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ACTION MEMQRAUDUM'FOR THE DIRECTOR, USAID SWAZILAND
[t annsss o | |
FROM: Carol Steele, Program Officer, USAID/Swaziland

3UBJECT: Swaziland Manpower Development Project, 645-0218

PROBLEM:

Your approval is requested to execute a grant of $19,630,029 from
the FAA Section 105 Education and Human Resources Development

appropriati- o the Government of Swaziland (GOS) for the Swaziland
Manpower D rent Project (645-0218). It is planned that
$2,085, 20 2 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
private--indepandently to plan and direct development activities and
(b) to encourage an increased level of informed participation by the
general 3wazi population in a variety of such activities.

This project is based on the proposition that well-qualified,
development-oriented manaqgement and leadership in key institutions
will continue to be the major elements contributing to accelerated
econcomic and social development in Swaziland. It can only be
achieved by long-taerm efforts to develop key institutions,
macrticularly by training individuals with the technical and
managerial skills nenessary to direct them and by encouraging full
nariicipation of an iunformed nublic to use the institutions
2ffectively and demand that they function efficiently for the good
of the malion.

The project has five intercelated elements:

i. Development of an Administrative/Leadership Cadre

An average of 25 Swazis will be cffered scholarships each year
for long-term academic trainiag anroad. This level represents about
th2 prasent level of s3cholarship support and is considered the
minimum level to develop the critical mass of administrative and
technical leadership needed Lo direct Swaziland's development
zfforts, Short-term non~deqgr=ze/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). In-country
tiraining will also be provided a3 the most cost-effective means of
training relatively large numbers of 3Swazis and providing focuse:d
training for specific development institutions and units within
thosa institutions.



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

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 progect aims to adjust that imbalance by providing
training through seminars and workshopq to improve the management
capabilities of traditional leaders, increase their awareness and
knowledge of development issues and activities, and encourage them
to usa their positions of leadership to support such activities
carried out through modern-sector GOS and non-governmental/NGO
organizations. Also, the project will encourage the formation of
mor2 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 potential in Swaziland for strengthening the
access to, and delivery of, practical development information.
Asgsistance will be provided to: (a) train Swazi communicators in
the skills required to use mass communications to promote
develooment 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
day2lopment communications in Swaziland.

4, Institutional Development/Linkages

A new approach to institutional development--linkage
arrana2ments between Swazi training institutions and one or more
Y.3. Institutions-~will also be supported through the project. The
ourpos2 of an institutional linkage will be particularly to
strzngthen the academic and administrative leadership and the
prortrans of the Swazi institution. To maximize its mutual benefits,
l“’Jrﬁltq and priorities., an institutional linkage should focus on

..... =7 and administrative development and on the development and
inorovaement of curricula. Project funding is provided to support
iz027 fic institutional :tinkages over the period of the project. It

©3 #ifzcted that the initiative for a linkage will be taken by the
co927erating institutions themselves, with USAID's role primarily
bei:; Zacilitative.
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The Project Agrecment will contain one Condition Precedent to
Tnitial Disbursement, one Condition Precedent to Additional
Dishursement 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
Department of Establishments and Training of the Ministry of Labour
and Public Service, the Ministry of Agriculture and Cooperatives 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 procur=ament of
connodities as required. A nationality waiver for third country
participant training was approved by the Acting AA/AFR to permit up
to $1,990,000 in short- and long-term participant training secvices
to be conducted in Code 941 African countries.

On April 11, 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 frame 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 Committee, chaired by the REDSO/ESA
Acting Director, concurred in the Project.

As noted in Chapter V of the PP, Monitoring Plan, the
UsaID/Swaziland Human Resources Development Officer will serve as
tha AID Froject Officer for the Swaziland Manpower Development
troject,; and as such will have primary USAID/Swaziland
responsibility for the wmonitoring and evaluation of the project.

The Mcting AA/AFR delegated to the Mission Director,
JSAID/Swaziland, the authcority to authorize this project in the
anaunt of approximately $19.6 million, with coancurrence from the
REDSO/KSA Director and subject to all the provisions of AID
NDeleuation of Authority 140, revised, except for the $10 million
linitation contained therein (STATE 148489).

Since this is a new project, the Congress must be notified
pursusnt to the Congressional Notification Procedures. A
Congressional Notification advising the Congress of
JEAlD/Swaziland's intent to authorize the proiect and advising of
vropesced obligations was sent to the Congress on May 31, 13984. The
fiftesn day waiting period expired on June L4, 1384, and th2 oproiect
nay novw be authorized.
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RECOMMENDATION:

That you sign the attached Project Authorization and thereby approve
funding of $19,630,000 of which it is planned that $2,085,000 will
be obligated in FY 1984.

</
APPROVED __ ? /44&,644044//;»\

DISAPPROVED

oo Lzt 0

Clearances: cy'
USAID/S/RLA:GBBisson: é Date: 0’/’(/?(, 3%
USAID/S/CONT:GByllesby Date: (u. 16, €
USAID/S/HRDO:SMacCarthi@?%%Z&fi Date-E) > 'TY
USAID/S/RECON:NCohen Date:
USAID/S/APO:WHammink (Draft) Date: 5/17/84

Concurrence:
REDSO/ESA/ADIR: (NAIROBI ©@19151 DATED JUNE 25, 1984)
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PROJECT AUTHORIZATION

Name of Country: Swaziland
Name of Project: Swaziland Manpower Development

Number of Project: 645-0218

1. Pursuvant to Section 185 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/allotment
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 projeoct consists of assistance to the Cooperating Country to
realize the full development potential of its human resources both
in the modern sector and in the rural homesteads. The project
consists of five interrelated elements: (1) Development of a
Administrative/Leadership Cadre, (2) Development Orientation for
“raditional Lecaders and Fkural Women's Associations, (3)
S3trengthening aa institutional baze for Development Communications,
(4) Catablishing linkages between Swazi training institutions with
U.5. institutions to strenygthen academic and administrative
leadership ol the Swazi institutions, and (5) Technology/Skills
Transfer. The project will fund participant training services,
technical assistance and rcommodities in support of these elements,

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



ix

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 14, 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 such

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 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.

d. Special Covenants

(1) 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.

(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.



(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
candidates, particularly those with families, will be motivated to

undertake such training.
Signature /2/7{’({;4’1/)/\0/»!/1—\

Robert Huesmann
Typed Name of Approving Officer

Director, USAID/Swaziland
Title

Clearances:

P
HRDO:SMacCarthy<zi“<i“-_date 6/28/84
APO:WHammink (dr¥ft)
CONT:GLByllesby W4 ., date 6/28/84
RLA:GBBisson (draft

PRM:CSteele A date 6/28/84

DD:JOPhilpott ﬁéﬁz/ﬁ date 6/28/84

Concurrence:

ACTING DIR, REDSO/ESA:PBloom (by cable) date 6/25/84
Reference: STATE 19159 dated 6/25/84
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I. SUMMARY PROJECT DESCRIPTION

A. Grantee

The Crantee 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 1is 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 $1l1,610 $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. Background of the Project

Swaziland is gradually modernizing. It must modernize if it
is to maintain a rate of progress comparable to its souther: Africa
neighbors, including SADCC member naticns, 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 propecsition 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 1long-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 wuse 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. 1In terms of
leadership in the public sector alone, nearly 500 nominations for
post-secondary long-term training are submitted by ministries and

government agencies to the Department of Establishments and
Training every vyear. 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
highec level training. Shortages in some fields of particular
interest to national development (agriculture, engineering, etc.)
are greatevr than shortages overall.

Shortages at the post-graduate level--the level of
concentration for this project-—-are expected to be even nore
seve re. At preseirt the country 1is 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 douor currently offering or planning to offer
more than a few scholarships at that level.

There 1is also a mejor requirement and strong demand for
in-country training, which 1is 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 element 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. 1In 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 80 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 1lives. 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 1life 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-term 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 inatitutional 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:
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1, Development of an Administrative/Leadership Cadre
(s11l,230,000)

An average of 25 Swazis will be offered scholarships each year
for 1long-term 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 leadership needed to direct Swaziland's development
efforts. 1In general, priority will continue to be given to diploma
and degree training in specialized fields 1in 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 1O 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 ingtitutions.
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 1long-~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, education,
public works and engineering:; natural resources, commerce and
industry and human resources development/training).

2. Development Orientation for Traditional Leaders and
Rural Women's Assgociations ($1,060,000)

To date, USAID-spcnsored 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 through seminars and workshops to improve the management
capabilities 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
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 1leaders and (b) expanding the institutional
capacity of the Home Economics Section of the game ministry to
form, motivate and train 2Zenzile women's organizations; and to
additionally use maes media to increase public awareness of women's
organizations and of the need for community and government
(including extension worker) support. In both cases; 8kills
upgrading in adult education and non-formal education training
techniques will be provided to the existing staffs of community
development workers and home economists.

3. Development Communications ($1,71C,000)

There 1is a great potential in Swaziland for strengthening the
access to, and delivery of, practical development information.
Assistance will be provided fto: (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 communicationa in Swaziland. The institutional
hbase 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 operations; 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 1linkage will be particularly to
strengthen the academic and administrative 1leadership 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 1linkages 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 1is complemented by the
transfer of knowledge and s8kills 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 terms 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 l. above). A total
of 63 person-months of consultant services is budgeted.

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

G. Summary Findings

It has been concluded from the analyses in the Project Paper
that: (1) the project approach i3 technically and economically
sound, socially acceptable and administratively feasible; (2) the
design and cost estimates are reasonable and adequately planned:;
(3) the timing and funding of project activities are appropriately
scheduled: (4) sufficient planning has been made for monitoring and
evaluation of the project; and (5) all statutory criteria have been
satisfied.

H. Project Issues

No issues in addition to those raiscd 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.
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I. Consideration of the Provision under the Gray A.endment

Implementation of the program for general long-term academic
training and short-term ncn-degree/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 ma jor
Condition Precedent and Convenants:

1. Condition Precedent to First Disbursement

Prior to first disbursement under the Grant, or to
issuance by A.I.D. of documentaticn 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 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 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 ccmmensurate 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
A.1.D. technical assistance personnel with Grantee personnel
trainec under the project.

(d) The Grantee agrees to use its best efforts to
establish and £ill 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 train the best-qualified public
servants currently within or entering the civil service.

(£) The Grantee agrees to explore the feasibility
of establishiny adequate 1incentives for participants undertaking
long-term training to insure that the 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
(Team Leader)

Shane MacCarthy, Human Resources Development Officer,
USAID/Swaziland

Neal Cohen, Regional Economist for Southern‘Africa,
USAID/S

Edward Green, Anthropologist, USAID/S
Robert Johnson, Education Specialist (IQC)

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

Ray Potocki, Contractiny Officer, REDSO/ESA

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

A. Project Rationale

l. Overview

Swaziland 1is 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 1leadership
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 1long-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 1leadership 1in the public sector alone, neAarly 500 nominations
for post-secondary long~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 axpected, 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 B.Sc. level, the annual shortfall of agriculture
graduates 1is 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-graduate leovel-~the level of
concentration for this project--are expected tu be even more
severe. At pregent the country is unable to pirovide the needed
number of post-graduate people 1in 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 trained. In the 3social 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 1level 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 1is 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 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 sgsystem of government, modern
ministries coexist with a structured, influential traditional
quvernment. This strong traditional foundation also offers some
interesting development opportunities. For example, traditional
leaders in rural areas, where 80 percent of Swazis live,
sometimes delay or block development efforts because they have
not beer enlisted as part of the process and do not wunderstand
the ramifications. If they can be brought into the development
process and motivated to use their considerable influence to
foster development, activitieas could be undertaken far more

quickly and have much greater effect. In an effort to
accelerate the process of development in Swaziland and, at the
same time, assure that such development conforms to Swazi

cultural parameters, this project will work with the 1leadership
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 available now, while at the same
time financing the 1long-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 1lives. A new generation of technical and
administrative leadership 1is also being formed. Some basic
systems (communication, transportation, leadership institutions,
etc.) are already 1in place. Swazis could take advantage of
these systems now and improve their incomes and the quality of
their 1lives 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 objectives 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 positionsa 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 Ly expatriates. Swazis should be
trained to fill such positions wherever poasible 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 measure of required training and experience.
As a result, Swaziland's economic and social development efforts
have sometimes been severely hampered by wunavailability of
effective planning 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 1involve the Swazis who live in rural areas 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) USAID/Swaziland

UsaID/Swaziland's overall strategy a3 presented in the
approved Country Development Strategy Statement (Ccbss) is
directed toward attacking four major interrelated problems:
rizing unemployment, low agricultural productivity, rapid
population growth and high under—-two mortality. As noted in the
original Swaziland CDSS (January 1980) and in annual CDSS
updates, human resources develoroment is seen as a key factor in

addressing the constraints found in each of these problem
areas. The FY 1985 <Congressional Presentation further states
that the AID program 1in Swaziland "places major emphasis on

human resources development as vital to the elimination of
constraints in all areas and a3 the fundamental requirement for
self-sustaining national development." A  new CDhsS to be
prepared in FY 1984 will continue to emphasize human resource
development as a principal element 1in USAID/Swaziland's program
strategy for the next Jdecade.

