurAl ar.... Thi. applia. ~o n.arly 
every person in t.he country since the p.ople who work in the 
urban ar9as maint.in • home in the rur.l ar.a&.. Me~&.uring the 
influencQ which bstter infor_d tr~dition~l le~ders c~n give 
towards making develop~nt proj.cts succe~~ful will necessarily 
ba anecdot.al. However, much of the proof of the ne.d for this 
tYPQ of as&iGt.nce is also an.cdot~l. If this compon.nt i. ~ble 

to improve the efficiwncy of at 1e••t lY. of the annual 
d."elopmlilnt proj.ct. by at l.aat 3Y., then it ha. a r ••l IRR in 
~~C~5a of lOY.. Thi. improv.d .fficiency can b. in the farm of 
cost ~avinga to the gov.rnment, donor, Dr incr.a~.d liklihood of 
a program actdeving a valid dev.lopment .nd. 

From • co.t-~ffect.iv& .tandpoint the approach us.d in 
t.his projllct i. clearly Ie•••Hp.nsiv. than the alternative.. 
The project h~s a large co~ponRnt of in-country training and \J\ 
training in other African countrie.. This will no~ only per.it 
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the project to provide more per&on-.anth~ of consulting through 
linkages with &pecific institution&, but will facilitat. 'the 
provision of better people and provide the. quicker. 

The institutional linkage will also provide a .aan& of 
a&si&ting specific Swazi in&titution& to find n..ded t~hnical 

assistance after the end of the project. The long-tera 
relationship which is R&tabli&hed can be called upon after 
USAID/S~ funding has ended. The OPEX people w~ll occupy line 
positions, thus a GOS &alary i& paid. 

By providing the training for' traditional leader& ir-.­
country we shall be able to provide acre training. SoMe fund& 
will be set a&ide to &end selected leaders to other countries in 
order to see alternative way. of attacking probl.... This is 
nRceasary to reinforce the l.arninQ, ahow how other countries 
handle problems comparable to Swaziland p 

". The training will 
bl~oaden the horizons of th.soe leaders thus facilitating general 
development activities in Swaziland. 

1.	 Governmant of Swaziland: ~me!Q~m@n1 ~n~ ~~g~~, Central 
Statistical Office, Mbabane, various issoues. 

2.	 The University of Bots~ana and Swaziland, University College 
of Swaziland, Q~~~!Qem~n1 E!~n !~~QL~! =!~~~L~Q, page 30-31. 

3.	 Christopher Colclough and Peter Wingfield D.gby, §~~!l~ fQ~ 

1h~ E~1~~~l ~~~£~1~Qn ~n~ ~~neQ~~~ E@~~e@£1~~~~ ~n 
§~~~~!~n~, Ministry of Finance and Economic Planning, 
Mbab.ne, May 1978, page 30. 
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'fECIHJ leAL ANALYS I S 

1. summary 

As mentioned in other sections of the PP, the project 
includes five interrelated elements. The technical validity of 
and justification for these elements are explained in Section II, 
Project Rationale and Detailed Description and in the Economic 
and Social Soundness Analyses. This annex includes a detailed 
analysis of the results of a series of manpower studip.s and needs 
assessments carried out in Swaziland over the past 10 years as 
well as an analysis of the communications sector in Swaziland. 

~he major component of the project is long- and short-term 
training outside Swaziland. Long-term overseas training is 
necessary when the area of study is in a new technology or where 
new approaches to the field are being tried and these approaches 
are felt to be valid for Swaziland. In order to select the most 
appropriate candidates, and also develop the GOS capacity, the 
project will fund an advisor to work with the DET to establish a 
manpower and training plan which will prioritize GOS needs and 
identify the key constraints. 'rhe advisor will work closely with 
officials in DET and in development ministries to ensure that th~ 

manpower and training plans reflect total government needs. The 
project will send appropriate people for long term training 
overseas. The selection process will include individuals from 
the private sector and from parastatals, so that the selection 
meets the needs of the entire country. 

The long-term training will emphasize the post-graduate level 
where there is currently a large shortage of people. UniSwa is 
not currently offering any post-graduate training. The Droject 
also wil~ send some undergraduate students overseas, but these 
will be primarily third and fourth year students. By requiring 
most participants to have at least two years of training 
in-country they will have a better base with which to go to an 
American, or non-Swazi African, university. The participants 
sent for bachelor degrees will be in areas where the UniSwa 
program can provide a good base, but lack of staff prevents their 
offering the specialized courses necessary. For example, UniSwa 
offers the basic agricultural courses but does not have the staff 
to teach upper division courses in poultry science. For many 
specialized degrees, there is no~ sufficient demand in country to 
warrent the establishment of a local program. 

Also, when UniSwa has an adequate upper division program in a 
particular area of study, the project will not send any bachelor 
degree candidates to the u.S. in that field. The project does 
not compete with UniSwa. Conversely, the project will assist 
Uniswa and other training institutions to improve their 
administrative and educational capabilities. 

/
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In addition to the long-term training overseas, there are 
about 10 Swazis who will go each year to short-term courses. 
Focused short-term courses have been found to yield the highest 
return to the country. Short-term training courses are used when 
USAID and the GaS are able to isolate a single factor which has 
led to a development bottleneck. Short-term courses overseas are 
more valid when there are only a very limited number of people in 
country who could benefit frOM the program. Specific criteria 
have been developed to prioritize this type of training and 
ensure that it is only used for those programs where it would not 
be more effective to have the training take place in country. 

In-country training is taking place in a number of different 
components of the project. This type of training makes the most 
sense in that USAID can bring in a limited number of people to 
teach the more theoretical side of the session, and they can work 
with local teachers who can take the nethodology and help the 
students apply it to the situation in Swaziland. This approach 
is valid when there are sufficient people in country needing the 
same type of training. 

The project will attempt to evaluate training proposals in 
terms of which type of training makes the most sense, both 
technically and economically. 

II. Development Communications 

(a) Choice of Media 

The predominant mass media source in rural Swaziland is the 
national radio system operated by the Swaziland Broadcasting 
service·. Until recently SBS's coverage was poor, largely 
limited to the capital area of Mbabane. In 1966, however, an FM 
network was established which now covers the country quite well. 
Later in 1984 coverage will be further reinforced when a powerful 
lOOKW AM transmitter comes on line. SSS plans to begin 
simultaneous broadcasting in English and siSwati, with the 
siSwati channel having a particular emphasis on development 
broadcasting. There are 7.5 hours of development broadcasting 
now, with 12 programs per week, includi~g repeats, prepared by 
about 25 oart-time broadcasters from 8 ministries and 
non-governmental organizations. The broadcaste:s themselves 
agree, however, that few programs are well prepared, either 
educationally or in terms of the production characteristics which 
can make programs interesting. Most development broadcasters 
have b8en assigned to their jobs with little or no previous 
training. In addition, SBS's studio facilities are marginal so 
that long, inefficient waits to go on the air are necessary • 

• Swaziland Broadcasting and Information Services includes SSS and 
the Swaziland Information Service, which publishes the 
government-owned newspaper and other public information documents. 
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There is also little studio and staff time for rehearsals, 
revision of programs and development of different program 
formats, such as drama. The result is typically a straight 
presentation of technical material without formative evaluation, 
which is the least effective method of development broadcasting. 
The SBS production staff can offer little assistance to the 
development broadcasters since it also has had little if any 
training in basic r6dio production and is very busy with 
entertainment programming. There is no sas staff person who is 
specially responsible for assisting the development broadcasters. 

Although equally limited, rural journalism also presents a 
new opportunity for expanding development communications. The 
"Swazi Times," C\ locally-owned and initially English-language 
newspaper, began publication of a siSwati edition in 1983 which 
now has a cirCUlation of 4,000 readers. A second, government 
siSwati-language newspaper, previously published biweekly, will 
begin weekly publication in April 1984; print runs are expected 
to reach 70,000. Both newspaper editors are eage: fo~ 

better-written development features but are constrained by a lack 
of trained stuff, including reporters and writers in the rural 
areas. Training and technical advice as well as a closer linkage 
with broadcast journalism would be welcomed. The SBS Center f.or 
Rural Broadcasting and Information will help to establish this 
1 ink arJe • 

Television is operating in Swaziland and, after failure as a 
commercial venture, is now being run by Government. Although the 
audience is presently too limited for TV to be a significant 
development tool, certain facilities at the television sta~ion, 

such as video-tape production, might be available for use by the 
SBS Center. Other communications media, such as print materials 
and audio-cassettes for training and as a library resource, will 
be utilized by the Center in full recognition that the careful 
integration, targetting and consistency of messages from various 
media sources will produce maximum results. 

(b)	 Other AID Support to Development Communications 
in Swaziland 

Through centrally funded (S&T/ED) projects, USAID/S has 
sponsored some development communications activities in the 
health sector. In 1983 an eight-person interministerial team wa~ 

trained in developing concepts, writing and pre-testing scripts 
and presenting them on radio. Informal follow-up surveys have 
since indicated that these "health spots" are well-received 
throughout Swaziland and, most importantly, that the recommended 
health practices are be\ng used in Swazi homesteads. The Swazi 
;nterministerial team also formed the core of a new association, 
the National Development program Producers, whose membership has 
now grown to include about 25 development broadcasters from 
ministries and non-governmental organizations. 
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Under the S&T/ED Mass Media and Health Practices project, the 
services of a health communications advisor will be provided for 
one year starting in April 1984. Although he will be working 
with the Ministry of Health in producing messaCJes on oral 
rehydration therary, immunization and malaria, the advisor will 
be able to support the cross-ministerial training to be provided 
at the Center by the development communications advisor dnd 
short-term consultants under this project. 

(c) Policy Framework 

Following a 1983 UNESCO-supported study, the GOS has started 
to formulate a national communications policy. Whether or not a 
policy is finalized, project-fina~ced development communications 
workshops and seminars will help to clarify and resolve such 
practical issues as the appropriate degree of ministerial support 
for mass/development communications personnel. As radio and the 
other rural information services prove increasingly effective and 
central to the development tasks in Swaziland, policy changes, 
such as re=ognition that development broadcasting is a full-time 
job and deserving of an attractive career ladder, should evolve. 

(d) Conclusion 

with a siswati radio channel, strengthened siSwati newsparer 
coverage and a high level of interest in development programming 
by broadcasters, an opportunity exists to vitalize rural 
information services for the people of Swaziland. The recent 
transfer of SBS to the Ministry of Interior and Public Service 
also makes possible a fresh start with interested and able policy 
leadership. within this context a healthy demand for development 
information services can be generated. The proposed approach, 
focused on institutional support to SBS's Center for Rural 
Broadcasting and Information, is both timely and technically 
feasible. 
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While manpowQr planning in Swa7iland has not developed as 
~nvi5Oiilged in the late 197050, 5Oub5Otantiai information i50 available 
concerning the distribution of needed skil15 and projections of 
the needs for pQople with differing levels of education and 
training. 

At least for the remainder of the 1980s it appears that 
there will be a surplus of job seekers who have le&s than a high 
school certificate. This surplus is projected to be growing 
rapidly and could lead to ~erious problems. At the first degree 
l~v.l (b~chelor's degree), there i& expected to be an overall 
balance in the number of people being _upplied by the University. 
However, there will probably be a surplus of people with 
education training in the hu~anities and social sciences. Of the 
forty·-aix people nliteded with. acianc. dligr•••Ach year, the 
Univeraity anticipat&& bwing able to provide four. In 
~gricultur&, the need im for twenty-two with only aixteen being 
pr'ovi ded. 

The shortages at the post-graduate level are expected to 
be ti/ven more .evlii.!re. At pre.ent the country iID un.able to providlii.! 
the needad number of post-graduate people in almost any field. 
For the period from 1982 to 1989, of the fifty-four post-graduate 
trained scientists that will be needed, only six will bs 
provided. Agricultur-e will need sixteen people but only two will 
bE' tr"ained. In the social sciences, of the projected need for 
for·ty-four people, only eleven wi 11 be tr~ined. Thesa shortages 
will seri~usly constrain the country~s ability to localize high 
level technical positions in the private sector, parastatals, 
education and government as well as attract the non-unskilled 
labor intensive industries which are necessary if Swaziland is 
to avoid large scale unemploymont. 

Swaziliilnd's educiiltion and triilining ayatmma muat be 
gov~rn~d by the country's miilnpower requirement5 for developing 
its econo~ic rQsource.. ThiliO implies thiilt the country ought to 
identify which are the growth .ectors iilnd then survey employers 
to estimate their needs. This is the demand &ide of the 
manpower equation. The supply side is the output of the school& 
within the country. Where there is a shortage then plans ought 
to be mada with sufficient lead-time to permit people to be 
trained outside the country, or to permit institutions within 
the country to train or recruit people to teach in those area_ 
where shortage~ are prOjected. However, educational systems 
cannot be changed overnight. Xt is fiilr easier to e~pand the 
number the classrooms, the number of books, and the number of 
pupils~ then to expand the number of qualified teachers. 
Similarly, it takes considerable time to reorient, when 
n~cessary, an entire educational system. In order to expand the 
number of people with sufficient mathematical and scientific 
~kiIJ~ will require time to reorient to the educationAl 5yste. 
toward~ providing qualified teiilcher5, and then appropriately 
educating the atudentliO. The alowneaa of the entire proce55 
decrea~es the ability of the syliOtum to re.pond qUickly to changed 
circum~t~nce~ And needs in training. 