All elements of this project are expected to have
significant impact wupon the problem arcas noted above. For
example, media messages will include vital information on health
and agricultural activities. These will be reinforced through
work with traditional 1leaders 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 1longer term, the Swazis must
develop their own approaches to these and other problems;
long—-term training and other institution-building elements of
the project contribute significantly to this effort.
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3. AID Policy Framework and Core Concepts

This project 1is 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 wuseful analysis and
alternatives to them.

(b) Private Enterprise Development

Moderate beneficial impact 1is 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 1is expected to make an
important <contribution 1in 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 improvement ;. Training
institutions will benefit from linkages developed with sgimilar
U.S. institutions.
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(d) Technology Transfer

Technology will be transferred in every aspect of the
project. For example, throuyh strengthening development
communications, development information and techniques will
reach many, particularly rural Swazis, who are rarely contacted
in any otiier 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 Swazi training institutions.

B. Project Objectives

l. Sector Goal

The sector goal to which 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 gocal rests on the assumption
that meaningful development will occur only when indigenous
institutions have acquired the necessary levels--both
gqualitative and quantitative--of human resources to sustain the
development process. Ac stated in the CDSS Up-Date, "by far the
most important element in ~“ny truly indigenous, enduring and
development-oriented institution is a critical mass of capable
Swazi personnel, including its leadership." The impact of this
project on the sector goal will 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 the sector goal can be evaluated by the end
oL the project: (a) Swazi institutions such as SIMPA, MOAC,
UniSwa, SIHS, amonyg otners, should bz staffed with
better-qualified employees and operating at higher levels of
efficiency and effectiveness and (b) more and beitter proyrams
should be planned and managed by Swazis with a minimum 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
sych activities. The prcject will be implemented over a period
of seven years, with incremental funding provided from FY 1984
through FY 1989. By 1991 it is erpected 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 1linkages 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.

The project will have a positive impact on other projects in
the USAID/Swaziland program, all of which integrate participant
training 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 six quantified project outputs which will result
in the above conc.itions 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 programa/courses (5-6
courses per year):

(c) At least 150 traditional 1leaders (chiefs,
indvunas, etc.) will have participated in more than one
development-oriented seminar, workshop, or observation visit
within or outside Swaziland:

(d) At least 159 members of rural women's
organizations will have attended more than one
development-oriented seminar or courase:

(e) Effective development information messages

will have been prepared and delivered through various
communications media, as measured by (i) 3-4 in-service
workshops per year to train Swazis 1in the preparation and
delivery of messages for radio, newspapers and other
communications media and (ii) 3-5 institutions (Gos and

non-governmental) strengthened to make development information
available and eifective and to participate in its broad
dissemin~cion; and

{(f) About six U.S. training institutions will
have established linkages with the same or a larger number of
Swazi training institutions to prnvide 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 GOS Inputs

About 60 percent of the project funding will support long-
and short-term training for Swazis in the U.S. and other African
countries and short-term training in Swaziland. Such training
will continue the efforts of earlier USAID manpower development
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projects and is the major element in attempts to achieve the
sector gcal 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 1is designed with five interrelated elements,
described below. Summary and detailed cost estimates for the
AID and GOS inputs are provided in the Financial Plan (Section
I11.). A strategy for AID and GOS implementation of the project
(including procurement) and project management are discussed 1in
the Implementation and Monitoring Plans (Sections IV, and V.).
The technical, financial, economic, social and administrative
feasibility of the project 1is presented both in the Summary of
Analyses (Section VI.) and in greater detail in annexes,

1. Development of an Administrative/Leadership Cadre
(Total ot Sll1,230,000)

(a) Long-Term Academic Training Abroad
{510, 230,000])

AID's interest in providing support for 1long-term academic
training abroad, primarily in U.S. universities, has evolved and
grown over the past eleven years. Predecessor projects include
the Southern Africar Development Personnel and Training project
(FY 1974-79), the Southern Africa Academic and Skills Training
project (rY  1978-81) and the  Southern Africa Manpower
Development project (SAMDP, FY 1979-84). The final ‘“"wave" of
Swazis whose scholarships are financed under SAMDP will leave
Swaziland for long-~term training in 1984, so the momentum will
be maintained with the phase-out of SAMNDP and the initiation of
this project.

This project, Swaziland Manpower Develoupment (645-9218), is
not expected to meet all manpower requirements. Although the
nature of requirements 1is expected to evolve toward higher
levels of qualification and greater specialization, substantial
completion of "development of an administrative/leadership
cadre" will surely require a 8ubsequent 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 1level represents about the present level of
scholarship support and 1is 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 1in both
sectors, scholarships will also be offered to meet critical
private sector needs. (The first USAID scholarships for private
sector personnel wevre 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 development 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 Dbest Swazi students graduating from
secondary schools in Swaziland. A limited number of

scholarships for Ph.D degree-level training will be offered to
develop the full potential of a few higyhly qualified Swazis with
demonstrated leadership potential and commitment to the
development of their country. Air fare associated with 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. candidates will be drawn primarily from the Swazi
faculty members at the University.

Under the USAID onredecessor projects, most Swazis sent for

lony-term traininyg 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 advantayes 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 1in 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
Swazl 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 positions, 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 1instructors/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 scholarship opportunities in
the 1local 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 vyear x 5
years). All training will be completed prior to September
1991. The codgts 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,
calculatore and micro-computers. Also, funds are provided in FY
1986 for the residual costs of long~term participant training
initiated wunder the SAMDP project but not completed before June
30, 1986, the FACD of that project.

The GOS will continue the types of contributions provided
under predecessor projects: the participant's airfare 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 developmant), as well as the
participant's full salary during the first year of training and
either a dependents' allowance or half-salary thereaftevr. This
does not currently apply to the UniSwa Staff Development Fellows
who are not eligible for salary while on study 1leave wuntil they
have obtained University tenure. For Swazis sponsored from the
private sector, the participant's employing firm or organization
will be expected 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 acholarship 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 assets 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 1include computer programming, statistics, methodologies
of economic analysis, liprary 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

largye pool of personnel can be trained both at one time and
collectively over time; a pool of Swazi and expatriate trainers
is available 1in both 1in-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 methodoloygy of the in-country training (ICT) will be an
experimental, 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 conducting 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 Agricul ture 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 1local training institutions, including
the Swaziland Institute of Management and Public Administration
(SIMPA) and the Swaziland College of Technology (SCOT).
Proposed topics 1include 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 1is 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 assegsments 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 s8kills 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 1line" and mid-level supervisors in the bhasic

principles of management (such as problem-solving and
decision-making) as well as lower-level technical/skills
training.

The public and private sector need for in-country training
greatly exceeds the s8upply which could bhe offered under the
project and further prioritization 1is obviously required.
Priority will therefore be given to the following typeas of
programs: (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
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, the
additional benefit of a gpread or multiplier effect throughout
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the institution should be realized. In conjunction with the
long-term academic and short-term technical 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
(ayriculture, 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 “vaining program.

AID will fund an estimated 5-6 new or expanded in-country
trainingy programs per year, or about 40 courses over the life of
the project. Costs will 1illustratively 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 1is also
provided for the procurement of 1limited video equipment and
library resource materials (films, books, subscriptions) for the
Swazi training institutions which will primarily participate
with AID in the training progygrams. As discussed above,
short-term services will be provided as necessary to teach
highly specialized and technical courses when in-country
expertise 1is either not available or should be strengthened.
The costs of these services have been included wunder the fifth
project element, Technology/Skills Transfer (Section 1II.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,
usanib/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
allowing for tollow-up activity and shared experiences.
Potential programs for ICT therefore will be Jjudged against
criteria as stated above as well as the GOS' ability to continue
the activity.
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GOS and private sector inputs will include the provision of
training facilities and accommodations, local instructors to the
maximum extent possible, per diem and release-time for employees
to attend the training programs.

2. Development Orientation for Traditional Leaders
and Rural Women's Associations {$1,060,000)

To date, USAID-sponsored training has been directed toward
improving the qualifications and effectiveness of personnel in
the modern governmental sector and therefore has not reached the
traditional sector. 1In view of the importance of that sector in
Swaziland, the project aims to adjust that imbalance by
improving the management capabilities of traditional 1leaders,
increasing their awareness 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 GOS 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 shawed that a chief's attitude toward, and
participation 1in, a local development project is the single most
important factor determining project success.

The same study showed that 1local 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 aasistants, had 1little 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 1s to raise the
standard of living through women's joint educational activities
and 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 lesas clear how development
orientation for traditional leaders might be encouraged or
improved. It was known that the GOS had conducted workshops for
traditional 1leaders 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 wunit, Community Development (CD), has had
regsponsibility for traditional 1leader workshops ~‘nce 1967-8.
The 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 workshops and other more innovative forms of training
and development orientation for traditional leaders. The
cxpanded program will conaist 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
program) . 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 1local 1leaders
at Farmers Training Centers. Skills upgrading in training
techniques and development communications, as well as exposure
to the experiences 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 1in anthropology/sociology, non-formal
education, and, preferably, working in an African governmental
organization. A position description for the advisor is found
in Annex O;

(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 1s 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 vyear, and the permanent
position of Community Leadership Specialist will be filled 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
Leadership 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-the-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 women's
associations, who will spend 15 months during the 1life of the
project training trainers of women's organizations within HE;

(5) the cost of transporting chiets, Zenzele
leaders and other local 1leaders 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 CD and HE officers to support a level of training
activities higher than that conducted in GOS FY 84-5.

The counterpart relationship 1is necessary because (1) no
American could have the requisite experience to assume full
responsibility for administering and gquiding 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 CD officer together.

The expanded training programs of the two MOAC units are
described in Annex G. Given the keen interest of several key
GOS5 ministries and PVO's in traditional leadership training, as
well as the potential sensitivity of foreign involvement in this
endeavor, consideration will be given to establishing a Steering
Committee to guide the implementation of this element of the
project.

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



-28-
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 porti-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. expected that the GOS
will gradually increase its portion of the costs of the
increased training and USAID's 1incremental support will be
gradually phased out.

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

Various Swazi ministries, agencies and local institutions,
including non-governmental organizations, carry on extension
efforts. There 1is, however, great potential for strengthening
the access to, and delivery of, practical '~ development
information. If useful information «can flow to and among the
people more rapidly, effectively and systematically, it can be
put to practical wuse in vital areas: safeqguarding health,
optimizing the use of agricultural inputs, usiny market
information to guide the sale of crops, educating, helping 1local
groups to organize and carry out development efforts, etc.
Successful adoption of new practices and technologies 1is
cumulatively self-reinforcing., For example, mothers who learn
that they can themselves safequard their 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 1lives, and a fundamental development
process is begun.

To 1increase 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 constraints to more effective development
communications include: insufficiently trained communicators,
inadequate production facilities for development broadcaste'.s
and the lack of sufficient planning in the use of communicationc
media by the various development ministries. Assistance will be
provided to:



~-29-

(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 1is 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 1linked for more
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. 1In
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 elements, e.g., through
special information programs for women's associations and rural
development committees and through the wuse of information
gathered from traditional 1leaders 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. 1In 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:



-3~
- 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 wuse 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 offered to both SBS 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 1long~ 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 SBS, 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 1is possible. The GOS and USAID will agree on a
staffing and organizational plan for the develcpment
communications component in SBS 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 SBS. The advisor
will subsequently return on an intermittent basis. A series of
in-country workshops 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, fleld research, inatructional systems design
and administration. A position description for the Development
Communications Specialist and professional qualifications and
experience required for the short-~term consultants are attached
in Annex O.
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lllustrative 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 1991 .75
(/4 time)

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 mass communications and rural broadcasting/
journalism, In addition, either two members of the SBS
educational broadcasting staff or their counterparts 1in 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 brcadcasting 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 1increase 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 MUOAC 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 wuse 1in 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 1include staffing, facilities and radio
time. As discussed above, it 1is 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 editingy 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 existingy
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 specialized 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
funded 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. 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 administrators, faculty members and support staff.
For the Swazi institution, personnel will have an opportunity to
collaborate with senior, experienced counterparts ‘:i the U.S.
institution. For the U.S. inatitution, nersonnel will gain
professional enrichment from sustained contact with the Swazi
institution within its unique political, economic, cultural and
geographic environment.

To maximize its mutual benefits, interests and priorities,
an institutional linkage should focus on faculty and
administrative development and development and improvement of
curricula. Faculty exchanges, dJdevelopment-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, UnisSwa has had two 1linkage
arrangements with U.S. universities 1in recent years. Both
linkages have worked to each institution's benefit, although the
developmental impact on UniSwa has been particularly significant
and 1is great in proportion to tho modest amount of funds which
have financed apecific 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 s8chool of nursing
tec compare and discuss curricula, to analyze the ramifications
of IHS's association with UniSwa for a B.Sc. program in naurasing
and explore possible approaches to a continuing education
program for nursing. SIMPA would profit from a 1linkage with a
gimilar 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 1is 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 1linkage, both 1its
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 1linkage would include its potential
impact on strengthening the Swazi training institution, the
extent to which the 1linkage 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 1its 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. Technology/Skills Transfer
lTotaI og §3,370,0005

The approach to institution-building emphasized in this
project is the development, through participant training, of a
critical mass of knowledgeable Swazis capable of 8successfully
directing Swaziland's development process. This is complemented
by the transfer of knowledge and skills at the workplace. ‘'he
fifth element of the project, interrelated to and supportive of
the others, 1is 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
£il1ll established, 1line 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 personnnl
will be provided for selected institutions within which they
will have a potential impact in terms of technology transfer,
policy analysis and institutional development. And wunlike the
SAMDP project, Swazis 1in 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. OPEX 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 1Institute 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, 1line position, but instead will
function as an advisor with responsibilities potentially spread
among geveral units. He/che may also have several Swaur’
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 GOS in manpower planning for the public sector; (b)
prepare and assist the GOS in implementing a work program to
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assess current civil service manpower requirements and forecast
future 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 1is 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 OPEX personnel pec¢ vyear. It is expected that
each OPEXer will be assigned for two years, with the posasibility
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 1life 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, access to
computers, office supplies, etc.), the costs of operating and
maintaining vehicles used in an official capacity, office space,
housing 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 response to GOS requests for assistance in
specific tasks. Priority will be given to requests which
involve analysis of specific policies potentially 1leading to
positive reforms. An example, currently underway, is an
examination 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 a long-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 person-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 counterparts, support staff
and office space and equipment.

Project management support is budgeted for the assignment of
a contractor field representative (S1,050,000) 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 desiyned 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 and traditional leadership
elements of this project. Training, especially in-country
training, under this project will be planned to reinforce
institution-buildinc efforts in other projects.
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E. Beneficiaries' Involvement in the Project Design

The project has been desiygyned 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 be participating in the pronject and
represent the interests of the project's direct and indi-‘ect
beneficiaries. The desiyn team discussed elements of the
project with the training officers of all of the developaent
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 focised
on a measurement of effectiveness of the participant traiiing

and OPEX components of the project. Thirty-five retu :ned
participants, representing 447% 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 performince
(and 60% have been promoted). Responses to the two principal
recommendations, relating to (l) possible ways and means of
maximizing the returned participant's new skills and (2)

provision of trainingy opportunities tou upper-level managemnent
and/or top leadership so that they can become more sensitized to
the importance of usingy scarce trained human resources ore
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 refresher
technical training and/or short-term advisory support. In the
case of the second recommendation, upper-level decision- and
policy-makers will be a prime target group for in-country
training in management and supervisory skills. As discussed 1in
Section C.5. above, the evaluation also confirmed the
effectiveness of Operational Experts.

Recognition of the wvalue of strengthening developnent
communications, particularly 1in the health field, has evolved
over the past four years, An AlD-sponsored international
workshop on the "radio learning group approach to mas:

education" in October 1982 brouyht together, tor the f[irszst time,
participants from the Ministries of Health, Education anl
Agriculture and Cooperatives, SBS, the Red Cross, the Family
Life Association and private hospitals to develop a
collaborative communications strategy for health education. h
follow-up AID-sponsored workshop in February 1983 maintained th.
momentum for planning a health campaign focused on the use of
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radio for development messages (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 pioject 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.
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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) institutional development/linkages and (5) technology/
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--reflect the level
of effort considered appropriate to assure adequate monitoring 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
(5000)

Key to Project Inputs: 1-Development of an Administrative/Leadership Cadre

2-Development Orilentation for Traditional Leaders
and Kkural Women's Associations

3-Development Communications
4-Institutional Development/Linkages
5-Technology/Skills Transfer
6-Evaluation and Analysis
7-Project Management Support

INPUTS
COMPONENT 1 2 3 b 5 6 7 TOTAL
Participant 10,890 180 540 - - - - 11,610
Training :
Technical - 870 1,000 500 3,280 190 1,500 7,340
Services
Commodities 340 10 170 - 90 - 70 680
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 (0YB). A detailed
AID obligation schedule, including explanatory notes on cost estimates,
is included in Annex F.1l. The project will be implemented over seven
years; e;timated 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
(3000)
COMPONENT FY 846 FY 85 FY 86 FY 87 FY 88 FY 89 TOTAL

Participant 1,280 1,215 2,265 2,950 2,310 1,590 11,610
Training

Technical 720 1,740 1,625 1,325 1,590 340 - 7,340
Services _
Commodities - 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
METHODS OF IMPLEMENTATION AND FINANCING
Approx.
Amount

Contract for Method of Implementation Method of Financing ($000)
(1) General Participant Direct AID Contract Direct Pay 10,530

Training Abroad
(2) General Technical Direct AID Contract Direct Pay 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 (1,009)

(c)Commodities ' (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
monthg pricr 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 D), 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 Couoperatives in
collaboration with the Office of the Indvuna yeTinkhundla for the
expanded traditional leadership program and support to rural
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 discuased 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
repregsentative of the private sector, perhaps the chairman of the
Federation of Swaziland Employers' Training Committee, to
participate when appropriate. The Training Committee functions



~46-

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 Ministry 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 academlic 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 Associlations: 1in 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.




-47-

(3) Development Communications: in addition to
establishment of positions to statf the Center for Rural
Broadcasting and Information as agreed by USAID and the GOS,
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) Technology/Skills Transfer: (a) for OPEXers: the
basic GOS salary for the position to be filled , plus the
additional benefits and services accorded to GOS 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 Mission 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/ESA 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 Swazia 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-Kamhlaba 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
reqular, 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 packayes, 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 budyeted 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
simul taneously for the three major contracts under this project;
for participant training abroad, technical services and in-country
training and development communications. USAID 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 "packaye" 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-deyree/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 1¢¥ and backstopping
and counselling participants while they are in traininyg.

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 and 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 responsible
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for (a) recruiting and backstoppinyg Operational Experts and
long-term technical advisors; (h) recruiting and backstoppiny
short-term specialists; and (c) coordinating and implementiny
in-country trajning programs. Backstopping OPEXers and long-term
technical advijors 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 |teachinyg supplies and aids, printing course
materials, andl renting training facilities as required; and (c)
the procurement of supplies and equipment for the Swazi
institutions which will participate in the in-country training
programs.

It is esftimated that 8-9 OPLXers and 4-5 technical advisors
will be recrulited and will require backstopping for various time
periods over ithe life of the project. The GOS has initially
requested three longy-term advisors: & Manpower Economist/Planner
for DET, and a U.S. advisor and a Swazi Community Leadership
Specialist to MUAC/CL for the expanded traditional leadership
program. As discussed above in Section II.C., Project Elements:
AID and GOS Ianputs, 1t is estimated that 63 person-months of
consultant services will be progyrammed 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 assoclations. The contractour will be responsible for
nominating at least two but preferably three candidates for each
long-term and short-term assiynment.

The contractor's responsibility for backstopping all
contractor-supplied OPEXers, lony-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 the
contractor field representative is attached in Annex 0. 1In
addition, a vehicle will be procured under the contract for tne
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 procurement regulations. The
coptractor will be responsible for (a) recruiting and backstopping
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the lony-term (one year) Development Communications Specialist;

(b) arranging for and backstopping the services of the Development
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 estimated five Swazi participants in B.A. and M.A.
programs in U.S. universities; (d) arranging for and backstopping
all short-term non-degree/tecnnical training abroad; (e)
procurement of all studio equipment, editing and reproduction
equipment and related commodities; (f) programming site visits to
other development communications projects; and (yg) 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 linkaye are the cooperative agyreement and/or grant.
Under either arrangement, the Swazi 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, discussing the purpose of the linkaye, mutual benefits to
e yained from such a linkaye 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 linkaye will provide the means to
initiate a relationship which will continue beyond the 1life of the
project.) Upon approval of a proposal for an institutional
linkage, AID will neyotiate and sign a cooperative agreement or
grant with the U.S. institution. The Swazi institution will be
invited to participate in the neyotiations 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 ayencies: 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; desiygnated Deputy Principal Secretary

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

SBS; the Director

Project manayers from GOS training institutions will also be
designated for each of the institutional linkayes.

The DET, MOAC and SBS 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 OPEXers, long-term advisors and short-term
specialists and final equipment and commodity lists;

-Review USAID nominations for OPEXers, lony-term advisors and
short-term specialists, selecting the most appropriate (in the case
of DET, in collaboration with the reguesting 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 manayers and USAID to maintain 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
responsgibility 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
PIO/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 implementaticn 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 tc 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 (1)
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
training program, including evaluating GOS and private sector
requests and interviewing Swazi candidates in collaboration with
USAID technical officers, preparing PIO/P3, etc.:



~55=

-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 participants:

~Establish a library of university catalogs and
other information on long- and short-term training programs in the
U.S. and Africa:

-Assist in the preparation of AID semi-annual
implementation reports and other 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/Swaziland 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 short-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);

(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 position {actual 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. Technical Services and In-Country
Training (including Traditional Leader Trainirn)

(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 requests, 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);:

(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 assignment, accomplishments
and other remarks) since the effective date of the contract; the
status of all commodity procurement for long-term personnel, 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):
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(d) a final report, to be submitted within 60 days
of the completion date of the contract, summarizing accomplishments
and implementation problems; 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 of the long-term
advisor and based on the agreed upon report of the short-term
expert, a detailed work plan presenting the proposed activities to
be undertaken by the Swaziland Broadcasting Service's Caunter 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 communications;

(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 discusasion 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 date 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. Summary 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. 1In 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. 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.

I'l1so, 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 progran.
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 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
technically feasible. With a siSwati radio 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 recession 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 GOS capital bhudget to finance
reconstruction. It is possible that the GOS 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 bhudgetary demands on
the GOS will exacerbate the situation. GOS 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
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spending on servicing 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.
Improvements 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 requirements 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 conatraint
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 sufficiz2ntly high in Swaziland to make the
projected USAID and 50S expenditures economically viable.