The basic responsibility for education and training in 
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Swaziland is divided bet ...uen the Ministry of Educiltion, the 
Ministry of Labor and the Dapilrtment of Eliitablishments and 
Trilining. The Ministry of Education has reliiponliiibility for pre­
school, primary, Iii~condary, University of 5waziland, ildult 
education and tSilcher trilining. The Ministry of Lilbor (MOL) ilii 
formilily responsible for technical ilnd vocational trilining in 
the country. This Office advises the Depilrtment of I.migriltion 
on the granting or renewill of work permits for expiltriilte 
employfiJ"'lii. Milny work pRrmi t. iU-'" i liiliued cant i ngent on the 
privilte liiector firm hilving ;a trilining pliln to 10cillizIit the 
poaition. 1 In this way the MOL iii aupPoli.d to have control over 
the direction of training in the privilte sector. 

The MOL is assisted by the Training and Localiziltion 
Council. The Council is composed of member~ appointed by the 
Chairman from both the private ilnd public sectors. This Counc~l 

reviews the training plans of firms in the privilte sector ilnd 
their need for foreign labor. ltJhile "policy stiltementlii liiuggest 
thilt [training and locdlizationl filiis under the MOL, every 
Ministry, department and institution is expected to carry out 
the implementation of the policy, coordinated by the Trilining 
and Locillization Council."~ The 5wilzililnd Collegtoit of Technology 
(SCOT) falls under the control of the Mini~try of Educiltion. 

The Department of Establishments and Trilining is 
responsible for t~9 provision and overall direction of civil 
service localization and all government stilff trilining progrilms. 
This training is usually don... either at 5IMPA <5wazililnd 
Institute of Manilg ...m",nt and Public Administriltion) or IDM 
(Institute of Developmgnt ManagRmtii?nt). "The Manpower Plilnning 
Unit [of th... D&pilrtm...nt of Estilbliliihments ilnd Tr~iningl plilnned 
with an eye on thtii? private sector, without much conaultiltion 
with the private sector as to what their projected manpower 
needs would be."3 Thtii? Depilrtment, through the Scholarliihip 
Selection Board, is responsible for selecting candidates for all 
government and other scholarships for post-~econdary trilining. 
The Prime Minister maktii?s the final decision on post-secondary 
training. The Board is supposed to draw up yearly astimates of 
hi gh 1evel manpower requi rement.s. The "manpower forecilstlii in 
[government of SWilziland manpower consultant rtii?portl ilppear not 
to have been used. The Scholarship Selection BOilrd operates 
without any estimates prOjecting into the future [of training 
needa. ]114 

The Ministry of Health, Ministry of Agriculture ilnd 
Cooperatives, and the Department~ of Police and Prisons all have 
their own training institutions at which they conduct prtii?­
Iitervice, in Iii&rvice and, in the Cilse of Agriculture, filrmer 
trilining programs. 

Policy formul.iltion ilnd coordination ia the responliiibility 
of the MOL's Trilining ilnd Localiziltion Council ....ith help from 
the Department of Ec.onomic Plilnning and Statistics. The Second 
Development Plan gave as the government's goal with respect to 
post-secondary training "to educattii? and train sufficient numbers 
of young people to mp.et the requirements of an expanding econOMY 
for high-level and middle-level manpower and to realise the 
highest rate of localisation conliiiliitent with the maintenilnce of 
efficiency."1 The Thir'd Plan atated "It is intended to locilliae 
h.lf of the pOliitiona no~ h.ld by e~patriatea in the priv~te 

sector arod virtually ~11 Government poats. To ilchieve thia, 
educiltion and traininQ progril~~e~ will be tailored to the \cp 
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manpower needs of the n.tion .s projected by the manpower 
survey. Government will exercise c.reful control over work 
permits for expatriates and impose. training levy on their 
wages to induce employers to loc.lise their op~rations 

tii!)(pwditioualy." The N.tional HanpOWtiilr Survay Will' dontii! in10 

1976/1977, and analyzed in 1978 (the Colclough ilnd Digby 
Report 7 ). It did not le.d to • m.npower pl.n nor w.a ~ trilining 
levy on expatri.tes w.ges imposed. There h.ve been. large 
number of special assessment. of tr.ining .nd m.npower in 
Sw.z i l.nd.· 

One review of m.npowliiIr planning in Sw.zil.nd concludliild: 
"At policy level~ thliilre seems to be .n expressed beliliilf that 
training is necessary, but there is a notable .bsence of me.ns 
to implement fully functional training efforts in lin~ 

Ministries .nd Agenciea or Departm.nts."' Anoth.r felt ll[tJhere 
does not seem to be a strongly coordinated training plan in the 
Swaziland public sector. A gre.t deal seems to be left to the 
initiative of the individual ministries and dep.rtments•••• All 

7too often we were told of cases where an OSAS officer s contract 
is terminated without any arrangement h.ving bliilen madliil for a 
counterpart to receive formal training or to gain liiIxpliilrience by 
IQlilrving as .n understudy." 1Q 

A team sponsored by the Southern African Developmliilnt 
Coordi n.ti on Conferl;mcliil (SADCC) in 1983 concl uded "At present 
the EMI (Employment and M.npower Inform.tion] svstem lacks 
coordination; there i6 a fr.gmentation of responsibility .t 
policy and functional levels owing to the division of 
responsibilities between the v.rious organizations involved in 
manpower resources. Therliil is .n .mbiguous line of authority 
within the sy~tem which reflliilcts the overlapping responsibility 
of the agencies themselves •••• Another major constralnt ••• is 
manpower. At present there is a shortage of qualified 
professional and sub-professional p9rsonnRI in thliil system. 
There is only one economist re5pon.iblliil for manpower planning. 
There is a lack of suf'ficilitnt statisticians at t:i.~ Central 
Statil.tical Office."1l Another group concluded "th.t a perm~nent 

inter-ministerial committee be established for coordinating 
detailed planning, implement.tion and supervision of .11 
tr.ining cmntrlitli and progrAI""'••• III:: 

The SADCC group, ilfter analyzing the Colclough ilnd Digby 
report., conclud...d thilt "in view of th... fAct th~t [the data] is 
now out of d.te, there i Iii • nliiled for a new s~lrvey to be 
conducted. II 

Currently in Sw.ziland there is a lack of information on 
the educational levels of existing staff as thu per.-onnel 
records ~rlt in~d.quilte.u Thw extent of moilnpower plilnning is 
limited tu pRriodic !iOCiittlitrlitd st.tements in thliil pre.-s concerning 
the n~ed for for ... ign labor, or the .busa of the work permit 
system by th&> private sli'ctor. There is no written m.npower 
development policy. The annual training progr~m i!iO coordinilted 
by the Department of Establi~hments and Tr.ining. However, this 
is not based on long or even medium-term assessment.- of 
organization.l needs, or how cloli~ly existing work .....r~ IReet skill 
needs. Similarly, there is no asse~liimont of the people exiting 
for'mal educati on or trai ni ng programs, ,the currlitnt 1 ilbor "'ilrket 
!'iituation (to determine ~.hat personnel lIlily be av~ilable) or the 
demand for personnel with given skills and .ttitud9s. Existing 
training pldns react to current dily-to-day problem.-. The 
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training activities of different donors are not coordin~ted and 
Establishments and Training does not keep track of the tr~ining 

taking place either overseas or in country. 

The manpower planning approach is based on the ~5sumption 

that the main link bet:',een education a"ld economic development lis 
through the knowl edge ~nd sk ill s Ilduc~t i on produces in the 1~bcJr 

force. "Manpower planning concentr~tes on the hum~n rEPspurce 
aspect of planning. Education, on the other hand, focusfils on 
the development of the5& reaourcela. "14 It impliea that if the 
educational 5ystem produces qualifi~d people in the right 
numbers ~nd places, the major part of the economic ~nd 50ci~1 

contribution of education planning is achieved. There are a 
number of difficultifils with manpower planning. 

1. Forecasts of manpower needs can seldom be made with any 
reliability beyond short term period~ of five to eight 
years. However, the time p~rspectivEP required by educa­
tional planning as a whole is fifteen to twenty years, 
though it is possible to influence the supply already in 
the "pipeline" over liOhorter periods of time. lII 

2. The educational component of different occupations 
changes with technological progress and the rise of educa­
tional standards. Thus, whereas the best students in the 
past might have had a proimary achool certificate, over 
time only the r~latlv.ly poor atud.nt& wtop with. primary 
school certificate. 

3. The occupational needs of the economy are not the whole 
of society's needs for education. An addition has to be 
made for those people who want/need an education, but will 
not want modern sector work. Further, there is a demand 
for education for social, cultural and political purposes. 

4. If educational output grows faster than demand then 
frequently this stimulates production. Account must be 
taken of employment turnover, N~$t~ge and other changes in 
the employment/education interface to avoid creating 
unemployment probl elnSil. 14 

These changes mean that a gre~t deal of gU~$sti.~ting is 
involved in manpower planning. No plan can be viewed ~s flaw­
less, but by making an inventory of the skills and training 
currently available, analyzing the prR~ent and projected output 
of the educational and training system, and comparing these 
supplies with the prOjected demands for different skills, a 
longer term perspective of possibilities within the country is 
possible. A plan can point out that when there is a need for 
more people with advanced training in one area, that the 
educational system at lower levels will have to be producing 
people with appropriate knowledge. The manpower plan will also 
demonstrate a number of different ways to achieve education and 
training goals, and these difffilrent methods must be coordinated. 
Aside from the traditional educational system, there are special 
training programs, adult literacy, informal educational methods, 
training in other countries and, on the job training in the 
private sector. The lack of coordination between different 
training media leads to a wastage of resources, and the anomaly 
of too many people being trained in one area, while similar 
areas suffer shortages. 
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An example of thR result of thi~ lack of coordination can 
be seen in the allegation that "the expam.ion of the Univer&ity 
should be just ~ufficient to meet the need for gradu.te& by 1990, 
.nd to localize jobl> held by .Mpatriat••"l'. If the Univer.ity 
will be .bl~ to meet the needs for fir.t degree gr.du.te. then 
the need for over&e.& training of degree (bachelor'a) people will 
be different than if one fe&16 the University will be unable to 
me~t the projected demand. 

Compared to almo&t all other &ub-Saharan African 
countrie&, Swaziland has a greater proportion of the working ~ged 

population in paid employment. II How.ver, in the l.&t two year. 
the economy has been unable to generate a~ many additional paid 
job~ as it had done in the past. The re&ult i& increa&ing 
unemploym&nt. 

By 1985 there will be 8,600 people leaving achool with at 
least four years of formal education. 

TABLE 1 

ESTIMATES OF THE NUMBER OF PEOPLE LEAVING 
SCHOOL IN 1985 BY LEVEL OF EDUCATION COMPLETED" 

highest level number in drop out s&tilnated number 
of schooling ~chool ratv leaving school 
completed 1985 

primary &chool 
grade 1 28,379 7.1 2,015 

2 24,435 7.8 1,906 
standa~rd	 1 23,216 7.8 1,811 

2 20,108 7.6 1,536 
3 17,885 8.1 1,449 
4 15,274 9.1 1,390 
5 13,524 13.5 1,826 

secondary 6chool 
Form	 1 9,220 10.4 959 

2 7,882 13.8 1,088 
3 6,352 70.9 4,504 
4 1,513 12.7 192 
5 1,298 2.8 36 

g!:~!1!:!~!~§ ±r:9!!! 
Teacher Colleges 

primary school 36:; 
.scondary school 117 

Voc.ti onal tr-ai ni ng 
programa 963 

PO&t- roecondaroy 300 

Of the 20,455 who are estimated to b. ending their formal 
education in 1985, 13,187 will have completed four years of 
school. Estimates of the percentage of tho&IP completing grade 
four who will seek modern sector employment vary. However, data 
from th~ 1976 Census sugge.ts that 65% of theae people will &eek 
modern sector jobs. That i., 8,600 people who have completed at 
least grade four, or vocation.a! &chool, will &eek formal .ector 
employment. 
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If p~st economic relationships continue to hold, 2,700 of 
this group will be ~ble to be employed in the South Afric~n 

min••, informally in Swaziland Dr be .elf-..ployed. 1o An 
additional 1,300 will be employed by t~king over ~ po.ition from 
someon. le~ving paid employ.ent. 11 In order for the econOMY to 
generate sufficient jobs to employ ~ll the rem~ining people 
seeking modern sector jobs it will have to grow by B.IX (r.~l 

GOP).II Altern~tively, if the capital-labor relationship which 
prevailed in the mid-1970s w~s to hold, re~l GOP would only need 
to grow by 5.8%. Real growth during the last five ye~rs has been 
4.91., but has dropped liiince 1980 to 3.51.. Either tilrget will be 
diffiel achieve. 

the Pilst five years, of the 7,200 people leaving 
school year with ~t least a fourth grilde education, 

1,200 were employed through w~st~ge in the l~bor force 
1,950 were employed through economic exp~nsion 

1,700 were employed as novices in the South Afric~n mines 
300 were informally employed 
700 become self-employed. 