An internal rate of return 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 appreciable 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
gsemi-skilled labor. As long as management courses are included
in the bachelor's degree and post-graduate courses, the trainees
should also become bettcr managers, and be more efficient users
of scarce GOS funds.
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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 training. 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 risks" of other types of development
asgsistance projects. This is because there is little that is
culturally obtrusive 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 Swazias
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.S5.-Swaziland linkages between training institutions,
in-country training, and improved development communications,
the number of direct and indirect bheneficiaries 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.
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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 play a 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 earnings, and employing more Swazis. Institutional
improvements brought about by the increased knowledge and
ability of trained manpower and by the introduction of improwved
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 organizatioas. Swaziland is nearly unique
among nations in the survival of its traditional, monarchal
sociopolitical system 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 expansion of the unique Inkhundla
institution created by King Sobhuza II before independence will
place more power--including responsgsibility 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 point; 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 against a scale based on Western values, it
has broad, popular support and it has ensured peace, stability,
and relative prosperity since at 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 hy
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 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 particulac innovations espoused during the
course of training.
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A few of the most traditional 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 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) training program it has
been conducting for 16 years. A GOS 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 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
service position for a Community Leadership Specialist 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 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 gquality 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 workers, 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 record of participation, and in the greater
effectiveness 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.
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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 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.

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 Home 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 desacribed in detail in Annex L,
Administrative Analysis. On the basis of the assessment, 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

~ 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-service
training, the GOS is presently unable to recruit and immediatelv
train the best university graduates as an investment in the
future of the civil service. 1In 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:

- establishment of a standard system of bonding to
ensure that the employee works in the field in which he/she has
been trained for a specified period of time (usually 2-2 vears
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 trainin 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 basis,
may result in some participants being unable to complete their
studies and in some candidates being unable to afford to accept
scheclarship 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 increased 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 Swaziland Information Service. SBS is responsible for
national radio transmission 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 consii2red the most appropriate
administrative entity and institutional base 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 216.2(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 GOS. 1In 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 revise 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 assistance. 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 estimated that the summative evaluation
will require four weeks to complete.

B. Other Evaluations

Certain project elements will have on-going or separate
evaluation schedules. For example, after participants return from
long-term training the GOS and USAID will assess (1) the utility
and value of the training, (2) contrartor responsiveness in
providing support for trainees, and () interest in participating
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 1s 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 progress 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
traditional 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 acope 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.

Funda have been budgeted for the two external evaluations and
for the internal evaluations and analyses.












GOAL

PROJECT DESIGN SUMMARY
LOGICAL FRAMEWORK

USAID/SWAZILAND

MEASURES OF GOAL ACHIEVEMENT

Life of Project

From FY 1984 to FY 1991

Total U. S. Funding $19.63 million
Date Prepared April 1984

To assist Swaziland

to realize the full
development potential
of its human resources,
both in the modern
sector and on the

rural homesteads.

1.

2.

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.

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

. Evaluation of quality of

MEANS OF VERIFICATION ASLUMPTIONS

. Institutional assessments Development, in its fullest
with particular attention sense, will occur only when
to qualifications of institutions, in the
employees and to means of broadest sense, have
program development and acquired the necessary
implementation. levels of human resources

to promote the development

; . r .
programs being carried process

out by the various
institutions.

. Observation of level of

expatriate assistance
being used to plan and
manage given activities.
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PURPOSES

END OF PROJECT STATUS

MEANS OF VERIFICATION

ASSUMPTIONS

To (a) expand the
capacity of selected
Swazis and Swazi
institutions, both
public and private,
independently to plan
and direct development
activities and {b)
gncourage an increased
level of informed
participation by the
Swazi general popula-
tica in a variety of
such activities.

1.

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

. 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.

. In-country trainees

will be functioning at
a higher level of skill
and efficiency than
before train‘ng.

. Institutional Tlinkages

will be contributing
to the development,
organijzatioral
efficiency and opera-
tions of selected
Swazi training
institutions.

. Number of trainees,

number of courses and

degree of localization.

. USAID participant

follow-up activities;
reports; observations.

. Surveys of trainees

and supervisors.

. 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
activities.

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

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

A



PURPOSES

END OF PROJECT STATUS

MEANS OF EVALUATION ASSUMPTIONS

"%

. 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.

. Swazi capability will have

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

. 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.

X:



QUTPUTS

MAGNITUDE OF OUTPUTS

MEANS OF VERIFICATION

ASSUMPTIONS

1. Swazis trained in
the U.S. and in
African countries.

2. Swazis trained

in in-country
training
programs.

3. Traditional leaders

provided manage-
ment training and
development
orientation.

4. Members of rural
women's associa-
tions provided
development-
oriented training.

5. Development infor-
mation messages
prepared and
delivered through
communications
media.

w

. An estimated 130 Swazis

complete long-term
academic training (325
person-years); an
estimated 64 (averaging
10 per year) complete
short-term, non-degree
training.

. Approximately 500

Swazis trained in a
total of about 40 in-
country programs/
courses (5-6 courses
per year).

. At least 150 tradi-

tional leaders attend
more than one develop-
ment-oriented seminar,
workshop or observa-
tion visit within or
outside Swaziland.

. At least 150 members

of rural women's asso-
ciations attend more
than one development-
oriented seminar or
course.

. {a) 3-4 in-service

workshops held per
year to train Swazis
in the preparation
and delivery of
messages for radio,

. USAID and GOS participant

training records

. Training records

. Training records

. Training records

Radio schedules;
newspaper
clippings; evalua-
tion reports;
training records

Swazis successfully
complete training and
return to Swaziland as
scheduled.

Traditional Teaders and
rural women's associa-
tions will participate
in activities designed
for them.

Useful development
information is available
for special courses and
for extension through
communications media.

Swazi institutions are
receptive to linkage
arrangements and to
other means of
strengthening the
institutions.

‘vd
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QUTPUTS

MAGNITUDE OF QUTPUTS

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-
governmental)
strengthened to make
development information
available and effective
and to participate in

its broad dissemination.
. About six U.S.

training institutions
establish Tinkages with
the same or a larger
number of Swazi
training institutions
to provide technical
support, training and
other services.

Signed agreements;
requests for services;
reports; controller
records.
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INPUTS

IMPLEMENTATION TARGET (Type and Quantity)

ASSUMPTIONS

AID:

1.

Development of an Adminis-

trative /Leadership Cadre

($11,230,000)

. Development Grientation

for Traditional Leaders

and Rural Women's Asso-

ciations

($1,06G,000)

3. Development

Communications

($1,710,000)

(a)
(b)

(c)

(a)

(c)
(d)

(a)
(b)
(c)
(d)

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

Short-term non-degree/technical
training abroad
($730,000)

In-country training
($270,000)

Short-term participant training
(in-country)
($180,000)

Long-term advisory services
($520,000)

Short-term specialist services
($350,000)

Commodities
($10,000)

Long-term participant training
($380,000)

Short-term participant training
($160,000)

Long-term advisory services
($160,000)

Short-term specialist services
($840,000)

Commodities & renovations
(%$170,000)

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

Qualified Swazis will be
available for training.

‘9d



INPUTS

IMPLEMENTATION TARGET (Type and Quantity)

ASSUMPTIONS

4. Institutional Develop-

ment/Linkages
($500,000)

5. Technology/Skills
Transfer

($3,370,000)

6. Evaluation/Analysis
($190,000)

7. Project Management
Support

($1,570,000)

60:

Foreign Exchange
($940,000)

Local Currency
($5,860,000)

7

To be determined.

(a)

(b)

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

Short-term specialist services
(5$780,000)

To be determined.

(a)

(b)

(a)
(b)

(c)

(a)
(b)

(c)

Contractor field representative
($1,050,000)

Assistant Project Manager
($520,000)

Participant trainees' transportation
($750,000)

Commodities
(S160,000)

Facilities and furnishings
(S30,000)

Participant trainees' salaries
($3,470,000)

Local staff
(S490,000)

Vehicle operation & maintenance
(S280,000)

GRAND TOTAL:

$19,630,000

A



INPUTS

IMPLEMENTATION TARGET (Type and Quantity)

ASSUMPTIONS

(d) Rent, facilities and furnishings
(S680,000)

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

(f) Imputed value of offices and
related support
($220,000)

(g) Commodities
($150,000)

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 Contimuing Resolution.
Has it been determined or certified to the inati
Congress by the President that the govern- ﬁge;uggdSEtermjnatlon has
ment of the recipient country has failed '
to take adequate measures or steps to
prevent narcotic and psychotropic drugs
or other controlled substances (as listed
in the schedules in section 202 of the
Comprehensive Drug Abuse and 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, £from
being sold illegally within the jurisdiction
of such country to United State Govern-
ment personnel or their dependents or
from entering the United States unlawfully?

2. FAA Sec. 620(c). If’ (a
assistance 1is to a (b
government, is the
government liable as
debtor or unconditional
guarantor on any debt to
a U.S, citizen for goods
or services furnished or
ordered where (a) such
citizen has exhausted
available legal remedies
and (b) the debt is not
denied or contested by
such government?




-2-
FAA Sec. 620(e)(1l). If

assistance 1s to a
government, has it
(including government
agencies or subdivisions)
taken any action which '
has the effect of
nationalizing,
expropriating, or
otherwise seizing
ownership or control of
property of U.S. citizens
or entities beneficially
owned by them without
taking steps to discharge
its obligations toward

such citizens or entities?

FAA Sec. 532(c), 620(a),
620(f), 620D; FY 1582
Appropriation Act Secs.
512 and 513.  1Is
recipient country a
Communist country? WwWill
assistance be provided to
Angola, Cambodia, Cuba,
Laos, Vietnam, Syria,
Libya, Iraq, or South
Yemen? Will assistance
be provided to
Afghanistan or Mozambique
without a waiver?

ISDCA of 1981 secs. 724,
727 and 730. For
specific restrictions on
assistance to Nicaragua,
see Sec, 724 of the ISDCA
of 1981. For specific
restrictions on
assistance to E1l1
salvador, see Secs. 727
and 730 of the ISDCA of
1981.

FAA Sec, 620(j). Has the
country permitted, or
failed to take adequate
measures to prevent, the
damage or destruction by

‘mok, action of U.L:

prope;ty?

No.

No in all instances.

Not applicable.

No.
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PAA Sec. 620(1). Has the

country failed to enter
into an agreement with

OPIC?

FAA 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?

(bY 1If so, has any
deduction required by the
Fishermen's Protective
Act been made?

FAA Sec. 620(g); FY 1982
Appropriation Act Sec.
517. (a) BHas 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) Has
the country been in
default fecr more than one
year on interest or
principal on any U.S.
loan under a program for
which the appropriation
bill appropriates funds?

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.

Assistance is neither a
development Toan nor from the
Economic Support Fund.
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12.

13.

-l

Consideration” memo:
*Yes, taken into account
by the Administrator at
time of approval cf
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.)

FAA Sec. 620(t). Bas the
country severed
diplomatic relations with
the United States? 1If
so, have they been
resumed and have new
bilateral assistance
agrecments been
negotiated and entered
into since such
resumption?

FAA Sec. 620(u). What is
the payment status of the
country's U.N.
obligations? 1If 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,)

FAA Sec. 620A; FY 1982
Appropriation Act Sec.
520. Has the country
aided or abetted, by
granting sanctuary from
prosecution to, any
individual or group which
has committed an act of
international terrorism?
Bas the country aided or

No.

Current as of September 30, 1983.

None known.
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15.

16.
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abetted, by granting
sanctuary from
prosecution to, any
individual or group which

has committed a war crime?

FAA Sec. 666. Does the

country object, on the
basis of race, religion,
national origin or sex,
to the presence of any
officer or employee of
the U.S. who is present
in such country to carry
out economic development
programs under the FAA?

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
detcnated a nuclear
explosive device, after
August 3, 19772 (FAA
Sec. 620E permits a
special waiver of Sec.
669 for pakistan.)