5,850 TOTALZ:I 

Thus, the number of people who could not find modern 
sector work has been increasing during the past few years by 
1,350 per annum. The growing unemployment c~n be liieen in th~t 

following "an advertisement from B.C.C.I. [Bank for Credit and 
Commerce International] Bank call[ed) on young people to join the 
bank. HundredB of young people travelled .croSiS the country and 
milled around the premises of both the Manzini and Mbabane 
branches, although there were only a few vacancies. The 
advertisement for candidates for the certificate course in 
agriculture drew some 1,600 applications for the 40 places (post 
JC) in 1980. William Pitcher College recently processed 2,000 
applications for the 60 positions open for Teachers Certificate 
course. The Royal Swazi Spa advertised for about 6 croupiers and 
1000 _pplications were received."u 

The most comprehensive recent review of manpower needs in 
Sw~ziland was based on a manpower survey undertaken in 1977. The 
review, entitled §k~!!~ !Q~ ~~~ E~~~~~, looked at the 1977 
structure of skills in Swaziland and the skill requirements of 
existing jobs. In ol~der to project the demand for ski lIed 
wo~kers it was assumed that: 

"1.	 the qualifications required by employers in 1977 for 
entry into skilled occupations will, for each sector, 
remain unchanged; 

2.	 the demand for skilled and educ~ted manpower in the 
Central Government will increase at the s~.e r~te as 
depart~ental recurrent expenditures in re~l terms; 

3.	 the demand for skilled and educated manpower in other 
sectors will increase ~t the same r~te as net sectoral 
output in real terms (with the excevtion of the education 
sector, where more disaggregated methods were used); and 

\~ 
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4.	 wages, relative to other production costs, will remain 
conatant in real term•• "" 

The assumptions on economic growth were: 

TABLE II 
ASSUMED REAL ECONOMIC GROWTH USED IN THE DERIVATION OF SKILLED 

MANPOWER NEEDS OF SWAZILAND 
(with actual and currently projected economic growth)z. 

~~!!!! !~ !~! E!!~! Assu-ptians Actuil lad Project" &r..tb 
SKtor 11M .,CMth high ljI'..th .c\ul1 ,rCMth project.. .,CRlth 

1992-1989 1982-1989 1977-1982 1982-l989 

Avi tulturR iIIlI 
Forl5try 4.0 7.0 .., 3.8
 

niRinq in~ Uuarryi~ 2.0 4.0 -J.I -20.1
 
nBlhduriNJ 4.0 9.0 7.4 3.1
 
CoDstrudicn 5.0 9.0 9.5 0.5
 
u-nity _ Dth...
 

SenicK 4.0 7.0 l.t 2.6
 
OtMr SKtan 4.0 8.0 4.' 1.3
 

6DP (fador colt) 4.0 8.0 4.' 2.1 

Recent trends have been closer to the low growth than the 
high growth projections, and the forecasts for the rest of the 
decade are also clo&&r to the low projections of the §k~~~~ f~ 
~h~ EH~H~~ study than the high one•• Thi. i_plies that the 
projections of demand for labor will be less than tho.e projected 
by the ~k~!!~ fQ~ ~h~ E~~~~~ study. However, mitigating this 
somewhat i& the phenomena of degree creep, that is, whereas in 
the past the most dynamic people may have been tho.e people with 
a primary school certificate, now people with only a primary 
school certificate are viewed as relatively poorly trained. So 
Colclough and Digby~s projections for the demand for people with 
less than university training are probably over-estimates, and 
their estimates for university trained people are also over­
estimated to the extent that the economy is growing slower than 
projected, and under-estimated becau.e of qualification 
e&c.alation. 

\ ~
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TABLE III 
PROJECTED SUPPLY AND DEMAND FOR SKILLED LABOR IN 1992/1983 AND 

1989/1990 BY LEVEL OF REQUIRED EDUCATIONI1 

minimum required educilt:ion 
st:d 5 forlft 1 form 3 form 5 degree 

!2Z~L!2:ZZ 
Sw.azis in post 3,113 
non-Sw.azis in post 239 

901 
147 

6,735 
771 

2,826 
1,292 

362 
755 

!~§~L!2§~ 
Expected de...and 5,300 1,600 11,400 6,300 1,700 
Sw.azis from 76/77 2,800 800 6,100 2,500 300 
N~w .additions from 

Educ. or Tr.aining 15,000 8,000 15,800 4,900 700 
Surplus or Short.age 12,500 7,200 10,500 1,100 -700 

!2§2L!~2Q 
Expected d~m.and 

high 8,700 2,800 18,100 10,300 2,600 
low 7,300 2,200 15,500 8,500 2,200 

Sw.azis from 82/83 2,400 700 5,300 2,200 300 
New .addit:ions from 

Educ. or Training 37,600 20,200 41,300 12,900 2,100 
Surplus or Shortage 

high 31,300 18,100 28,500 4,800 -200 
low 32,700 18,700 31,100 6,600 200 

"At the degree level ••• the l ..bor m.rk~t iii expected t:o be 
approxim.ately in balance [in 1989l and, with more t:h.an 250 Swazi 
g~aduates emerging each year from t:he [Universit:yl or foreign 
universities, the localization of most professiooill jobs should, 
by thilt date, have been achieved. 1111 However, t:h. problem with 
these macro-lev~l statistics is that: whil~ the over.all level of 
demand might be close t:o being met, many of the individu.al fields 
within that overall level will be uhort of skilled personnel. 

A review of the demand for skillad people by occupation 
yields (Table IV): 
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TABLE IV 
!~~B~8§~ IN DEMAND FOR SKILLED AND EDUCATED WORKERS AT THE 

DEGREE AND POST-GRADUATE LEVELS, BETWEEN 1982/83 TO 1989/90 
BV OCCUPATIONI' 

prlv~te/piJiltitil/ldlc ..,v.,...t TOTAL 
biehelar post-.rH. biehelar palt-eJnd. ~K.lar polt-,-id. 
~... Htt'.. "ree Utjr.. 111... "rH. 

~!~!)~~~	 1U g§ §z g~ glQ ~1 
Arch\ teds iIId sun.yors (28) 5 o 14 o 19 o 
Dodlln, delrtists ;md virts (89) 14 10 21 15 35 25 
DnftYIII (12) 3 o 5 o 8 o 
EnlJilM!ll'S (lOin 52 3 18 1 70 4 
life Scieltists (46) 8 1 9 1 11 14 
lIIII1inl, ....hl iIIld vlrt. isst. 13) I o o o 1 o 
"'56 _ ai d.i YK m 1 o o o 1 o 
PUraKists iIIlII rel~ted tee". un 7 o o 13 o 
Physicists, ch"ists, ind lJeo1Dljists (29) 3 1 " 2 9 3 
Produdi... Supervisors lJ.nenl farBMI (22) 13 1 "I o 14 1 
ProfessiDDil and Ttthnicil Mork.,s n.I.c. (22) " .. 3 1 9 5 
T,dlRiti~s (m 10 2 4 o 14 2 

gz	 gU~9~!~! ~f~!!)~~! gl~ l~ 1Z 11 
AccOUllt~h. (5M 31 1 6 (I 11 I 
Ad.inistntiv, iIIld lIiIIliMJWiill Mork.,s C194) 103 13 17 2 120 15 
Clwinl ....hrs iIIld 6oY.,...t ExK. 1«) " 2 12 4 18 6 
Econu.ists (49) 9 3 IS " 21 9 
"'MJlfs iIIMl Prllflrilrtors-tndt (35) 22 2 o o 22 2 
"iln~IfI!'!Ii iIIld Prllflrilrtars-nshlll'iIIlts/hDtels Ult 5 2 o o 5 2 
lil~1f5, judqls, jurists (49) 15 I 11 o 26 I 
PtrSGnatl iIIld OccupiitiOAill Spltiillists (14) 7 I o o 7 I 
SillS MUrk.,.s n.,.c. (8) 3 o 2 o 5 o 
Statistics iIDd Reli1ttd (19) 0 I 10 5 10 6 
Tnns,art .. ee-miuti 011 Suplnisors (3) 0 o 3 o 3 o 
Typists, bookkeepers ;and relited (23) 14 I o o 14 I 

~g[!~!:,!!!.I[~ §Z H 1 Z9 1§ 
Aqritllltlre iIIld rehted IIOfker, C12U 67 15 o 10 16 

~~!:'f~!!P!) l~Z ~J 19 g g9Z ~~ 
Pri..y Eduntion Teilcbers (4) 2 o o o 2 o 
Sttond;ary Educiltion Ttilcbers (346) 141 I o o 141 1 
llniVl!nity .d Hiqhlf tduUtiOll llKlllfi (20n 37 46 o o r1 46 
Olbltr TllilChItr", (SO) 13 3 8 I 21 4 
li~rilri~s. ;archivists ind CuriitorS (14) 4 3 2 I 6 4 

9!~~r ~~!H!'~ n o o g H 9 
ilickSldlhs. fitters ind i,~lers (13) 9 o o o 9 o 
Production lUrkers A.e.c. (6) 3 o o o 3 o 
iricklilyers, CiTpl1llters, IItt. II) 1 o o o 1 o 

In 

MOTES:	 Tile nuebirs ill p;arentuKK ;art the IStiuted nllllHr of "rH ud ,ost-.nt!utt holthn In ! nu/83. 
n.~.c. =not 1I1~2ft clils,ifitd 

Much of the deM~nd by tho governm~nt fer po&t-gr~du~te 

trained people i» included in the priv~tR/p~r~&t~t~l/educ~tion 
columns, especially the nged& of the Univer&ity. Never the le&&, 
it ought to be noted th~t the&v projections .rv b~&vd on re&e~rch 

\cb\ 
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that is 7 years old. N~w the GOS~ Dep~rtment of Establi~hment& 

and Training feels that some of the people who in 1977/78 only 
needed first degre~ (or bachelor~&) level training, will neud 
advanced degre9s. ThiliO is eliOpeci~lly true for people in the 
science areas. 

The University of Swazil~nd ha~ produced ~ Ten Ve~r 

Development Plan. In developing thiliO pl~n the Univer~ity st~ted: 

"It would be futile for the Univer~ity to develop programmeliO 
wi thout due rlilgard bei ng giver. to the manpower requi rltmentl. of 
the country. On the other hand the UniverliOity progr~MmeliO ~nd 

enr~llments should not be strictly tied to the perceived manpower 
plans of the country, liOinc9 the figur&~ fluctu~te in reliOponse to 
small change~ in .ome ~conomic-political p.r~meter&. ExiliOting 
m~npower for~ca&tliO should be uliOed aliO a broad guide to the 
University programm•• and enrol' ~ent•• "» 

To develop the m~npower forecast. in §~!!!~ f~ t~~ E~~~~~ 
assumptions were m~de concerning mort~lity ~nd p~rticip~tion 

rates. The University~s Development Plan synthRliOized the 
projected demands of §~!!!~ fQ~ t~~ E~t~~~ for first degree 
people to: 

TABLE V 
REQUIRED OUTPUTS OF UNIVERSITY GRADUATES BY SUBJECT 

1977 198931 

Discipline Output of Output as percent percent of 
Swazi gr~duates per ye~r of total gr~du~teliO 

1977-1989 output required by 
government 

Agriculture and 
Life ScienceliO 264 22 11.4 15 

Science 556 46 23.9 37 
PhyliOics/Chem./Geo. 38 3 1.6 58 
Engineering 175 15 7.5 2S 
Architect/Survey 44 4 1.9 70 
Medicine/Dentist 

Vet. Science 138 11 5.9 58
 
Pharmacy & Related 28 2 1.2 32
 
other 133 11 5.7 15
 

Soci al Science 248 21 10.7 46 
Statistics ~ ReI. 30 3 1.3 90 
Economics 71 6 3.1 6e 
Accountancy 86 7 3.7 13 
La~ 61 5 2.6 46 

Degree with 
'Education 725 60 31.2 3 

Other 531 44 22.8 17 

TOTAL 2324 194 100.0 20 

Nearly all Swazis who ~re at a university are ~t the 
University of Swaziland. In 1977 77% of the Swazis ~t university 
were ~t the University of Botsw~na and Swaziland. In 1980/81 this 
iner••••d to 91Y. with 9~Y. in 1991/92. 32 Th. diff.r.ne., 23 
students in 1981/82, were prim~rily people going for po~t- (I
qr~du~te degrees, although a ~mall number were in under~r~duate \~~ 



subjec~s no~ offered in Sw~zil~nd. Thus, we CAn use ~he number of 
s~ud~n~s a~ ~he Univerai~y of [Bo~sw~n~ ~nd] Swazil~nd in e~ch 

subjec~ as a close appr-oxima~ion of the number o·f SW~Zi6 

receiving ~raining in each field. 