ISDCA of 1981 Sec. 720.
Was the country
represented at the
Meeting of Ministers of
Poreign Affairs and Heads
of Delegations of the
Non-Aligned Countries to
the 36th General S5ession
of the General Assembly
of the U.N. of Sept. 25
and 28, 1981, and failed

None known,

Mo,

No.

No.

Yes, Swaziland was represented
at the subject meeting. It
subsequently entered written
reservations on th: communique.
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to disassociate itself
from the communiqgue
issued? If so, has the
President taken it into
account? (Reference may
be made tov the Taking
into Consideration nemo.)

ISDCA of 1981 Sec. 721.
See special reguiremants
for assistance to Haiti.

FY 1984 Continuing Recolution.
Has the recipient country been
determined by the President to
have ergaged in a consistent
pattern of opposition to the

foreign policy of the United States?

B. PUNDIRG SOURCE CRITERI2 FOR

COUNTRY ELIGIBILITY

1.

Development Assistance
Country Criteria.

a. FAA Sec. 1l16. Has the
Department of State
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?

Economic Support Fund

country Criteria

a. FAA Sec. 502B. Has
it been determined that
the country has engaged
in. a consistent pattern
of gross violations of
internationally
recognized human rights?
If so, has the country
made such significant
improvements in its human
rights record that
farnishing such

Not app]icable;

No.

No such determination has been
made.

Swaziland is not an ESF-
designated country,

Not applicable,
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b. 1SDCA 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.8.7

c. ISDCA of 1981, Sec.
726(b). If ESF
assistance 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 Oriando
Letelier?

Not applicable.

Not applicable.



5C(2) PROJECT CHECKLIST

Listed below are statutory
criteria applicable to projects.
This section it divided into two
parts. Part A. includes criteria
applicable vo 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
Assistance 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. 634A;
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 agsistance within
(Operational Year Budget)
country or international
~rganization allocation
reported to Congress (or
not more than $1 million
over that amount)?

2. FAA Sec. 6ll(a)(l). Prior
to obligation i1n 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.

v
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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?

FAA Sec, 61l(a)(2). 1If
further legislataive
action is required within
recipient country, what
is basis for reasonable
expectation that such
action will be completed
in time to permit orderly
accomplishment of purpose
of the assistance?

FAA Sec. 6l1l1(b); PY 1982
Appropriation Act Sec.
501. If for water or
water-related land
resource construction,
has project met thé™
standards and criteria as
set forth in the
Principles and Standards
for Planning Water and
Related Land Resources,
dated Ortober 25, 19732
(See AID Handbook 3 for
new guidelines.)

FAA Sec. 6ll(e). If
project 1s capital
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.

Mo specific legislative

action is required.

Not applicable.

The project is not for capital
assistance,
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FAA Sec. 209. 1Is project

susceptible to execution
as part of regional or
multilateral project? 1If
so, why is project not ‘so
executed? Information
and conclusion whether
agssistance will encourage
regional development
progranms,

FAA Sec. 60l1l(a).
Information and
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
associations; (4)
discourage monopolistic
practices; (e) improve
technical efficiency of
industry, agriculture and
commerce; and (f)
strengthen free labor
unions.

FAA Sec. 601 (b).
Information and
conclusions on how
project will encourage
U.S. private trade and
investment abroad and
encourage private U.S,
participation in fecreign
assistance programs
(including use of private
trade channels and the
services of U.S. private
enterprise).

No.

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 activi-
ties and (b) to encourage an
increased level of informed
participation by the general
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. Tong- and
short-term technical services
and some U.S.-manufactured
commodities.
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1l.

12.

13,
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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 the U.S. are utilized
in lieu of dollars.

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?

FAA Sec., 601(e). Will

the project utilize
competitive selection
procedures for the’
awarding of contracts,
except where applicable
procurement rules allow
otherwise?

FY 1982 Appropriation Act

Sec, 521. If assistance
is5 for the production of
any commodity 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
same, similar or

com eting commodity?

FAA 118(c¢c) and (d).

Does the project comply
with the environmental
procedures set forth in
AID Regulation 167? Does

Swaziland will contribute an
estimated 26% of the total

cost of the project, of which
an estimated 86% will represent
Tocal 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.
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the project or program
take into consideration
the problem of the des-
truction of tropical
forests?

FAA 121(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

l.

Development Assistance
Project Criteria

a. FAA Sec. 102(b), 111,

113, 281l(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
wide participation of the
poor in the benefits of
development on a sus-
tained basis, using the
appropriate U.S. insti-
tutions; (b) help develop
tooperatives, especially
by technical assistance,
to assist rural and urban
poor to help themselves
toward better life, and

Mot applicable.

Not applicable.

(a), (b), (c) and (d):

The ultimate beneficiaries

of this project are the Swazis
of all income levels in the
rural areas. Special efforts
will be directed to.strengthening
development communications
through the mass media. The
training of Swazi traditional
Teaders 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 develop-
ment emanating from the Swazis
and Swazi institutions strenq-
thened through the project.
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otherwise encourage
democratic private and
local governmental
institutions; (c) support
the self-help efforts of
developing countries; (@)
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, 1l06. Does the
project fit the criteria
for the type of funds
(functional account)
being used?

c. FAA Sec. 107. 1Is
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. 1l0(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 technology
for small farms, small busi-
nesses and small incomes of the
poor.

Yes, the contribution of
Swaziland is estimated at 26%
of the total cost of the
project.

a\
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e. FAA Sec. 110(b).

Will grant capital
assistance be disbursed
for project over more
than 3 years? 1f so, has
justification satis-
factory to Congress been
made, and efforts for
other financing, or is
the recipient country
*relatively least
developed™? (M.0. 1232.1
defined a capital project
as "the 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. 1Z22(b). Does
the activity give
reasonable promise of
contributing to the
development of economic
resources, or to the
increase of productive
capacities and self-sus-
taining economic growth?

g. FAA Sec. 281(b).
Describe extent to which
program recognizes the
particular needs,
desires, and capacities
of the people of the
country; utilizes the
country's intellectual
resources to encourage

No. This is not a cpaital
assistance project.

Mot applicable.

Yes. The project will assist
Swaziland in realizing 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 primary corstraint
to development is the lack

of skilled manpower which this
project will directly address
through the 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 Not applicable. This is not
Criteria (Loans Only) a loan-financed project.

a. FAA Sec, 122(b).
Information and conclusion Not applicable.
on capacity of the country
to repay the loan, at a
reasonable rate of interest.

b. FAA Sec. 620(d). 1If
assistance is for any
productive enterprise which
will compete with U.S.
enterprises, is there an
agreement by the recipient
country to prevent export
to the U.S. of more than
20% of the enterprise's
annual production during
the life of the loan?

c. ISDCA of 1981, Sec. 724 . .
{c) and (d). 1If for Not applicable.
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)?
3. Economic Support Fund The project is not financed undar
Project Criteria the Economic Support Fund.

this assistance promote
economic or political
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stability? To the extent
possible, does it reflect
the policy directions of
FAA Section 1027

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

FAA Sec. 534. Will ESF
funds be used to finance
the construction of the
operation or maintenance
of, or the supplying of
fuel for, a nuclear
facility? 1If so, has the
President certified that
such use of funds is
indispensable to
nonproliferatioan
objectives?

FAA Sec. 609,  If o

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.
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Listed below are the statutory
items which normally will be
covered routinely in those
provizions 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

l. FAA Sec. 602. Are there
arrangements to permic
U.S. small business to
participate equitably in
the furnishing of
commodities and services
financed?

2. FAA Sec. 604(a). Will all
procurement be from the
U.S. except as otherwise
determined by the

President or under
delegation from him?

3. FAA Sec. 604(4d). If the
cooperating country
discriminates against
marine insurance
companies authorized to
do business in the U.S.,
will commodities be
insured in the United
States against marine
risk with such a company?

4. FAA Sec. 604(e); ISDCA of
1980 Sec. 705(a). 1If
offshore procurement of
agricultural commodity or
product is to be

Yes.

Yes.

Swaziland does not discriminate
against U.S. marine insurance
companies.

Not applicable,

o\
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financed, is there
provision against such
procurement when the
domestic price of such
commodity is less than
parity? (Exception where
commodity financed could
not reasonably be
procured in U.S.)

FAA Sec. 604(a). Will Not applicable.
construction 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 areas?

FAA Sec. €03. 1Is the The project will comply with
shipping excluded from this section.
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 commciities

(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?

FAA Sec. 621. 1If Yes.
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
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Federal agencies will pe
utilized, are they
particularly suitable,
not competitive with
private enterprise, and
made available without
undue interference with
domestic programs?

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?

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. 601(d). 1If

capital (e.qg.,
construction) project,
will U.S. engineering and
professional services to
be used?

PAA Sec, 6ll(c). If
contracts for
construction are to be
financed, will they be
let on a competitive
bhasis to maximum extent
practicable?

Yes.

Yes.

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

This is not a capital assistance

project.

Not applicable. No construction

will be financed under the
project.

\Q
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3. FAA Sec. 620(k). IXf for
construction of
productive enterprise,
will agggregate value of
assistance to be
furnished by the U.S. not
exceed $100 million
(except for productive
enterprises in Egypt that
were described in the CP)?

Other Restrictions

1. FAA Sec. 122(b). If
development loan, is
interest rate at least 2%
per annum during grace
period and at least 3%
per annum thereafter?

2. FAA SBc. 301(d). 1If fund
1s established solely by
U.S. contributions and
administed by an
internatioal
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. 104(f); 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.

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 or
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
motor 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.

\v”
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adjusted service
compensation for military
personnel?

g. PY 1982 Appropriation

Act, Sec. 505. To pay .
U.N. assessments,
arrearages or dues?

h. PY 1982 Appropriation

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

i. PY 1982 Appropriation

Act, Sec. 510. To
finance the export of
nuclear equipmeant, fuel,
or technology or to train
foreign nationals in
nuclear fields?

j. PY 1982 Appropriation

Act, Sec. 511. Will
assistance 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
Oniversal Declaration of
Human Rights?

k. PY 1982 Appropriation

Act, Sec. 515. To be
used for publicity or
propaganda purposes
within U.S. not
authorized by Congress?

Yes.

Yes.

Yes.

No.

Yes,



AN A L

GOVERNMENT

Dept. of Economic Planning and
Statistics,

P. 0. Box 602,

MBABANE.

REF:EC0/15/2/16/ 21st June, 1984

The Director,
USAID/Swaziland,
P. 0. Box 750,
MBABANE.

Dear Sir,

SWAZILAND MANPOWER 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 Lhe recent discussions amendments to the
draft paper were made.

The Government of the 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. The 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.l1.D. contribution is US8 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 US$ 6,800,000.

We trust that this request will meet with U.S.A.I.D.'s

favourable consideration.
(]

SECRETARY

sincerely

for: PRI




DEVELOPMENT COMMUNICATIONS:

ILLUSTRATIVE PARTICIPANT TRAINING SCHEDULE

ANNEX E

Field of Study

Development Communications/

Rural Broadcasting
Educational Broadcasting
Educational Technology
Mass Communications

Rural Broadcasting/Journalism

Short-term in rural communications,

Degree Timeframe

M.A. Aug 1985-Jul
M.A, Aug 1985-Jul
M.A. Aug 1986-Jul
B.A. Aug 1987-Jul
B.A. Aug 1988-Jul

1987
1987
1988
1991
1990

instructional design,

Studz-Mos

24
24
24
48
24

audio~visual

Iibrary management, agricultural broadcasting, audio-visual methods, etc.