Actual Swazi gradu~tes from the Univer~ity of Bot.w~n~ and 
Swaziland betw~en 1977 ~nd 1981 ~ver~ged ten per ye~r in 
agricultur~, twenty-one in soci~l science, twenty-nine in 
education and sixty overall. Almo&t ~ll the people with education 
degrees had concurrent tr~ining in science, social sciences or 
the humani~ies. 

The projections of the demand for University tr~ined 

people is slightly above those on e~rlier p~ges to allow for 
replacement of existing workers, wast~ge and for people who do 
not enter the Sw~zi labor force. During the 1980~s the 
Univel~sity anticip~tes gr~du~ting on ~ver~ge twenty-two people 
per year with ~ degree in agriculture. Of these, sixteen will 
not have education credits ~nd c~n be assumed to want to find 
employment outside teaching where the projected dem~nd i. twenty­
twu. In the science are~ the expec~~~ion is for thir~y-seven 

people per y~~r to graduate, with thirty-three projected to be 
trained as teachers. The non-education demand is for forty-six. 
In the ~ocial sciences (excluding law but including commerce), of 
the thirty-four gr~duating per year, sixteen will have a 
concurrent degree in educa~ion. All twenty-eight graduating each 
year with a humanities degree will also have concurrent education 
training. An additional eight people each year will have ~ B.Ed. 
degree. An average of thirty p~ople will graduate with a first 
degree in law. 

TABLE VI 
PROJECTED YE~RLY NEEDS AND OUTPUT OF SKILLED MANPOWER 

AT THE FIRST DEGREE LEVEL33 

field yearly ___e~Qi~£1~Q_QH1eHt _ 
needs without with tot~l 

training training output. 
in educ. in educ. 

agriculture 22 16 6 22 
!ic:ience.. 46 4 33 37 
social sciences 

non-law 16 18 16 34 
law 5 30 0 30 

education 60 0 8 8 
other (humanities) 44 0 28 28 

TOTAL 193 68 91 159 

From Table VI it can b~ tieen that, for the firfat degree 
all ~he demand for people with educational training will be met 
(of ~he sixty needed each year there will be ninety-one wi~h a 
degree or concurrent degree in education). However, of the 
twenty-two needed with degrees in agriculture ~nd the life 
sciences, only sixteen people ~ year will b. forthcoming from the 
UnivE::rsit.y who do not plan to go into teaching. In the science 
area the deficiency is greater; of the forty-six non-teaching 
people ne~ded only four will be provided each year. In the l~st 

three yeArfa, at le~st five people per ye~r h~ve gr~duated from 
the Medical University of South Africa (MEDUNSA) or the 
University of Nairobi. An addition~l two people have graduated 
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with first d~gree» in pharmacy. If the&e trend& continue then the 
total additional supply of ~ciance peopl~ .ach year i& eleven, 
still far short of the forty-&ix needed. In the &ocial &cience6, 
g~£~~ting ~~~, there i& a need for »ixteen people, and the 
University will b~ able to provide them. However, while th~ 

§t~ll~ !Q~ ~b~ E~~~~g study projected the need for an additional 
five people per year with training in law, the university 
AnticipAtes graduating .n average of thirty per y••r. 34 

Thus, while the University will be able to meet most of 
the needed training in bachelor 7 s degrees, this is not true of 
each discipline. Ther~ will be a $light exce~6 of people with 
training in education, a large surplus of lawyer&, approximately 
the correct number of social scienti&ts, and shortage& of people 
with non-education agriculture or science bachelor 7 & degrees. If 
salaries in the non-education areas reflect their &hortage of 
these skills, some of the people who had thought of going into 
teaching will decide to seek employment outside education. 

Comparing the percentage breakdown with the manpower 
prOjections of Colclough and Digby shows: 

TABLE VI I 
PERCENT BREAKDOWN OF NEEDS, ACTUAL AND 

PLANNED UNIVERSITY PLACES3~ 

filculty Skllls for thll f.t.rll Actuill 1977-1981 PlilJlnM 82-90 
total total tohl 

degree .1 th educ. pl'I' cvat deqree .i th educ. pl'l' cvat : degret Ifi til eclat. pl'l' nllt 

I\qncullur P 14 5 1'1 II 0 II 14 5 1'1 
SCI ft!ce 32 Iv 4/ lu 24 54 5 3il 41 
Soc 5civace 14 5 1'1 24 0 24 15 5 20 
HuIUll i ties 2u 20 " 25 31 () 20 20 

rolit. ilU 40 100 51 49 100 34 6IJ 100 

The most obvious differences between the Colclough and 
Digby prOjections and actual performance is the larger emphasis 
on humanities and social science students without education 
training. There has been much less emphasis on scienc~ people 
without education courses and agriculturally trained people with 
education. The University's development plan calls for greater 
emphasis on science people with education, but less on science 
people without education. The rest of the Universit y 7 s 
prOjections are close to those of Colclough and Digby. Host 
commentators would agree with the need to increase th~ number of 
people able to te~ch science and math. courses in the primary and 
5econdary schoola. J However, there is also a need for an• 

increase in the number of people with training in science, but 
without education credits, who will work either for the 
government or the priVAte sector, and who will not teach.'7 

Post-graduate training has been projected in Table IV. The 
University of Swaziland does not anticipate providing significant 
amounts of post-graduate training durlng this decade, unle6s 
there is a sufficient incr~ase in its budget to permit the hiring 
of large numbers of additionel ataff. J 

• Using the number of 
ppoplp who rpturned from masters and l10rtnral training over th9 
la.t three year.", we can Q_t .om_ idea of wheth_r th_ pr~J8cted 

needs will be met. 
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The projection» ~re that from 1982/1983 - 1989/1990 thQ 
cOl~try will need fifty-four addition~l peopla with m~sters or 
more training in the science ~re~s, forty-four in the social 
sciences, fifty-five in education and sixteen in agriculture. 
From 1980/81 to 1982/83 six people returned with advanced science 
training, twelve with social ~cience training, fourteen with 
education, and six with agriculture degrees. Using these figures 
to project is difficult, sincQ four of the people received 
advanced training grants through CIDA (C~nadi~n Aid), and the 
government of Swaziland does not ~nticipate receiving any more. 
Further, USAID trained four of the scientists, five of the 
social scientists, nine of the people in education (or going into 
teaching) and five of the agriculturalists. USAID has played a 
very significant role in post-graduatQ education in Swaziland 
during the current decade. The balance of the people in post­
graduate training were financed by the UK, GOS, Tibiyo or private 
firms. 

Non-CIOA, non-USAID post-graduate returnees in the la»t 
three years amount to two scientists, four so~ial sci~ntists, 

four in education and one in agriculture. Using these figures to 
project would indicate that of the ~ifty-four post-graduate 
degree people needed in the sciences, only six will be provided. 
In social s~ience, of the forty-four needed, eleven will be 
trained. In agriculture there is a need for sixteen post-graduate 
degreQ people arod only two will be trained. Finally, education 
j~ projected to need fifty-five post-gradu~tl:l degree peopll:l and 
there will b .. alp-ven trained. The ",hortag&s in ~!.!. fiQlds at the 
post-qr~duate degree level ~r~ extr&m&. There is ~lso an 
incruas&d reallzatlon on the part of the government that post­
graduate training is necess~ry to government's proper 
funrtioning. Without expansion in the number of people going for 
posl--graduate training the localization of the upper levels 
within the private sector, education, and many government 
positions will be impossible. Th~ shortages will be most 
pronounced in the science and agricultural areas and will 
constrain localization and economic development in Swa2iland. 

1.	 see for &xample !i~~~ gf §~~~i!.~nd, February 19, 1982, 
Si.unye Sets up Ba~rd ta Sp~~d up Lac~li>atian by Masumi 
Twala. In the Ii~~! g! §~~~i!.~nd, September 17, 1982, the 
outgoing executive officer of Swazil~nd R~ilroad charged that 
"sollie En:palr-iates deliber-ately s;low down training so that 
they can stay in S~.,aziland for longer than is necessary". 

2.	 Ephr-c\im M. Hlophe: H~npaHe,. Develap.ent Pal icy (R Study af 
thp Swaziland Civil Service), Eastern and Southern African 
Management Institute, Arusha, Tanzania, June 1981. 

3.	 M. N. I<hoza, HanpaHE'r PlaTming and 1.plic~tions far 
Educatian, paper delivered at the National Symposium on 
Population and Development, 26-29 May 1980, organized by 
FAO/UNFPA Programmp~ for BQtter Family Living in Swaziland 
ill aU sponsored by the D9partment of RS_Qarch and Pl anni ng, 
Ministry of Agriculture and CoopQratives, Mb~b~nQ. 

4. Hluphe, vb.cit. 

!~ZZ, Government of 
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Swaziland, Mbabane, n.d., page 15. 

6.	 Ihi~Q ~~~!Qn~! Q~Y~!Qp.~~n~ e!~n !~Z§L!~Z~ =!~§~L§~, 
Government of Swaziland, Mb~bane, n.d., pag& 34. 

7.	 Chri.topher Colclough and Peter Wingfield Digby, §ki!!~ !Q~ 

~h~ E~~H~~~ ~Q~£~~iQn ~nQ ~~nQQ~~r- e~~~p.~£~iY~~ in 
§~~~i!~nQ, Mini~try of Finance and Economic Planning,
 
Mbabane, May 1978.
 

8. see for p-xample: 

D. H. Hartzog, R~vi~N of Tr~ining Polici~s ~nd Tr~ining 

Institutions in SN~zil~nd, Dep~rtment of Establishments and 
Training, Mbabane, May 1979. 

E. Philip Morgan, P~rsonn~l 1.prove.~nt in th~ Kingdo. of 
SNaziland, Nationul Association of Schools of Public Affairs 
and Adnj:,istration, Washington, D. C., May 1980 

H. Williamson, Jr., and R. Meisner~ GOS H~npoN~r 

R~quire.~nt Study, Ministry of Agriculture, Mbabane, August 
1977. 

Public Service Personnel Develop.ent Hanage.ent and 
Utilization in (SNaziland) Shortco.ing and Propos~d HeN 
~pproaches for the 1980s, no author, n.d. 

9. Hlophe, ob.cit. page 19. 

10.	 Manpower and Evaluation Department, Overseas Development 
Administration, §~~~i!~nQ ~~nQQ~~~ B~Y~~~~ !~§Q, London, 
March 1980. (Report of a Mission to Swaziland in February 
1980, led be Dr. B. E. Cracknell) 

11.	 World Employment Programme: Southern African Team for 
Employment Promotion, Oraft Rnport Rn Rss~ss.~nt of 
E.ploy.ent and HanpoNur Infor.~tion Syste.s in SRDCC He.ber 
States, ILO, Lusaka, Zambia, March 1983 

12.	 B~~Q~t Q! th~ §~~£Qmmitt~~ !Q~ B~yi~~ing th~ B~£Qmm~nQ~~iQn~ 
Q! th~ ~Q~£~tiQn ~nQ !~~ining §~£tQ~ 8~Yi~~ !~§~, Mbabane, 
August 1982 

13.	 Hlophe, ob.cit. 

14.	 Khoza, ob.cit. 

15.	 As an example of the difficulty ~~e !im~~ Q! §~~~i!~nQ, 
November 2, 1982, E.ploy~rs SOS on Educ.tion by Masumi 
Twala. The head of the Swaziland Fsderal of Employers stated 
"Presently industriu~ are crying out for skills but there 
simply is nothing coming.And then where doeG that leave 
us ••• to import skills." The Perm~nent Secretary of Education 
responded "W~ have been told Ly largs industries that we are 
in fact overproducing ••• we have been amazed by the responses 
by the majority of respondors. They have all told us that 
they do not need many professional people because they have 
enough." 

16.	 Benjamin Higgins, ~£QnQmi£ R~Y~!QQm~n~~ e~Q~!~m~~ e~in£!Q!~~~ 
~nQ eQ!i£i~~, W. W. Norton and Co., New York, 1968, page 420. 



17.	 §~~~~l~ng ~~n~Q~~~ B~~i~~ !2~Q, but the s~me point is m~de 
in Colclough and Digby, and th~ Univer~ity of Swaziland~~ 

Development Plan 

lB.	 World Bank, es~~t~~~i~g Q~~~lQ~m~ni !Q §~~=§~b~(~n ef(!~~~ e~ 
Bggng~ fQ~ eS~~Qn, Washington, D.C., 1981, page 41. The 
comparable ratio of formal sector employment to working aged 
population is 28% in Swaziland. 

19.	 !n~ §~~i~~ ~QQ Q~~~!QPm~n! Qf ~Q~s~!iQn in !b~ ~!~gQQm Qf
 
§~~~!!~nQ, ~the Bi~hop Report), Mini~try of Educ~tion ~nd
 

Depar~ment of Economic Planning and Stati5tic~, November,
 
1981. The estim~t&~ for voc~tional and po~t-£&condary
 

graduates are from the Government of Swazil~nd, Department of 
Economic Planning and Statistics, November 1983 

20.	 The data on mine wor~ers is from TEBA (The Employment Bureau 
for Africa) who are the recruiters in Swaziland for the South 
African gold mine~. During the la£t two years there have been 
2,000 novices going each year to the mines, 1,700 of whom had 
at least a fourth grade educ~tion. The data on the increase 
in the numbers informally employed or self-employed is 
derived from a comparison of the 1966 ~nd 1976 Government of 
SWdziland census. 

21.	 Colclough and Digby, ab.cit., ~stim~te the w~stage r~te at 
1.9%. This low r~te is cau~ed by the rel~tively youthful 
compoaition of the Sw~zi work force. 

22.	 Deriv~d aD part of the USAID/Swaziiand .conometric 
forec"£ting mod~l for the Government of Swaziland'& EQ~~!b 

~~~!Qn~! Q~y~lQPm~n~ E!~n 1!2~~1· The employment ela~ticity 
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23.	 for additional information see M. Mat£ebul~, Th~ 

Deter.inants af L.bar Supply .nd De.and in Swazil.nd: 
l.plications for Public Policy, Department of Economics, 
University of Swaziland, 1982. 

~4.	 Khoza, ob.cit., pago 72. 

25.	 Colclough and Digby, ab.cit., page 21. 

26.	 The low and high growth e~tim~te6 ~re from Colclough and 
Digby, ob.cit., page 157. The actual growth figures ~re from 
the Government of Swaziland'~ Central Statistical Offie.: 
~~iiQn~! eS~Q~n~~ Q! §~~~!l~ng~ !2~~. Projeetion& ~re from 
USAIO/Sw~ziland'~ econometric foreca&ting model. 

27.	 Colclough and Digby, ab.cit., page 38. 

28.	 P. Wingfield Digby, H.npaN~r Requir~.~nts for Dqv~lop.~nt 

and their Educational 1.plicatians, §!~8 ~~~l~!in, September 
1978, page 10. 

29.	 derived from Colclough and Digby, ob.cit., p~ge 100. 
Currently the GOS' Department of Est~blishment& ~nd Tr~ining 

feel~ that Colclough and Digby undere~timat~d the need for 
post-graduate trained people in government. Colclough and 
Digby assumed ~Q post-gr~du~te degree£ in government. Thi£ 
table ch~nges that ~~£umption to assume the ~~m~ proportion 
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(by field> of people in government as in the private sector 
will need post-graduate training. Ba&ed on di&Lus~ion& with 
the GOS~ Central Statistical Office we further adju&ted 
Colclough and Digby .0 that one third of the need for po.t ­
secondary degree people are for people with po.t-graduate 
degree•• 

30.	 The Univer.ity of Bot~wana ~nd Sw~ziland, University College 
of Swaziland, ~~Y~!e~~~~i E!~~ !~~QL~! =!~~~L~Q, page 5. 

31.	 Colclough and Digby, ob.cit., page 42. 
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33.	 Colclough and Digby, Db.cit., page 42 and University 
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34.	 University College of Swaziland, ob.cit., page 7. 

35.	 Colclough ~nd Digby, ob.cit., p~ge 44 ~nd Univer&ity College 
of Swaziland, Db.cit., pages 7-8. 
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the fact that the present number of Swazi& with a 
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ib~ §~~~e~~i~t.~~, ob.cit., noted "The shortage of manpower in 
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page 2. 
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Digby, Db.cit., especially when the need& of the government 
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paper (J. Dormady, Technical Training and the SN~zil~nd 
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of East and Central African Electricity Undertakings, 11-15 
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38.	 University of Swaziland ~~ll~~in, 1982/1983. 

39.	 Government of Swaziland, !~~ining E~~n !~§QL!~§! and !~~ining 

e!~~ !~§!l!~§~ plus discu••ions with K. Magagula, Department 
of Establi.hments and Training. 
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ADMINISTRATIVE ANALYSIS 

A. Summary 

The project will primarily be implemented by three GOS 
agencies: 

(1) tha Department of Establishments and T=aining for the 
long-term academic training abroad, the short-term 
non-degree/technical training abroad, the in-country training and 
the assignment of Operational Experts~ 

(2) the Ministry of Agricultural and Cooperatives in 
collaboration with the Ministry of Interior and the Office of the 
Indvuna yeTinkhundla for the expanded traditional leadership 
program and support of rural women's associations~ and 

(3) the Ministry of the Interior Swaziland Broadcasting 
Service for strengthening development communications. 

Implementation of in~titutional linkages will be the 
responsibility of each specific Swazi training institution which 
undertakes ~uch a relationship with a u.S. institution. 

Implementation of the in-country training program will 
directly involve the management and staffs of the various Swazi 
training institutions who have each expressed their willingness and 
capability to participate in terms of instructors/trainers and 
facilities. Coordination of the in-country training programs with 
the training officers of the development ministries and the private 
sector will also be required. 

The capability of each implementing agency and of the two 
principal swazi training institutions has been assessed in terms of 
organization, management and staffing. On the basis of the 
assessment, presented below, it has been determined that the policy 
environment is not a constraint to a multi-faceted participant 
training effort~ the institutional and administrative. 
infrastructure is adequate; and, therefore, the project 
implementation plan is realistic and workable. Institutional and 
administrative constraints, including inadequate training 
opportunities (abroad and in-country), a shortage of training 
personnel and decreasing operating budgets, will be eased within 
the framework of the project. USAID experience in working with the 
implementing agencies and training institutions further confirms 
the administrative feasibility of the project. 

B. The Department of Establishments and Training (DET) 

The Department of Establishments and Training, within the 
Ministry of Labor and Public Service, formulates and administers 
policy tor, and directs the operation of, the GOS civil service. 
DET's principal functions include (1) the establishment and 
salary-grading of civil service positions with reference to 
job-function responsibilities: (2) the formulation of schemes of 
service for various cad~es of government personnel~ (3) the 
issuance, review and administration of General Orders governing the 
civil service; and (4) the overall direction of the GOS's 
in-service training program. 

~
 
I 
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Effective April I, 1984, the Department of Establishments and 
Training has been reorganized to fulfill its functions more 
effectively and efficiently. The post of Director of Personnel 
Management heading the Department of Establishments and Training 
embrasing the portfolio of the Head of Civil Service has been 
abolished. The latte~ responsibility has been assigned to the 
Secretary of Cabinet within the Prime Minister's Office. The 
Departl:lent of Establishments and Training's functions are currently 
carried out by three divisions (and 121 employees):-Manpower 
Development Division, Management Services Division and the 
Personnel Administrative Division. Responsibility of pre-service 
training formerly exercised by Manpower Development Division has 
also been transferred to the Ministry of Education. The 
responsibilities of the three divisions are broadly as fo1lows:-

The purpose of the Division is to ensure the maximum use of 
manpower resources. The Division exercises thio responsibility 
through a program consisting of sections including the Swaziland 
Institute of Management and 
Training. The Division's st

Public Administration, 
affing pattern: 

and In-service 

Position Title Authorized On-Board 

Under-Secretary for Manpower 
Development 2 

Assistant Secretary 2 
Principal Paraonnel Officer 1 

1
2
1
 

Senior Personnel Officer 2 1 
Personnel Officer 2 
Assistant Personnel Officer 2 
Clerks 2 

The Management Services Division is responsi~le for 
recommending staff complements, the parameters of which are 

1
1
1
 

determined primarily by the PubliL Budgetting Committee. In recent 
years, the service has grown phenomenally from 6,800 positions in 
1970 to over 15,000 positions in 1984. 

The purpose of toe Division is to provide a management 
consultancy service to Ministries, Departments and parastatal 
organizations, with special emphasis on or.ganization, methods, work 
study, salary administration, evaluation schemes and to control and 
recommend staffing levels in Ministries and Departments. 

The purpose of the division is to formulate, interpret and 
update the r.ules and regulations governing the administration of 
the public service. The Division also controls the growth and 
composition of the Public Service, maintains personnel records, 
administers the Government stock of housing and office 
accommodation. Operationally the Division is divided into sections 
including the housing section, and the section dealing with the 
terms and conditions of service. The Division's staffing pattern: 
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position Title Authorized On-Board 

Under-Secretary for Manpower 
Development 2 1 

Assistant Secretary 2 
Principal Personnel Officer 1 
Senior Personnel Officer 2 
Personnel Officer 2 
Assistant Personnel Officer 2 
Clerks 2 

Realising the limitations of relying on manpower surveys, the 
Department of Establishments and Training has requested the 
assignment of a Manpower Economist/Planner under the project. Over 
a period of two (2) years, the advisor will assist the Department 
as follows: 

(1) perform an extensive review of all present policies, 
programs and procedures used by the GOS to set the present demand 
for civil service employees and estimate future requirements~ 

(2) on the basis of the findings from (1) above, prepare a 
report with specific recommendations for improving the capacity of 
the GOS to specify public sector manpower requirements and to 
optimize the use of on-board civil servants~ and 

(3) prepare a work program to develop, over a period of 12-18 
months, an institutionalized Swazi capacity to assess current 
manpower requirements and forecast civil service requirements. 

(The detailed draft position description is attached in Annex 
0.2.) Assuming that the advisor will be able to undertake the 
above terms of reference, within the next three-four years, the DET 
should have the institutional capability to define more accurately 
pUblic and private sector manpower requirements. 

A constraint to the Management Services Division's operational 
efficiency is the necessity to do manual searches in order to 
obtain incumbent personnel profiles. For example, it is not 
possible easily to determine the number of civil servants who have 
received training, their age, the organizational units in which 
they work, their degrees and special capabilities. The GOS 
manpower raviews would be improved immensely if there were a 
readily available personnel data retrieval system. The Manpower 
Development Division also has an equal need for information 
retrieval in terms of reviewing in-service training needs and 
planning for long-term training. To establish such a system(s) and 
to support the tasks of the Manpower Economist/Planner, a 
micro-computer, including a word processor, printer and software, 
will be procured with project funds. In addition, short-term 
technical services may be provided to set up the computerized data 
retrieval syst~;n(s) and to provide in-service training ira its 
operation and use. 

DET has also recently requested the Commonwealth Fund for 
Technical Cooperation (CFTC) to provide the services of an advisor 
in personnel administration for one year. One of the advisor's 
tasks will be to review the present GOS training policy and, as 

2 
I
1
I
1
1
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appropriate, recommend modifications. The consultant arrived in 
early May 1984 and as an initial action, he has been requested to 
undertake a thorough management study of the structure and 
functioning of the DET with a view to strengthening its capacity as 
the central agency for personnel administration, manpower 
development and management services in the Government. 

In the past year, DET prepared a document on training 
guidelines, which is now in the Office of the Attorney General for 
legal review. The document could lead to the writing of a Bill by 
the Attorney General's Office, which would then have to be 
submitted to Cabinet for ratification and then passed on to 
Parliament for approval. USAID will continue discussions with DET 
concerning the appropriateness of some modifications of the 
training policy in order to maximize especially the opportunity and 
benefits of long-term training. For example: 

(1) establishment of a "training complement" for the civil 
service. Since it presently is not possible to "double-encumber" a 