2 persons x 2 months each

Jun
Jun
Jun
Jun
Jun

Jun

1985-Aug
1986-Aug
1887-Aug
1988~Auqg
1989~Aug
1990-Aug

Total

1985
1986
1987
1988
1989
1990

I‘bbéhbé

l68

ol



DETAILED OBLIGATION SCHEDULE:

(FYa84 — FYB89)

ANNEX F.1

{$000)
tyBd  fyB5 dyB6 fy87 iyBB $yBY TOTAL
PARTICIPANT TRAIMING
Lony Ters
Gemeral |,065 985 1,935 2,530 1,895 1,390 9,800
Dev. Cossunications 8s 40 120 115 3180
Short Ters
beneral 100 130 140 150 140 50 730
In-Country Trg. 40 5% 60 0 40 20
Traditional Leaders 30 30 40 40 10 180
Dev. Comsunications 20 20 30 36 30 30 140
Testing/Follow-on i0 10 20 20 20 40 120
Sub-Tatal $5,280 $1,215 $2,265 42,950 42,310 1,590 stt,610
TECHNICAL SERVICES
Long Tera
UPEXers 600 300 300 620 1,820
Advisors 320 360 680
Traditional Leaders 300 30 170 520
Dzv. Cossanications 160 160
Costract Field Rep. 300 330 350 980
Asst. Proj. Manager 120 180 220 520
Short Tera
General 159 160 f70 180 120 780
Traditional Leaders 90 130 §30 350
Dev. Communmications 100 180 220 200 140 840
Instit. Linkages 2% 1B 1B 500
Evaluation 20 % 20 20 a0 190
Sub-Total $720 $1,740 $1,625 $1,325 41,590 $340 47,340
COMMODITIES
Partic, Support 40 80 80 )] 310
InCountry Trg. 5 10 10 5 30
Traditional Leaders 10 10
Dev. Cosn. cossodities 10 10 15 15 10 120
Dev. Cosa. renovations 30 20 50
Vehicle Cost/Maint. 20 10 10 10 20 76
OPEX/Advis. Support 30 0 30 10 90
-=—=-—-Sub-Total ——-- $0 8165 $130 $145 4§20 8120 $680
GRAND TOTAL $2,000 3,120 $4,020 $4,420 44,020 42,050 $19,430

\
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CO8TS TO
THE GOVERNMENT OF SWAZILAND

and

PROJECT RELATED

SWAZILAND PRIVATE SECTOR

ANNEX F.1 -3

in thousands of U.S. dollars

fy85  6yBb Y87 HyBB Y89 §y50 §y91  TOTAL

FOREIGN EXCHANGE
Part. Traisses Tramsportation ] 80 ] 140 15 110 130 $7%
Cossodities 30 30 30 30 30 10 $10
Facilities/Furnichings 10 10 10 30

LOCAL CURRENCY

Part. Trainees Salarims &0 30 W0 & 10 770 200 43,470
taca!) Staff 40 ) 100 110 110 40 $4%
Vehicle Cast/Maiat. 0 0 30 ] ® 20 4280
Rent/Facilities/Furn 100 110 120 130 140 80 $400
In-Comatry Training Sepport % 100 110 130 140 1o
Inputed Value Bffices 20 - ) 40 40 20 $220
Conmodities 20 30 30 30 2 20 150
Total lecal curremcy 320 930 1,000 1,130 1,180 1,090 200 85,800
Total forwige exchange % 110 130 170 1% 120 130 940
GRAM TOTAL $410 $1,040 $1,140 1,300 $1,370 81,210 $330  $5,800

3/30/84

N



ANNEX F.1-4
BUDGETARY ASSUMRPT IONG

GENERAL

1. The budgat builds on the time phasing of Technical Assistants
arriving in Swaziland and the traininy schedules as contained in
Annex N.2. Where the time phasing shows a person spending one
half ywar in Swaziland then the budget ia fixed at one half the
yearly rate; similarly whzn only one gquarter of the year is spunt
in long term training, then one quarter of the yearly rate is
used.

2. All figures have been adjusted for inflation. The assumption
is that the U.S. inflation will be 4% per year. Following
instructions from AlD/Washington we have used an inflation of 11%
on all cost of training in the U.S.. The inflation rate in
Swaziland was estimated using the USAID/S and GOS forecasting
model. The rate averanes 9.8% per year. The expenditure figures
in thig section are in fiscal 1984 dollars/emal angeni.

3. All expenditures were rounded to the nearest $%10,000.

4. All local costs were converted into U.S5. dollars ot the
current exchange rate of $1.00=E1.20.

USAID ASSUMPTIONS

1. Long Term training in the U.S. costs in 1984 US5$20,400 per
yeari laong term v-aining in African countries costs US$12,000.

al 25 people depart for long term training in the U.S.
each year from Sept. 1985 to Sept 89. Their average stay
ies 2.5 years. 100 people will be trained in the U.5. and
25 in other African countries.

b: There are an additional 12 vears of long term training
in the U.S. in Development Communicatsions.

c: $1465,000 is provided in FY 1985 and $495,000 in FY
1986 for the residual costs of long-term participant
training initiated under the SAMDP project.

2. Short Torm training in the U.S5. averages $8,000 per two month
course.

a: Two people go to the U.5. for short courses in 19835,
and ten per year from FY 19846 to FY 1990.

b: Two people per year go for two months to the U.S. in
Development Communications.

3. In country training

a: On average there are six in country trraining sessions
per year costing $6,000 mach.

b: There are 30 sessions with twenty traditional leaders
(or women) each year. These sessions will be
approximately one to two days and cost E6 per person.

page 1 \\,\/
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c: There will be 10 sessions with forty traditional
leaders (or women) each year. These sessions will last
approximately one week and cost ES0 per participant. An
additional E300 is budgeted for one bus per year for these
people to vimit some development project in Swaziland. An
additional E2,000 is budgeted for one bus trip each year
to a near-by country to cbsarve development projects
there. The budget also includes thirty individual round-
trip tickets to Malawi (or Zambia or Zimbabwe) for the

same purpose.
3. Testing and Follow-on

$12,000 is budgeted to cover the costs of testing
candidates, and some limited follow-on activities)} there
are no testing expenditures in FY 1991, but there are
follow—on activities.

4. Long Term Technical Assistance

at At any one tima there will be up to 3 Operational
Expert Technicians in country filling line positions.
Their cost averages $108,000 in FY 1984,

b: The budget includes funding for four years of advisory
assistance to the Department of Establishsents and
Training. The cost of this iz $150,000 per year.

c: There is one year of long term advisory support given
to Developmsent Communications at a yearly cost of
$150, 000.

d: Two people are hired for three years to help with
traditional leaderse. The U.8. advisor is budgeted at
$150,000 per year and the Swazi assistant at $9,000 per
year.

®#: The Contract Field Representative will be for 5.5 years
at $150,000 per year. This person will run the in-country
programs, and assist in improving the program at the Swazi
mid—-level managerial training institutions.

f: A Personxl Services Contractor will be hired to be
Assigtance Project Manager and assist USAID in managing
the project. This person is budgeted for 5.5 yesars at
80,000 per year.

5. Short Term Technical Assistance cost $10,000 per month.

a: There are 63 monthse of short term technical assistance
provided for general use in fostering the goals of the
project.

b: Thirty monthe of short term technical assistance is
provided to support the Traditional Leaders cosponent.

c: The person providing the long term technical assistance
in development communications will return for one hal+f
yaear in FY 1984-19883 for quarter time from FY 1989-1991.
An additional forty—two months of short term technical
assistance is provided to support this component.



d: Six linkages with Amsrican institutions are included in
the budget at a yearly cost of $70,000. This sonay can be
used to finance assistance through a visit t~ the U.S.
institution, a viwit from the U.S5. institution, resesarch,
or some comparabla items.

Commodities

a: Cupport for the people returning from training in the
U.8. is provided at $2,000 per returnee. This can be used
to purchase books, supplies, eguipment which will be
neaded to facilitate their use of the knowledge gained in
the U.S5..

b: €300 is provided in commodity support for mach of the
6 in—country training programs each yesar.

c: As indicated in Annex M funds are provided to renovate
and support Development Communications. These were
individual costed, and the only adjustments were msade to
reflect inflation.

d: $4,000 is budgeted sach year for support to each OPEX
anc DET advisor. An additional $15,000 is budgeted in
fiscal year 1985 to purchase one micro—computer for one of
the OPEX/DET advisors.

®: A vehicle (E15,000) will be purchased for the Contract

Field Representative. The contract will pay for fuel and
maintenance (E&6,000 per year).

page 3
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GOVERNMENT OF SWAZILAND AND SWAZI PRIVATE SECTOR COSTS

1. Long and Short term training out of country

a: The GOS/Private firm will pay full salary for the first
year of training, and one half salary for the second year.
For those people undergoing short term training, their
salary will be maintained in full during the training
period. The average cost to the GOS of the salary is
E?,700.

b: The GOS/private firm will pay the airfare to the
short/long term training location. This is $1,400 one
way.

2. Support Staff

a: Each OPEX technician will have a cocuntaerpart at a cost
of E9,700, and each long-term person in country will
receive technical /secretarial/other support costing ES,000
per year.

3. Training Support

a: total GOS8 cost to support the in-country training
programs is E72,000 per year.

4. Other

a: GOS commodity support will be E10,000 per long term
technical assistant, half of which is foreign exchange.

b: The total cost of facilities and furnishings per house
provided by the B08 is ES5,000 per year, one third foreign
axchange and two-thirds local cost.

c: Rent is figured at E750 per months office space is
costed at E400 per month.

d: The GOS will have to purchase four vehicles to support
the long term technical assistants at a cost of E13,000
per vehicle, and the yearly operating cost is ES5,000 per
vehicle. The vehicles are replaced after two vears, if
there is a new long term technical assistant.
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ESTIMATED AID EXPENDITURES
in thousands of U.SG.

PARTICIPANT TRAINING

Long Ters
General
bev. Cosmunications

Short Tera
General
In-Country Tre.

Traditional teaders
Dev. Communications
Testing/Follow-on

TECHNICAL SERVICES

+y8S

fy8b

ty87

fyos

29 1,22 1,600 1,780

10

20

20
10

60

110
L]
3
o]
10

80

130
4
30
30
20

&0

140
30
L1
30
0

dollars

fy83

30 fy3l  TOTAL

1,970 1,970 970 9,800

70

160
50
4
30
2

10 30 380

170 730
&0 40
L 180
30 160

20 20 120

$350 $1,490 $1,930 $2,120 2,340 $2,360 $1,020 $11,5610

Long Ters
GPElers 140 340 346 3% 40 180 1,820
Advisors 80 160 170 180 90 480
Traditional Leaders 8 170 180 90 520
Dev. Comsunications 80 80 160
Contract Field Rep. 80 180 170 180 190 200 930
fsst. Proj. Manager 40 80 9% 100 100 {10 520
Short Ters
General 30 130 MO0 150 180 170 780
Traditional Leaders 20 70 70 80 50 60 350
Dev. Commnications 20 160 170 180 120 130 &0 840
Instit. Linkages 70 80 80 80 % 100 300
Evaluation 20 & 20 20 70 1%
~~——-8ub-Total -----—— $640 $1,450 $1,4%90 $1,450 $1,230 41,020 $60 7,340
COMNODITIES
Partic. Support ¥ 60 60 70 10 310
In-Country Irg. 10 16 {0 30
Traditioncl Leaders 10 )
Pev. Lrxa. coasodilies 90 io 10 10 ] 120
Dev. Cosa. renovations 0 i0 10 10 {0 30
Vehicle Cost/Maint. 20 {0 W0 10 10 10 70
OPEY/Advis. Support 30 10 10 10 20 10 %0
----- -—~Sub-Tatal------~ $150 850 890 s110  $110 4100 470 $480
GRAND TOTAL $1,140 42,990 43,510 43,4680 43,580 43,480 $1,150 49,830
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ANNEX G

TRADITIONAL LEADERS; HISTORY, SURVEY, TRAINING EXPERIENCE

I. THE HISTORY OF TRAINING FOR RURAL LEADERS

(This section was prepared by Patrick Fine, Peace Corps
Volunteer and interviewer for the chiefs' survey. Source material
was found in the National 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 of training chiefs first anoears in the 1930's.
Hilda Kuper states in African Aristocracy, "The idea of educating
chiefs to combine hereditary right with Furopean efficiency has
sometimes been suggested by the British Administration but it is
onpposed by the Swazi." In October 1941 this was the subject of a
meeting between King Sobhuza and the Residen: Commissioner. The
King felt that it would be difficult to fix definite courses for
chiefs and he expressed his belief that leadership qualities are
inherent in an individual and not easily cultivated. 1In 1942 there
was an attempt to arrange for at least two sons of chiefs to take a
course in rural leadership at Adam's Colleqge (a mission) in Natal.
This course was specifically for chicfs' sons.