position, some employees may be prevented from accepting training 
opportunities if their responsibilities do not permit their 
positions to remain vacant during the training period. Also, since 
an employee must fill an established position in order to be 
eligible for in-service training, the GOS is presently unable to 
recruit and immediately train the best university graduates as an 
investment in the future of the civil service. In both cases, 
establishment of a "training complement" would give the GOS the 
needed flexibility to train the best-qualified candidates within 
the civil service and as they enter the civil service: 

(2) establishment of a standard system of bonding to insure 
that the employee works in the field in which he/she has been 
trained for a specified period of time (usually 2-3 years for each 
year of overseas training): and 

(3) more generous benefits for employees while they are in 
training status. Under the present training policy, a long-term 
participant receives his full salary for only the first year of 
his/her training period. Beginning with the second year, the 
salary payment is t~rminated, and the participant receives only a 
marginally adequate dependents' allowance. Financial hardships may 
result in some participants being unable to complete their studies 
and in some cdndidates being unable to afford accepting scholarship 
opportunities. 

C. Ministry of Agriculture and Cooperatives (MOAC) 

Leadership training is provided by the MOAC Community 
Development (CD) Section, and support to rural women's associations 
(Zenzele groups) is provided by the MOAC Home Economics (HE) 
Section. Both sections are within the Extension Services Division 
in the Department of Agriculture. 

Since both sections provide extension services, most of the 
staff is stationed in the rural areas. CD's field staff includes 
seven CD Officers (CDO), five Assistant COOs (with one assigned to 
the Women in Development program in Ntfontjeni) and 23 CD 
Assistants. Headquarters staff includes: 
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Position Title Authorized On-Board 

Principle COO 
Senior coo 
co Training Officer 

1
1
1
 1 (acting) 

coo (1 for administration, 2 2 
1 for training) 

Assistant coo 1
 1
1
CD Assistant (for radio 1 

broadcasting) 

Administrative support staff includes an executive officer, a 
junior clerical officer, a secretary, a driver and a messenger. 

In addition to presenting chiefs' seminars, CD'S extension 
services focus on (1) encouraging and assisting local communities 
to elect working committees to discuss needs, formulate projects, 
raise local funds and organize community work groups~ (2) providing 
the linkage between the community and the service agencies which 
C3n provide materials and technical advice on projects~ (3) 
organizing training for individual and community development in 
collaboration with other extension services at Farmers' Training 
Centers, Rural Education Centers and other community centers~ and 
(4) participating in monthly Regional Team Committee meetings to 
review and discuss various development projects with the extension 
staff of each development ministry. CD's recurrent budget to 
implement its work program was only about $25,000 in 1983-4. CD'S 
recurrent budget request for 1984-5, however, is $50,000 which, if 
approved, should be adequate to continue all activities at a modest 
level and recruit and train additional CD Assistants. 

HE'S field staff numbers 36 home economists (also called 
domestic science demonstr.ators ) who have graduated from UniSwa's 
Faculty of Agriculture/Department of Home Economics with either a 
certificate or diploma in home economics. Headquarters staff 
includes a Senior Home Economist, two Home Economics Officers and 
four Assistant Home Economics Officers. HE's extension efforts 
focus on working with Zenzele and other women's organizations in 
the areas of child development and care, farm and home management, 
consumer education, housing and home improvement, family life 
education, and health and environmental education. HE's recurrent 
budget averagea about $200,000 per year, of which only $13,500 is 
allocated for Zenzele group training. 

Both sectiono have relatively well-trained, motivated and 
effective staffs. Programs for training/motivating traditional 
leaders and Zenzele women's associations have been effective. With 
increased operating' funds for workshopsl seminars and courses and 
with better-trained ataff, the annual work programs of both the 
Community Development Section and the Home Economics Section should 
improve markedly. 
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D. Swaziland Broaocasting Service (SBS) 

Under the Ministry of Interior, Swaziland Broadcasting and 
Information Services includes the Swaziland Broadcasting Service 
and the Swaziland Information Service. S~S i8 responsible for 
national radio transmission and radio programming. SIS publishes 
the government-owned newspaper and other public infcrmation 
documents. Since radio is the most pervastve rural communications 
medium, SBS is considered the most approprlate adminis~rative 

entity and institutional base for development communications in 
Swaziland. The organization includes a Director and sections for 
Administration (3 employeesj, Program (18), Educational 
Broadcasting (5), Information (19) and Engineering (31). SBS's 
annual recurrent operating budget averages about $330,000 
(E395,ooo)~ the capital budget varies yearly depending on equipment 
requirements. 

In order to strengthen interminiaterial coordination and 
colla~oration in development communicationD, the Center for Rural 
Broadcasting and Infor~ation will be established as a new section 
within SBS. Five Swazis (3 professional and 2 support) will be 
assigned to the Center. SBS's annual recurrent budget will be 
either increased or otherwise modified to accomodate the 
incremental operating and personnel costs of the Center. 

Administrative collaboration between the development 
broadcasters from the ministries and non-governmental organizations 
- collectively known as the National Development Program Producers 
- will be reinforc~d by the preparation of annual work plans which 
will set priorities and realistic targets in terms of the Center's 
operation, training programs and rural out-reach activities. The 
annual work plan will also include an integrated training plan for 
the staffs of the Center and SBS, for the National Development 
Program Producers and for the broad development communications 
community. 

Administrative coordination will be reinforced by committee 
mechanisms on two levels. At the level of Principal Secretary (for 
ministries) and Director (for non-governmental organizations), a 
Development Communications Council will convene annually to provide 
policy guidance for the fuller and more effective use of 
development communications in Swaziland. Working under the 
direction of the Council, a Steering Committee will meet 
periodically to assure coordination between the activities of the 
Center and the information and technology transfer objectives of 
the participating development ministries, organizations and 
institutions, as well as to deal with organizational and 
operational problems. Members of the Steering Committee would 
include the section chiefs, or their designees, from participating 
ministries, their counterparts from participating non-governmental 
organizations and a representative from the National Development 
Program Producers. 
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E. Principal Swazi Training Institutions 

1. The University of Swaziland (UniSwa) 

Although basically administratively and operationally 
automonous, UniSwa receives its annual capital and recurrent budget 
as a component of the Ministry of Education's budget. Through five 
faculties (Agriculture, Education, Humanities, Science and Social 
Science) and 25 departments, programs of study are offered at the 
Certificate, Diploma and Bachelor's degree levels. A limited 
Master's degree program in Education, Humanities and Social Science 
is offered on a part-time basia. In October 1983, 55 Certificates 
and 149 degrees were conferred. The majority of students graduated 
trom the Faculty of Social Science with degrees in Arts (Social 
Science), Commerce and Law and with diplomas and certific~tes in 
Accounting and Business Studies and also Statistics. 

An "out-reach arm" of UniSwa, the Division of Extra-Mural 
Services (OEMS) primarily focuses on part-time studies leading to 
diplomas and certificates in management, accounting and business 
studies, and statistics, plus in-service training seminars and 
workshops in supervisory and management skills for participants 
from the public and private sectors. 

As a well-established institution of higher education, UniSwa 
has the administrative infrastructure in terms of organization, 
management and staffing (academic and support) to participate 
actively and effectively in the project. 

Institute of Mana ement and Public Administration 

Established in 1965 as the Staff Training Institute for the 
pre- and in-service training of the civil service, since 1976 SIMPA 
has upgraded the level of its training to focus on management and 
mid-level skills training. SIMPA's 1984 training program includes 
courses in Top Management, Introduction to Industrial Relations, 
Planning and Management of Projects, Financial Management and 
Budgeting and Training of Trainers. The recurrent operating budget 
to implement its annual training program is received through the 
Department of Establishments and Training (see 1. above). 

SIMPA's classroom and residential facilities are excellent. 
Chronically vacant teaching staff positions, however, have resulted 
in the under-utilization of the institutional infrastructure and, 
to some degree, the lack of an in-house capability to offer all the 
courses in the annual training program. Under the circumstances, 
SIMPA is unable to lessen its dependency on requesting donor 
assistance in filling teaching positions. SIMPA is currently 
negotiating with the CFTC for the assignment for three years each 
of trainers in financial management and development management in 
1984 and would like to recruit trainers in personnel administration 
and quantitative analysis as well. Swazi counterparts will be 
recruited from recent UniSwa graduates, although SIMPA's salary 
scale, low in comparison with other GOS entities, and relatively 
tight career ladder offer limited incentive for permanent 

2. 
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employment ~,ith the institution. The lack of training personnel 
for conducting in-country management-type training programs can be 
addressed through the project by providing short-term services. 
SIMPA's organization and management are sound. SIMPA is also 
keenly interested in participating in the project. Under the 
circumstances, it is both appropriate and administratively feasible 
to expect SIMPA to play an active role in project-funded 
activities, especially in-country training programs. 



ANNEX M
 

DEVELOPMENT COMMUNICATIONS: 
ILLUSTRATIVE EQUIPMENT AND COMMODITY LIST 

The following list of equipment and commodities reflects estimated 
requirements as of March 1984 and is adequate for PP budgetary 
purposes. Preparation of a final equipment and commodity list, 
including specifications, up-to-date prices and suggested sources, 
must be the responsibility of the contractor. 

EQUIPMENT Total Est. 
Item Quantity Unit Price Cost (J984) 

A. Studio Equipment 
(to complete tWo studios) 
Audio mixer, 8-10 channel, 2 groups 1 $5,500 $5,500 
Reel-to-reel tape recorders 2 2,500 5,000 
Record reproducers 4 3,000 12,000 
Cartridge record/replay machines 4 1,250 5,000 
~udio amplifiers, stereo 2 1,250 2,500 
~oudspeaker monitors 4 625 2,500 
Microphones 2 500 1,000 
Cables, hardware, etc. 1,500 

Sub-total $35,000 

Note: SBS has one audio mixer and two reel-to-reel recorders. 

B. Editin roduction E ment 
Audio-cassette to ree -to-ree 

double-speed duplicator 
(TASCAM 122) 1 600 600 

Reel-to-reel tape deck, dual speed 1 2,500 2,500 
Splicing blocks 5 20 100 
High-speed cassette duplicator,10/1 1 9,500 9,500 

Sub-total $12,700 

C. Training studio Eguipment 
Cassette decks 2 400 800 
Open reel deck 1 400 400 
Turntables 2 300 600 
Simple mixer amplifier 1 600 600 
Tape blocks 20 5 100 
Cables, stands, etc. 400 

Sub-total $ 2,900 
Total $50,600 

Plus shipping and insurance @ 40% of total $20,240 

GRAND TOTAL $70,840 

COMMODITIES 
Books and reference materials 400 25 $10,000 