It wasn't until the mid-1960's that the idea of training
rural leaders began to bhe given serious consideration. Again this
was on the instigation of a foreigner, Mr. D. Frost, the U.N.
Community Development Adviser. 1In 1967 Frost commented that the
idea of training chiefs was suggested in 1962 by the l,obamba chiefs
but no action was ever taken.

The Community Development Department (hereafter CD) was
formed in 1965 as nart of the Ministry of Tlocal Administration,
Anparently chiefs' training was attempted right From the heginning
because there is reference to a workshon for Rural Development
Officers (RDO), 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 response to
recommendations made in CD's first short courses for extension
versonnel. At this time CD planned to hold two chiefs' seminars
(August and September 1967) if approval could be ohtained from the
Swazi National Council (SNC) and the King. In this regard it was
envisioned that:

1) the seminars would be held at Lobamba;

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

3) the King would address each seminar.
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CODE TO ABBREVIATIONS:

Venues
MFTC - Nhlangano Farmers Training Centre
LFTC - Lutheran Farmers Training Centre
5ACUF - Swaziland Agricultural College and University Centre
Sebenta - Sebenta National Institute

Gfficial Positions
1. AEO's - Agriculture Extension Officers
2. Bucooho - Inkhundla Councils (lit. "brains™)
3. Imisumnhe - a council of men with deen geneological roots

in and exceptional knowledge of their community,
4, RDO's - Rural Development Officers
Others

1. RDA - Rural Develonment Areas

SN
[ ] [ ] [ ]

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
Ch, the DCs and SFEBENTA. The FExtension Service of the University of
Swaziland had also worked on at least one seminar. After 1981 otheor
organizations such as the RDA, MOH Health Education Unit and the Family
Life Association of Swaziland also began holding seminars for chiefs.
CD still continues with its nroaram, now organized by individual €D
officers.

In the mid 1970's (1971-74?) another method of reaching chiefs
was 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 area. One source in CD bhelieved this to have been the most
effective design of a rural leadership nrogram,

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

B. Aims and Objectives of Rural Leadership T'raining

The purpose of Rural Leadership Training has generally beon to:

(1) nrovide chiets with information on develooment pclicies and
trends in the nation and on nrograms (and potential programs) in their
areas;

(2) involve chiefs in development efforts in their areas and to
oromote cooneration hetween rural leaders and government nersonnel;

(3) solicit rural leaders' ideas on what 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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. Topics Discunsed at Chicls Seminars

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

--resettlement, the Central Rural Development Board and the
Rural Development Area Program

--illegal beer brewing

-—-rural water supplies and sanitation

--the chiefs' role in develonment

~-the use of Pural Development Committees and other committees

--coaoperatives

--preventative health care

-~family nlanning (in the last two years)

-~livestock »nroduction

--immigration

~-chiefs' duties relating to various other nrograms

D. MHethodrs o Delivery of Rural Leadershin Training

It is clicar that rural leadershin traning has predominantly
taken the form of chiefs' seminars. The following is a list of
general observations of the chiefs' seminars:

(1) Attendance was at first disappnointing and then
imoroved. Attendance is now dependent on the quality of
organization and the manner in which the chiefs are invited to the

activity.

(2) Seminars have never heen organized in a comprehensive or
systematic way. Some chic¢fs have had many activities olanned for
their areas and others only o few or none.

(3) Seminars have always included speakers from a variety of
nrorgrams (the not nuorri annroach) rather than concentrating »nn a
specific themo,

(4) Chiefs have always been selected and/or invited by the
NCs, althoudh extension nersonnel have sometimes reinforced this by
nrivate apncals and nersonal visits,

(5) The same topics have been repeated again and aqgain,

(6) Seminars were origirally held at a central location
(SACUC) but then devolved to more local locations (Farmers Training

Centers, Tinkhundla).
(7) Transport was almost always pnrovided for the chiefs,

(8) Chiefs and rural leaders were called on to make
resolutions. '

(9) Though a followuo on these resolutions was usually
nromised to the chiefs, there is n2 evidence that it occurred.



. Resolutions Made hy Chiefs at Seminars

T'he resolutions of chiefs recorded from a decade of chiefs'
seminars have been remarkably consistent. They are:

(1) Seminars should be held inore reqularly for all chiefs.

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

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

(4) Resettlement plans should he more thoroughly dealt with.

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

{6) All AROs should have demonstration nlots,.
(7) All development projects should go through the chief.

(8) Chiefs should become members of a co-op society (At one

seminar this was said to be inconsistent with the chief's nosition).

(9) More discussion should be allowed during the seminars.
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II. "“A SURVEY OF TRADITIOMNAL LFADERS AND DEVELOPMENT TRAINING
EFFORTS IN SWAZILAND", U.S AID, Mbabane, Swaziland

Between [ebruary-March, 1984, a survey was conducted among
Swazil chiefs in order to obtain informat*tion about: (1) local
develonment issues and activities as viewed by chiefs; (2) the
involvement of local lecaders in development; (3) past experience
of chiefs and other lecaders in develonment training efforts of
the Swaziland qgovernment; and (4) nossible ways to expand and
improve such training efforts. Such information was needed to
mlan, as well as help justify, an expanded training or
"“levelonment orientation" »rogram for Swazi chiefs,

It was felt that inforimation from officials involved in
what will for convenience bo called chiefs training would also
be valuable in order to obtain a more balanced view and to aid
internretation of the survey data. Accordingly, five officials
with past or nresent involvement in chicf's training were
interviewed. Their observations are sumnarized in a concluding
section that presents oroqgram recommendations,

A. Methodoloqgy

The survey team consisted of five interviewers (three
Swazis and two Anericans) and five Sebenta National Literacy
Institute field officers, the latter serving as drivers,
intervreters when necessary, and entrees to the various chiefs,
The team was lcad by the author, who also served as an
interviewer.

A flexible, onen-ended questionnaire was (developed by the
survey team and oretested on January 23-24, 1984, The survey
itself lasted four wecks instead of the anticinated two, due to
Cyclone Domoina, which struck on January 28 and made many roads
amkl bridaes unpassable. The cyclone also necessitated the
substicution of 20 chiefs from those chosen in the original
samnle.

The original samnle was derived by officials at Sebenta.
Working with available information, attempts were made to
achieve equal renresentation in reqgijon (subdistrict) of
Swaziland, age of chief, and a chief's "willingness to coonecrate
with Jovernment nrograms"--the last admittedly a subjective
evaluation. It was not entirely clear how many chiefs there are
in Swaziland., 'The G0% Accountant General's 1974 List of Chiefs
wrovides 175 names, and a more recent but undated list from the
Tinkhundla office nrovides a fiqure of 219,

It is also recoqnized that a number of chief's nositions
are unfilled at any given time, due to the death of incumbents
and delays in selecting or installing new chiefs. Thus it seems
unlikely that there would be more than 200 actual chiefs holding
office at any time. 1In the end, 53 chiefs were interviewed, or

\Z
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at least 27% of the total numher of chiefs, What the sample may
have lost in representativeness by the inclusion of 20
substitute chiefs out of a total of 53--and by inexact sampling
nrocedures to begin with--was comnensatced for in part by the
relatively large size of the sample,

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

Analysis and interpretation of data was carried out by E.
Green and P, Fine,

B. Characteristics of Chiefs

Of the 53 chiefs interviewed, 22 were also nrinces, one was
governor of a royal kraal, and four were members of the Ligogo
(Supreme 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
speaking on behalf of his chief.

Information on the level of formal education achieved by
cach ¢hief in the samnle was to be provided from records held at
District Commissioner's offices. tHowever, with the 381
substitution rate within the original samnle, the additional
information required could not be nrovided by the time of report
writing. HNevertheless, information on literacy in both Fnglish
and siSwati nrovides a measure of educational hackground,
although when bhased on self-reporting respondents may exaggerate
their deqgree of literacy. Taking this into account, 45% of
chiefs reported they could read and write in Inglish to some
extent; 55% could not. 92% claimed the same ability in siSwati;
8% claimed otherwise.

As might be expected of hereditary chiefs in a country
undergoing rapid changes in education and in other snheres, they
vary a great deal with resmect to education, attitudes toward
develonment programs, and general outlook as well as leadership
qualities, interests, and other nmersonal characteristics to
which can be added age and state of ohysical health.

C. ldentification of Problems

Chiefs were asked to identify priority problems in the
areas of health, agriculture, and education. The health
findings are summarized in Table 1. Multiple answers were
nermitted here and throughout the survey, therefore number of
citations rather than number of respondents are listed,
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TABLE 1
WHAT ARE THE MAIN HFALTH PROBLEMS IN YOUR AREA?

Grouped Answers Number of Frequency

‘ Citations of Resnonse
Lack of safe drinking water 40 76%
LLack of clinic 27 51%
Transnortation or access to clinic 19 36
Cholera, diarrheal diseases 12 239,
Coughing, Tuberculosis 10 19%
Heed ertension workers (Incl. RHM's) 9 17%
Heed doctor or nurse 7 13%
Meed medicines 5 9%
Headaches, fever, malaria 4 B%
Mosquitoes 4 B%
Various nhysical ailments 9 17%
Other/miscellaneous 25 47%

Miscellancous answers included kilharzia, needing additional
clinic/hosnital facilities, neceding more health education, lack of nurse
housing, and need for vegetable gardens. Two chiefs expressed
dissatisfaction with clinic staff in their areas and two others expressed
dissatisfaction with qovernment services in general. Two chiefs said
there were no real health nroblems in their areas.

Findings nertaining to agriculture are summarized in Table 2

TABLE 2
AHAT ARE THE MAIHN AGRICULTURAL PROBLEMS IN YOUR AREA?

Grouned Answers Humber of Frequency of
Citations Response

leed manure, fertilizer, ot

fertilizer storaqge facilities 25 47%
Heed tractor or access to tractor 22 42
Lack of extension services 14 26
Need irrigation 9 17
Need seed or seed storage facilities. 9 17
tieed resettlement or RDA nrogram 4 8
Need roads, better roads 4 8
Miscellaneous 27 51

tiscellaneous answers included need for fencing, grazing
land, orchards, veterirary medicine, and din-tank chemicals; and
nroblens related to rainfall, soil erosion, and land shortanqo.
Two chiefs expressed dissatisfaction with government services.

Lducation findings are summarized in Table 3. Since the survey
team reprasented Scbenta National Literacy Institute, this may
have influenced respondents to emnhasize adult cducation and
literacy more than they would have done otherwise.
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TABLIE 3
WHAT ARE THE MAIN EDUCATIONAL PROBLEMS IN YOUR AREA?
Grouved Answers Number of Frequency of
Citations Response

Need for instituting or strength-
ening adult education or literacy

nroqrams 23 43%
Need for secondary or high school 13 25%
Need for pre-school 13 25%
Schools overcrowded, lack vacancies 11 21%
Need for a women's organization 10 19%
NMeed for teacher accommodations 8 15%

Lack of local interest in adult

education or literacy 7 13%
Need nrimary school . 5 9%
S5chool fees too high 4 8%
Government is unresponsive 4 8% -
No nroblems acknowledged 3 6%
Miscellaneous 10 2%

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

While nearly half of the chiefs mentioned a need for adult
education or literacy, it is significant that seven oointed to.a
lack of sufficient interest in such programs on the vart of
their followers. In the words of one chief, "Most peonle (here)
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 he able
to write his own name as long as there is an opnortunity to
learn."