Training materials 15,000 
Audio tapes 2,000 3 6,000 
Audio production supplies 9,000 
Print materials 10,000 

GRAND TOTAL $50,000 
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ANNUAL LONG-TERM PARTICIPANT TRAINING IMPLEMENTATION SCHEDULE 

I. IMPLEMENTATION SCHEDULE 

The following schedule presents the major implementation actions 
to take place during the project along with the responsible agents. 
The schedule is illustrative and is not expected to be followed 
exactly. At several points within the life of project (usually 
following an evaluation), the schedule will be updated and/or changed 
by written agreement between AID and the Grantee. 

1. Development of an Administrative/Leadership Cadre 

a. Long-term Academic Training Abroad 

• .;;.;;M..;.,ON;;.;.T;;;.;H;;. ACTION RESPONSIBILITY 

May Scholarship announcement in 
English-language newspapers 

the two 
providing 

USAID 

information on USAID's priority fields 
of study, contact persons/training 
officers in the development ministries 
and additional requirements to. apply 
(a letter of professional objectives, 
a recommendation from the applicant's 
immediate supervisor and transcripts 
from the "O"-level and higher) 

June Prospective candidates submit applica­
tions to the contact person/training 

Swazi applicants 

officers in the development ministries 

July Ministries (1) collate and review 
all applications and then (2) submit 

GOS development 
ministries 

a prioritized training request to the 
Department of Establishments and 
Training 

August DET (1) reviews and ~valuates the DET 
ministries' training requests and 
(2) prepares a Country Training Plan 
for submisoion to donors 

September Drawing from the Country Training 
Plan, DET forwa~ds specific 

DET 

training requests to USAID 

October USAID (1) reviews the requests, (2) USAID 
evaluates each candidate's applica­
tion, (3) prepa rea a short-list of 
the most promising candidates, and 
(4) schedules and arranges the TOEFL, 
GRE and GHAT examinations 
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November­
January 

USAID and Ministry of Education 
proctor the TOEFL, GRE and GMAT 

USAID, MOE 
Swazi 

& 

examinations applicants 

February Test results received1 USAID con­ USAID & DET 
ducta personal 
participation 

interviews with GOS 

March-April	 USAID (1) finalizes selection of USAID & GOS 
candidates, (2) schedules medical training 
examinations and (3) in collabora­ officers 
tion with GOS training officers, 
prepares PIO/Ps with specifications 
regarding course work and recommenda­
tions regarding first chcice(s) of 
universities 

May	 USAID forwards PIO/Ps to the con­ USAID & 
tractor for university placements Contractor 

Scholarship applications from the University of Swaziland 
will be initially screened by a University committee. The 
committee will then prepare a training request which will be 
fGrwarded to DET. 

For candidates from the private sector, applications will be 
forwarded to a Joint Committee of the Federation of Swaziland 
Employers and the Swaziland Institute of Personnel and Training 
Management. The Joint Committee will then submit a training 
request to DET for its Ero forma review. DET will then forward the 
training request to USAID. 

b. Short-Term	 Non-Degree Technical Training 

DATE ACTION RESPONSIBILITY 
July 1984 Establishment of policy for DET!USAID 

short-term training abroad 

August 1984	 Meeting to determine short­ OET/USAID 
term t~aining placements for 
September-December 1984 

August 1984	 PIO/Ps drafted, approved and USAIO/Contractor 
sent to (SAMDP) contractor 

Dec€:mber 1984	 Meeting to determine short-term OET/USAID 
training placements for 
January-April 1985 

December 1985	 PIO/Ps drafted, approved and USAIO/Contractor 
sent to (SWAMDP) contractor 



April 1985	 Meeting to determine short­
term tr~ining placements for 
May-August 1985 

(The cycle continues as above.) 

c. In-Country	 Training 

November 1984	 Contract representative for 
In-Country Training and 
Technology/Skills Transfer 
element is selected and receives 
USAID and GOS concurrence 

January 1985	 Contract rep arrives in country 

March 1985	 In-Country training policy 
established and communicated 
to GOS 

April 1985	 Review and prioritization of 
prospective in-country training 
activities 

May 1985	 First in-country training 
course conducted 
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DET/USAID 

Contractor/USAID/ 
DET 

Contractor/USAID 

Contractor/USAID/ 
DET 

Contractor/USAID/ 
DET 

Contractor/DET 

2. Development orientation for Traditional Leaders 
and Rural Women's Associations 

November 1984 

February 1985 

April 1985 

May 1985 

June 1985 

July-Sept. 

Decemb-:!" 1985 

TA for TL/RW is selected and 
receives USAID	 and GOS 
concurrence 

TA arrives in country 

Swazi Community Leadership 
Specialist bired 

Arrival in country of short­
term TA to assist in drafting 
a work plan for both TL and RW 
sub-elements 

Work plan (through December 
1986) completed and approved 
by MOAC 

Initial conferences/activities 
for Traditional Leaders and 
Zenzele leadership 

Modified formative evaluation 

Contractor/USAID/ 
MOAC 

Contractor/USAID 

Contractor/USAID/ 
MOAC 

Contractor/MOAC 

Contractor/MOAC 

Contractor/MOAC 

GOS/USAID 

1985 



3. Development Communications 

January 1985	 Short-term TA/Communication 
expert arrives in country 

February 1985	 Work Plan/Feasibility Study 
by TA/Communication Expert 
completed~ reviewed and approved 
by GOS 

March 1985	 Full-time Development Communi­
cations Specialist Lrrives 
in country 

April 1985	 Director for SSS Center for 
Rural Broadcasting and 
Information selected 

May 1985	 Two studio engineers selected 
to work with SBS Center RB&I 

May 1985	 First in-country workshops/ 
seminars offered 

July 1985	 SSS radio studio equipment 
ordered 

August 1985	 Development Communications 
participants (2) depart for 
long-term u.S. training 

4. Institutional Development/Linkages 

August 1984	 USAID and potential Swazi 
beneficiary training institu­
tions develop agreed upon 
strategy for implementing this 
element 

This strategy might possibly include: 

September 1984	 USAID establishes deadline 
to receive Jinkage proposals 

October 1984	 Proposals received and 
reviewed by USAID 

November 1984	 USAID chooses to implement 
two linkage arrangements 

December 1984	 Cooperative Agreement/Grant 
negotiated with involved 
u.S. institutions 

January 1985	 Linkage act~vity begins 

N.l.-4 

Contractor/SaS 

Contractor/SaS 

Contractor 

sas 

SSS 

Contractor/SaS 

Contractor/SaS 

Contractor 

USAID/GOS 

USAID 

GOS/USAID 

USAID 

USAID/U.S. 
Institutions 

U.s./swazi 
Institutions 
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5. Technology/Skills Transfer 

November 1985 Vitae of Manpower Economist/ 
Planner approved by DET 

DET/Contractor 

December 1985 OPEXers currently in country 
with 6 or more months remaining 

USAID/Contractor 

on thnir contract, have their 
contract transferred (to the 
new contractor) 

February 1985 Manpower Economist/Planner 
arrives in country to assume 

Contractor/DET 

post at DET 

March 1985 Arrangements are made for the Contractor/USAID 
purchase of a micro-computer 
in DET to complement TA to 
that Department 

April 1985 GOS and USAID agree on specific USAID/GOS 
criteria for evaluating public 
sector request for short-term 
specialist TA 

II. PRE-DEPARTURE ORIENTATION PROCEDURES 

The following procedures have been adopted by USAID in 
connection with the departure of USAID-financed participants. 
Several of the following activities may be conducted collectively 
as part of a group pre-departure briefing: 

1.	 Participant is first briefed by the Training Officer to 
assure that the participant understands the arrangements 
made for travel to place of study, use of arrival notice 
system, date of departure and date of arrival, given 
travel aids such as the AID participant lapel pin, 
baggage tags and passport le8flets, advised on hotel 
reservations and hew payments should be made, given copy 
of TIP if available, copy of PIO/P with facesheet 
removed, assistance in applying for U.S. visa, what to do 
it a connection is not. made and what he or she can expect 
if not met at airport and people to contact when in 
difficulty. 

2.	 Individual is then briefed by a member of the 
Controller's Office regarding the advance maintenance 
allowance and payment of allowances while in a study 
status. 
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3.	 HRDO provides briefing which includes the following: 

a.	 General characteristics of study in u.s. institutions: 

1. Size 
2. competitiveness (examinations) 
3. living arr~ngements 

4. extra-curricular activltiea 
5. using a library and reference materials 
6. the academic advisor 
7. summer activities (work study vs. study) 
8. taking notes 
9. course selection 

10.	 books for study 

b.	 Particulars of the specific institution to which 
assigned und characteristics of zone in which 
institution located: 

1. examination of catalog (if available) 
2. climate and clothing requirements 
3. transportation 
4. race relations 
5. tests (e.g. TOEFL) if not already taken. 

c.	 The trip to the u.s. or the third country: 

1. the nature of international travel 
2. what to do if something goes wrong 
3. orientation upon arrival in the u.s. 

d.	 The role of the Contractor during the individual's 
time in the u.s. or third country~ payment of fees 
and allowances. 

e.	 Keeping in touch with the Contractor,
 
USAID/Swaziland, Government of Swaziland.
 

f.	 Materials about life in u.S. supplied to participant 
(materials provided by the Contractor and USIS). 

g.	 Questions posed by participant are either answ~red by 
HRDO or participant is directed to appropriate person 
to answer questions. 

4.	 Question-and-answer session with a Swazi who has studied 
in the U.S., pr~ferably a Swazi who has studied in the 
same discipline/institution. 

5.	 Participant is then sent to Consulate where appropriate 
individual advises participant of rights and 
responsibilities under JI visa. 

6.	 Participant returns to Training Office for final check of 
documents. 



1. [)Qv~lonment Communications Snecialist 

'1' i me P r. <l !TIG : 

Full-time for a~nr.oxi~ately one year.; then half-tirne for 
;']rmroxi'nately thrt"0 yE',lrS; then rtuilrter-\.i:nl"! for ilnoroxi:nntply 
thr!?(" Y'_~ilrs. 

(luaU ficc"!tions: 
'1.1'\. or ph.f). in Ilcvelonrnent r.ommunications, \-lith il minil1lJ in of 

six YGars of exnericnc0 in broaclcastinq or closely allie~ fjHl~ 

exneri0nce in ~ev01onr0nt hrn<l~Cilstin~ 0noriltions ~n~ with at Ipast 
~ yea r S 0 f i1 d min i 5 t r i'l t i ve man cl q emc n t • P r :" v i 0 Il S \-J 0 r kin rl eve 10'1 i ;;'1 

countries highly dGsiri'lble. 

Duties: 
'I',p Tlcvelo~"lont Cn!1municltions s:1p.ciiJlist \'IiI 1 fllnction 'IS t;k 

Y)rinchCll n<1visor to t:hl' Center for l~ur."J1 "roadciJf,tinrl .lwl 
I n for mc1 t ion 0 f the S '~I il 70 i 1 a n c1 11 r 0 a rlc a 5 tin q S~ r vice, s u1) OJ 0 r tin '1 0 ve r 
30 develonment cornmunications soecial ists from many ;'flinistries an:~ 
non-qovernmental orqanization, inclu~inq two local-lanqu~qe 

newspa~ers. 

If) 0 r kin 9 \oJ i t 1. t b e [) i r P. c tor 0 f the r. en t e r, est :'\ b 1 ish (\ nrl 
institution'll i~0 :1rnr.(\~ur,'~s iln(1 or'1aniziltionrll ;"J:V] 

man<1qemr!nt frelf! 0."ICHk r)f t.hc~ Cr:'nt:,,'r. 

Develop ;1 tr,dr inq :'HoCJram in ']rv .. !lon'n0nt cnrnmunici1tion" 
strategi':s, l:'1c:io hrondcastinq skills <In(] ruri'll journnlis:n 
for the dev{-~lof)ment comll1unications stafEs of: S"/a:d 
In i. n i ~3 t rics, n. ( • f) • IS, and Sns; u c:; C? 5 h 0 r t - t e r In fJ. S • 
consult~nts for short-term in-service training. 

~~vise the GOS on t~c ~eveLo~mont of anoroY)riatc nolicies 
Eor the Euller nn~ more pfFective usc of co~munications, 

includinrt orrlClr iZr1t.ional matters. 

i\ssis: in sclr,)ction and tri1inin1 of 5",azi COl1nterY)art 
s t a f f. l' I--j is\'I j 11 inc Iud P. () TJ t r a i n i 11 q 0 f the [) i r Q c tor CI nd 
o the r ~ r 0 f e s s i (, n a 1 s t a f f 0 f the Ce n t e r Cl n '1 s t1 ') a 0 r t 0 f 
Swazi ~artici;')('nts (,Ihile they are c1broar] for trrdning 
(a~vise in seJEction of c~urses, qenern] counselling, etc.) 

(' r q ani 7. f;~ I J • r~. t r rl i n i n'l, 1() nq - tL? r man r] ;, h 0 r t - t r r rn , for thE' 
s'IJtl7.i r]0IJclnI)11('nt communicc"ltion~j community. 

\',lorlt: \'lil-II ()rric'i;11~i irorT1 ~:\-J"zi '!c'vpJo')fT10nl; "lini~~t-,ri ..... s I-n 
~'~llh!'it,lnl-i.lllv 'nr:rl',jfiC' th,' jlTln,)('!' (If (·nITl'nll1'li('.ltillll~' in 
r;tlrvinq kJ'I ::dr ist:crir11 dpvelonincnt ')rioriti('~;, thrl)uq!l 
or'lanizinq cnmn,unicF.ltions cClmnaiq!1s dnd othr:orwi,,(' 
inte'1r,:..:inq corlmunicCltions effortc;. 
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2.	 Develooment Communications: Short-Term Technical Services 
Consultants 

Timeframe: ~ total of 39 nerson-months 

The following ~re examnles of consult~ncy r"quirements 
J n tic: i I) f.J t G rl ,lu r i n~ the n r n j c;,c t: : 

r; c r i n t: - \'Il; i t·_ i nq r.; nor. i Cl 1 i ~; t 

F:y.t(~nf.;iv(: "xppri ,nr.~ itl I)rovidin'11 l>,lfiir: ttr. ..dninq
 
evelooment o[ ra~io scrints.
 

~udio-production specialist 

extensive experience, ryreferably within developing countries, 
in radio ~roduction and oroviding training in both basic oroduction 
skills and the use of a variety of formats--drama, ~usic, soot 
announc~ments, etc. 

Formative evaluation/field research specialist 

M.A. or rh.D. in Develonment Communications or its 
couivi'llent. Exnerience in carryin~ out form~tive evaluations of 
bro~ncasting ann the related use of print materials in an 
n, r~tional settinq, ~lso includinq field surveys, and i'n 
,,!.:r:llt':I:urinq 1'1r"II:t'ri"l'~ to r .. cilit::·ll.') tilt,) t:l"ViRinl1 .1n'l im1(nVem,:'nt of 
hr.o"dc=i1S t~;. 

In~trlJctional technolQ1is~ 

M.A. or Ph.D. in Rducational Technolo~y Dr its equivalent. 
E:<oerience in designing instructional :oilterials (or 
~i~tl3nCe-teachinq, rneferably inclulJing use of the mass media, and 
including basic school subjects. 

Cn ~unications oolicy analyst 

f?\-).D. in Develo')ment r.o~munication5 or equiv;:}lent, ...lith 
substantial develoning country excerience in ~dvising on tho 
(ormation ~nd evaluation of communications oolicies. 

Rur~l journalism specialist 

Ey.nerience in '1rolJidinq training in hilSic rural journalism 
sl'.illfi, 'lIp.f:iHahly ,·lith :;omo snecific h,lCkqrounl in (1reas such ;'15 

'1(!.)11:h 1)[ "'lricllltllr.:ll (·~rlllc"tion. 

'1'(rliniIHl IOr"ltorin'ro sn'!ri.,li:;t: 

~y.oerience in the ~esi'ln an~ cQnduct oE D0v~looment 

r:oIT1Tltmic.,t:ions t-r.aininn nrnrlramR, inclurlin~J nr,-..').'r.·ntion of t(~;)chinq 

~aterjAls for both instructors an~ st:ud0nt~. 



1. MAnnower Rconomist/Planner 

'l'Lne Prame: Two years with nossibility of extension. 

0ualifications: 
Individual should have ~t least a M~~ter of Sci0nce in 

~annower economics/nlannin~ with heavy emnh~sis unon the 
~evelonment and use 0f forecasting 001icios and nroce~ures within a 
develoning country setting. ~bility must inclu~e caoacity to 
nuantitatively assess current foreca5tin~ ryrOCe0Ures and to ~evelon 

and imnlement ~olicies an~ nrograms for imnroving nublic sector 
forecasting in Swa~il~nd to include in-country training of Swazi 
staff. 

Tndivirltlc1l ~,hould h.1vo clt len"l' (iv,' 'I(~"r!"> '">r.:lcticnl 
exneri"nce in cleveloninq .1nrl QxecutinCl tr.r1ininq forocnstinq 
nrOClr~~s for the nuhIic sector. 

~xnerience in dn eX-Rritish colonial ~dministr~tive system ~n~ 

Afric~ is ~esirable but not essential. 

nut ies: 
(1) Perform an t'xtensivp. revie\." of ;11 1 I1reS I::,nt 1101 icir?s, 

nrO(~rnI11S anel nrocedu[<;~s used by tho GOS to sC:'t the !)r('sent rlr·:nilnr:l 
for civil s(;"rvic(~ emnloy,,~cs .-lnl1 nro;cct future requirements. 
l~mt)h.1;,is shoulcl hl:' '1iv(~n to: 

examining the canacity of all GOS agencies to ryeriodicallv 
snecify their oersonnel renuirements (new staff and . 
unqrac'linq fnr incumbents). Thi!, should inclurle rleti'liled 
dp.scriot ion:, of the number ilncl 1111.1] i t'y' of 
manoower/tr<Jininq staff in erlch r;os aqency find the nr.ltur(~ 

of the procedures used to ryredict training require~ents; 

examining the validity of current nrocedures. For 
e x fl m!) Ie, t 0 \./hat ext e n t r e qui reme nt s are bas P. (~ unon 
a9'">rooriate job descrintions an~ assessment of incumhent 
canacity to ~erform jobs; 

examining the realtionshin of nublic sector man~ower 

reauirements to si~ilar re0uire~ents in the nrivate 
sector. In,livirll1<11 'l1ill not h0 ('xn~cted to carry out a 
ncltion"l :nnn,'lowpr n];ln, hili' r:ll:hr'r to coordiniltp nl1hlic 
~:; e c tor r 1('11 .1 n I n r () i (' c til)n ;, \.Ji t: 11 () I h (~ r ri i nth ," r.0 r; 
resnon"ihl,' fnr .1;,;,pssinq flv('r'Jl1 1,'",bor forC"P dern.1nrl. 

("?) On the basis of findinqs frol1 (1) above, '.-lrite a reoort 
which details current oolicies, nrr1ctices ann nrocedllres for 
nrovi~ing current nublic sector mannower requirements and 
orojectinq in-service nre-service requirements. The renort should 
contain recommendations [or imDroving the canacity of the "OS to 
s,">p.cifv its nublic sector mannower reauirements. 



(3) review ~olicies An~ nractices which i~~act utilization of 
nnn~OW8r ~lithin the ~uhlic ~0~tor ~nd write a report which ~etnils 

"y.i~jtinq ')01 ieir·s ;m 11 ()f)r:r"l:iona] ~rocp.dl..irC's ')lus rcco'11menrJt:ltions 
for onti ni·,jrvl 1'11(" 'l~;(' nf "xi!.tinq civil !;prvnnt!;. ('rhis rp.nnrr 
.~: ,1 y I ! I ~ co '1\bill ,.~ d 'd i ttl I' h C' () n(. 11 °t: \:~ din (?) :11) 0 v C:') • 

(t1) 0n thr> o(lsis of th8 C(1;) reaction to thp. ror)orts in P) 
;In,l (3) rlbovr~, ' 'lrf>rFlre <'l ·t/orl-; >roqram for develo~inq over a ()<.~rio(1 

of 12-18 ~onths ~n institut:ionalize~ Swazi canacity to assess 
":I]rr'~nt l1ilnn()W~'r rpqui r('mc,nl:s Flnr] for""cast civi 1 s(.'rvice 
r l:,rlllir'O'!TlC'nt!;. This ·'lrorJr.l~ should outline snecific stens for: 

flevelo')inq tho data hase for forecastin']; 

laying out the nrojection ~etho~ologies to he used for 
f 0 rr~ c Fl !i tinq ; 

"lirror·~nti.,tin'J het\'leen the' nuanitity of manpower 
r("(Juirr"n(~nt::; "I)"I the> (1\1;)1 il'y of civil !;Orv~lnts; 

traininq ~t(lfr within GOS aqencies ;)nd the nepartment of 
r·~r;t;lhl i!;hl11pnl':s (lnd Trllininq in in-s(:>rvicp. r)roqrrlms ilnd, 
I'or.l fl'\1 I;f~'y indivill\lflls, nvpr:.0.-.S tr;Jininq, tn crlrr.y out 
the' Corl,cllst i nq. 

( S ) It i 5 (' Xn e c ted t h (l t the cd visor will coo r dinate his \>10 r k 
'dith the f)('mrlrtllp.nt of Economic Planninll am] Statistics to assure 
cOll~ar(lhilitv of ~uhlic sector manpower ~emand ~rojections with 
tllose for th'~ ,')rivilt0 sp.ctor heinq develo')e~1 hy Economic Plannin1. 

(fi) I)rovi'](~ r)(~riorlic rC!!)ort~; to the Director of 
r,st<lblish:Tll.?l1tS ,lnrl Trainil1 r j, the content ane] tirninrJ to be 
'-1et-::r:n i nr~rl h'l t:1I:' f) i rector. 

place' of ;':ork: 
Individual will he a technical advisor to the GOS hired 

:~rIJu:'lh.1 cnntrilctor. llis/Il':>r imm(~(liate fWf)orvisor will be the 
'1,·.11:1'1 Iii r"cl;nr, 11I>'),HI'l1pnl': o( Establ ishm0nts "nrI '1'raininq. 
J II' Ii'! i d l J. I I \1 ill \1\' I 0 c: .1 t. r.~ d .-, t t h ('. I) n f) (l r t :1\ p n t: I:. () f' r i (.psi n 7·' b i'l h;1 n(> • 

Irl'livi~]lJ.-,[ ',Jill ;j() ·"XI)l~r.t('d to coonc:rato flllly ·tlith oth(.~r divir;ions 
'..lithin thc' 1):>!)(Htfn(~nt of r-:r;tahlish:n(~nts and Irr<Jinin,! ann \>lith thp. 
")rinci,)iJl ·)or!';l')nn··l ()ffic~rr. of other Illinistries i1n.-l r]e0"rtments. 
It is r::x''l(~ctl-,(I that ,I consi l(~ri1ble ;roount of ti'nc rJurinq the 
initii11 'T1ontk; ')( th,~ rl!.;sirft)·qont '"Jill b(~ :,!Jont in rlnal,/zinC] anrl 
(rHPc:J<:;tinq cZ\'Flbilit'l ,tlL.hin GO:; rl'l:?ncies ;'Inr] in '"Is~;istinq such 
() f fie e s .1 n rl '; t rl f f :; t () i moro II c t h ':? i r I) e r s n nn0.1 i n r 0 r r!1 a t ion ret rio val 
t'o'clll1i rlll'!S in lir'-~ \·lith th0 (~()S ovp.rnl1 ')uhlic sector forecastin'J 
rln'lr~l • 
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4. Tr",Jitional t::ector Trainin f } snecialist 

l' i i1G L" r <I me: Two venrs, full-time. 

Duty Station: 

nU<llifications: 
Pn.-.fer ~:.l\. or ph.f:'. in .... nthrooolc)(·Jy/l.·uraISocio]oCJy .,lith 

rlemon<;tr;'lble ,~xnpriencc in non formal ecluc"tion. Previous 
exnericnce in Africa, csoecially southern ~frica, inclu~in1 

i'lssi~JnmGnt to a <Jovernrnental i'l'1ency, is hir!hl}' desiri'lhle. 
Rxnerience in ~qriculture extension and ~valU(ltion research is also 
desirable. 

Terms of Referen~e: 

The Traditional Sector Traininq S~ecialistwil] a~vise two 
sections of the l'inistr'}o ofl\griculture an(; Cooneratives (M().'\~), 
Community Develonrn(~nt (CD~ (Ina Home Econol1ics (Hr.) on cxnr'lwl(?(l 
t r a r] i t: ion c1 J sec tor I: r ,I i pin fl a na 0 r i en t ,1 t i () n ~ r 0'1 PI:Tl;, • 'r h e en 
~rl')qr,',11 is [nr chipfr;, c'hir>fs' ']epl.lties, chiefs' udvir>or'l rOllncil 
mc"n'ner!;, ;In(1 memh,'r!; 1)[' ]or,,] :l0.v0.1(lnm('nt-n~]"t(·cl rO'l1mittoes. '1'\10 

liE '1rO r lri111 ie; for !nc~'lll)(!rS of 'tmmen's self-heln orq"ni7.rltions. 
','! it' hill I: 11 f' i nr1 i r " h' c1 t i:, c' r r " 'l1 f', t h (~ ~~ r') (' r i ;11 i r{ t "Ii 1 1 : 

\vork with CDlncl 111~ in rlesir:JninrJ ,"Inc] acl'nini~;t(·!rin'l 

develonment traininq/orientation/motivation nroqrarns for 
trarlitionClI or local lea(1l"~rs -:lncl for rurAl 'tlomon's 
orlJanizations; 

heln monitor and evaluate expanded training nrograms of "r, 

an (] 11 E; n r 0 v i c1 C rpl art e r 1 Y Gval u a t ion r eo 0 r t s to AIf); 

helo identify in-service traininq needs of: CD and liE stuff 
in order to support exnandinq traininq ~roqra~s; 

with the Swazi Community Lcadershi0 A~visor train ~ junior 
Community L8Cldershin Soecialist (CLS) in the olrmninq an,j 
administration of tranitional leaoer trnining. 

'P i 'n0 I,' r 1'l'ne 

OUnl i ficat ions: 
pll.n. or 1'1.,". in Public Administration or one of the 

r]nv,~lol1mont-r('l(lt,_>d ~~()ciFl] [icipnccs \.,rith IO YP.i:\rS (five ()f thnm "t 
a ;,1lr)(>rviGory lev!"l) 0.xn8ri(~nc(· in the !ni1n'-lqemp.nt nncl ,Iirc!ctinq of 
social service/trcdninq nroqrams. piv!" YF)flrS Gxn0rience in 
t'levL']()r:>in'j countries rnan(]atory. Afric'!n r!xoerience at the '-1inistry 
lev(~l hiqhly desirah]p. 
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~)uties: 

~s r.nntruct Re~resentative, have oversight resoonsibility for 
nIl indivi~uDls hire~ under the Technical Services Contract ~nd 

=;erving In S\oJi17.ilan<1, inclurlinq the follo",ing: 

Technical :l.dvisor in SUDoort of the 'rrarlitional 
Leaders/Huri'll vlomon' s Assoc i at ions nroject element. 

C:o'nmlJnitv L0<JOP.[shh :=;nC?cialist (the function here It!ill be 
t. 0 tr-11 I y ,1,] r:l I n i s t r ;) t: i v0 ., G the SrH.' C I r1 1 i ;, t ..., ill s e r v C? ,,;, 

thouqll in a line C;):1AC:ity undco![ t.he:l) I)ivir-don Chief) 

7echnlcal ~c1vI50r servinq in the nc~~rt~ent of 
I:r;t;d') Ii Shi'1nnts ,'ln, I 'I'r.n in i nq 

will hn rp.s~onsihle for submitting the following reoorts to 
IJs,'\rr~: 

:'1onthly '1roqress reoort summarizing the soecific renuests 
for lonq- nnd short-term technical services and in-country 
traininq nroqralns 

Semi-annual 0r0l'J[CSS and financial r~oort summarizing 
i n for m<J t Ion 0 n e nchI0 n9 - t e r mOP P. Xerand t P. C hn i c n 1 Cl r1 vic:; 0 r 
.111 d 12 i'l C !l :. !l 0 r t - t c r '1) t e c h n i cal r'I :1v i so 

Purther, usinl'J staff nssigned to the various nroject elements, 
',1 III i) r 0 v i rl P. tor JST\ In: 

11ct,111e,l '\nnunl ~vork Pinns for TL/moJ nn~1 DC nroject 
2lemc~nt;, 

'{ r, 'I r - ('wI :wmmr' r y for TL /I~\'J Cl nr1 r'lCn r 0 i ec t clements 

In r.on;uncl"ion ',lith the requcstinq r'1inistrips, i)SSUme both 
homr' of rice' .)1)<1 in-country r(l~;~)on;,ihi1 ltv for: 

th~ recruitinq and backston~ing for ~ll Onerational 
~X0erts An~ long-term technical advisors, including the 
~rOCllrellent of job-related commodities 

the recruitinq an~ hackstonning of short-term sgecialists 

lI,ssist the I:ducatlon Officer It/here aooroprinte in the rlraftin(J 
,) f r(>'1l1 I r(>:1 "I D 'Ioclllnt>n t <J t inn. 
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:; '.' r ve askeyE a c i lit rl tor i nthe c'l e ;, i q n, coo r (1 i n rl t ion i'I n'1 
i~~lemHntation of ~ll contract-snonsored in-country tr~inin~ 

0ro1rams, to include: 

the nrovision of short-term technic~l servic8s as re"uire~ 

the rrocurernpnt nf sun!') 1 i~s rlnd nrrlli:1rnent". f()r 
!')articiaating Swazi institutions. 

I'.'ork 'lJith the mmo in the evaluntion And l')rioritizrltion of GOS 
ann l')rivate sector requests for long-term (OPEX an~ advisory) an~ 

short-term sl')ecialize~ services 

Inc0 0 r din a t ion ,..Ii t h the " ROO, 1 i a i s l~ wit h t h 0. r r inc in a 1S 0 f 
the \,()~; trnininr') institutions concerninq .111 o:Jerrttional o"ln(l 
fill;'lncir,l matters reli'lting to in-country traininq '1r0'1rnms 
sunnorta~ under the nroject. 

:)uty';to1tion: ,\t the SWclldlilnc1 Institlltt: of ~1;lna(y~m0nt ilnrl Public 
l\(lrninistration (SIMP"'); residing in 1Jibi1bane. 