D. Dealing with Development Problems

The chiefs were asked how the various problems they
identified (hereafter "development activities/problems") were
dealt with. Among the responses given; 34 mentioned meeting 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 develonment-related
committees.[1l] Chiefs were then asked about the types of

L. Two surveys conducted within a year of the nresent survey
and relying on a cross-section of community spokesmen, indicate
that local committees are more important and widespread than
chiefs 1ndicated--or nerhavns were even fully aware of, See R.
Tshabalala, "Community Participation on Water and Sanitation and
Clinic Construction in Swaziland," dissertation submitted for
the Degree of Master of Science in Community Health in
Pevelobing Countries, University of London, September 1983; and
E. Green, "Community Mobilization for Health and Develcnment in
Swaziland," Health Education Unit, Swaziland Ministry of Health,
1983.
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conmitteces found in their areas. Most commonly mentioned wete
school committees (38), followed by those relating to
agriculture (1%9), gencral develonment, RDA or resettlement (14),
women's activities (11), health or clinic (9), water (4), and
cattle dinning (4).

Some chiefs cexpressed uncertainty about the number and the
functions of committees in their areas. It should be noted that
a nuimber of chiefs--roughly 20% of the sample--were employed
outside their areas, thus they may he out of touch with local
activities. Other chiels simply do not concern themselves
directly with the activities of development-related committees
in their areas.

Some councils (emabandla. Sing., libandla) were described
as coordinating various local dovelnpment activities as well as
mediating between the chietdom and the national government.
Other councils seem to have little or nothing to do with
develonment.

There was o great fdeal of variation among answers about
means and methods of dealing with develooment nroblems, One
chief described eight committees in addition to the councils in
his arca. Ye then noted, "we are trying to form (a single)
committee that will combine members from other existing
conmittees, This will be a central bhody which will report
a2roblems to the Inner Council, which will then report to the
Great Council." Such committees already exist in some areas and
are known as imisumnhe or intfutfuko committees. They seem to
be commoner in RDA arcas, where they have been actively promoted.

Py contrast, another chief renlied that there were no
conmittees at all dealing with develonment nroblems in his area
mecause there were no development oroblems. This was an area
with no schools, clinics, water systems, or extension workers.

When chiefs were asked if neople in their areas were
willing to coomerate and particinmate in nrojects that can
benefit them, 31 (61%) said neople were very willing or willing;
13 (25%) said neconle were somewhat willing, or willing denending
on circumstances, and 7 (14%) said veonle were unwilling,
Twenty-five chiefs snecified that peonle in their areas would
contribute, or had contributed, money for development projects;
27 similarly specified labor contributions.

Some of the¢ chiefs' comments were noteworthy., One saii,
"Peonle will cooperate, but reluctantly. They neced constant
sunervision. Only women will...be productive on their own."

There were several variants of one chief's observation
that "People don't cooperate because they look to the government
to do all the work.”

Another said, "People won't contribute unless we force or
threaten them...."
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Chiefs were also asked what difficulties or obstacles get
in the way of solving development problems, Fourteen replied
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
failed to meet a promise to meet community members half-way
after they had raised money and/or contributed lahor for a
oroject.

Other responses included lack of money (10), lack of
cooperation locally (9), lack of training, knowledge, or
motivation locally (5), disputes or rivalry hetween chiefs (4),
poor s0il or inadequate rainfall (3), and local committees
moving slowly or being disorganized. HNine chiefs said they saw
no real obstacles to development in their area,

E. 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 are summarized in Table 4.

T.BLE 4
WHAT ARF THF CHIFF'S RESPONSIBILITIES TN SOLVING
DEVELOPMENT PRORBLEMS?

Grouped Answers Number of Frequency of
Citations Responses

Calls meetings, works through council 20 38%
Directs, supervises, gives final

annroval 13 25
Liaises or makes reqguests to

government 9 17
Advises or coordinates development

committees 8 15
Solves nroblems 6 11
Raises money or mobilizes labor ) 11
Identifies problems, sets nlans

and nriorities 5 9
Coordinates extension worker

activities 4 B8
Encourages, motivates his peonle 3 6
Miscellancous f 15%

From the responses, the chief seems to be a somewhat
detached chief executive in most cases. He has final say in
important matters but he doesn't concern himself directly with
committee, or verhans even 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 esnecially true of chiefs who are employed
away from their arecas.

Of course there are excentional chiefs who play an active
role in development by identifying nroblems initially,
motivating oneople, 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
resnwonsibility, or at least no specific responsibilities, for
development matters. One referred such questions to his indvuna.

Chiefs were also arked to specify which other peopnle in
their communities have 1 snonsibility for develonment matters.
Resnonses are summarized in Tabkle 5., Those thought to be most
active and effective are identified in Table 6.

TABLE 5
WHICH COMMUNTTY PEOPLE HAVE RESPONSIBILITY FOR DEALING
WITH DEVELOPMENT PROBLEMS?
Grouned Answers Number of Prequency
Citations of Responses

Libandla (council) members 22 42%
Various committee members 20 38
Tindvuna (chief's denuties) 16 30
Government, or extension workers 13 25

The chief 8 15

Imisumghe (resettlement or general develop-

ment committees) 8 15
No one 5 9
Church leaders 2 4
Miscellaneous 3 6%

TABLFE 6
WHICIH O THE ABOVE ('PABRLE 5) ARV THE MOST ACTIVE OR RFFECTIVE?
Grouned Answers Number of Froequency
Citations of Responses

LLibandla members 15 28%
Imisumphe 4 8
Unspecified committee members 4 8
School committee members 4 9
Informal leaders in community 3 A
Agriculture committee members 3 6
Fxtension worker 3 6
Development committee members 2 4
Tindvuna 2 4
Health committee member 1 2
Coonerative committee member 1 2
Miscellaneous 4 8%

\'vo\
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Ay can be seen, therc were fewer answers about who are most
active or effective neople, indicating that development
activities move slowly in many chiefdoms, Hote that members of
develonment-related committees were cited a total of 19 times,
and that the three "informal leaders" may also have belonged to
such committees.

A few chiefs mentioned that church leaders, teachers, and
headmasters do not ordinarily mlay active roles in develonment.

I'. Need for Training, Skills, and Informations

Chiefs were next asked in a general way what kinds of
asrograms would be helpful in solving local develooment
nroblems. A number of chiefs misunderstood the question or
found it too general to answer. Eight chiefs said gardens were
needed, seven said water or irrigation, seven gave inanpropriate
answers to the question, five said schools, four said RDA
nrograms and resettlement, four said workshoos or training,
three said a local market, and on? said money-raising nrograms,
The rest gave no answer,

nnticinating such answers from the pre-test, chiefs were
then asked the admittedly leading question, "Could leaders in
your area benefit from more information, skills, or training
pertaining to Aevelopment?" Not survrisingly, all chiefs
replied affirmatively, with three abstensions. |lowever, some
chiefs expressed genuine enthusiasm for, and even commitment to,
the idea.

Following this, chiefs were asked who in their areas would
benefit most from training, skills, or information relating to

develonment. Responses are summarized in Table 7.

TABLE 7

YWHO WOULD BENEFIT MOST FROM TRAINING, SKILLS, OR INFORMATIOM?

Grouped Answors Number of Frequency
Citations of Responses

Tindvuna 13 25%
Chiefs 11 21%
Various women 11 21%
LLocal non-official individuals 7 13%
Unsnecified committee memhers 7 13%
Farmers or agriculture committee memkers 6 11%
Committee chairmen 5 9%
Council members 5 9%
[misumhe 5 9%
School committee memhers 4 8%
Miscellancous 6 11%

Twelve chiefs said they couldn't specify now, put they
would--nerhaps in consultation with their councils--when a
specific training or similar program is offered, Some observed
that choice of local participants would denend on the nature of
the training, skills, or information offered. For example,
comnittee members could be trained in matters vertaining to their
own area of concern.



Interviewers were exnected to promnt an opinion from the
chiefs as to the suitibility of women as training particioants,
if women had not alrecady bLeon mentioned., LExperience with other
surveys nad shown that male leaders sometimes forget to mention
women at all, unless nromonted. fFighteen chiefs observed that
Zenzele members or other unspecified women would make good
candidates for training. Onc nnted that women work together
esnecially well. Another chief, in an area with no Zenzele
group, said, "the women are very eager but they have no one to
organize them." Several chiefs mentioned handicrafts or other
income-generating skills as a good focus for women's training,
On: chief mentioned that he had two female tindvuna who were in
charge of women during tribute labor "work parties;" he said
these woul”? benefit from training.

A few chiefs anticioated a question on training focus or
content. One mentioned the need to teach public administration:
one aentioned needs asceasment related to development; another
would like to learn wore aboat leadershin in qgeneral, including
how to motivate avonle., 9ne articulate chief felt that training
could focus on the relationshin between the chief, his tindvuna,
and local extension woriiers., He felt there was a growing qgaon of
understanding between jgovernment workers and local authorities.
This chief also wanted to know 1is rights and responsibilities
when he has to deal with lazy or troublesome extension workers.,
He went on to say he thouqght that a numbher of chiefs don't know
what their resnonsibilities are in develoning their areas.

In this reqard, it should b» pointed out that 42 chiefs, in
various stages of anaswering questions, expressod the idea that
"development activities" are the responsibility of the nationeal
rgovernment. These chiefs might have varying ideas about a
balance of resnonsibility in this area between themselves and the
qovernmnent, but there is a clear feeling of denendence on the
government., It would therclore seem that some sort of training
or orientation for chiefs--in addition to ongoing workshops--is
necessary if the qgovernment wants to nromote more local
self-reliance and deceontralization in develonment.

GC. FExpericnce with Workshops and Sewminars

Chiefs were asked several questions about workshops and
seminars they may have attended,

Thirty-five chicfs (66% of the total number) had attended at
least one workshop since they began in the mid-1960's. Nine of
them specifiezd they had only attended one, althouygh the number
might be sligntiy higher. Pighteen chiefs hald never attended,
some of the latter said they had never been invited, others saicd
they were sick at the tiume(s) of the workshons, others said they
were emcloyed and therefore unable to attend (some of these sent
their tindvuna instead), and two cited old age counled with noor
health as reasons they could not atvend., 0One said he had no
transportation to the workshons,

)
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Workshop sponsors most commonly mentioned by those who had
attended were the Ministry of Agriculture, followed by the
Ministry of Health, The Red Cross and the Family Life
Association were also mentioned.

Twenty-six chiefs said they had learned about a variety of
agriculture topics at the workshon(s) they had attended. Fleven
mentioned health tonics, followed by family olanning (6),
resettlement (2), adult literacy (1), develooment in general (1),
and business/entrepreneurshin (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 poor or weak narts of
the workshop, the great majority said they could remember no had
parts. Only three smecified a tonic they did not like or annrove
of (family vlanning in all cases); one mentioned the
marticination on the organizing staff of a prince he disliked;
one said the vnurpose of one workshop was a bit unclear; and one
said that the time for one workshon was too short.

On the other hand, when asked to mention good varts of
workshopns attended, eight said "everything," followed hy
unsneciltied agricultural topics (5), child spacing or family
planning (5), sanitation or latrine construction (3),
water/irrigation (2), fencing of nlanting fields (2), workshop
accomnodations (2), vegetable gardening (2), resettlement (2),
and onc mentioned each for oral rehydration, health in qeneral,
forming committees, women's poultry farming, child rearing, "how
to learn," self-help, nutrition, cholera nrevention, hygiene,
water 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 are well
received by the chiefs., Fven family planning, thought to be a
volatile tonic amonqg traditional Swazi men, had five supnorters.
In the words of one chief, "Many peonle misunderstood family
nlanning. They think (the government) wants them to oroduce
fewer oeonle...(but) even in the old days there was family
onlanning. It's not a new thing,"

As a further guide to future workshon design, chiefs were
asked if they could think of ways to improve on-going workshops.
Most were unable to say, and others said they were satisfied with
the way workshops are presently organized., A number of chiefs
suggested that workshons be held more often, and a few suqgested
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 renresent the section of government involved in the
workshops.

A few chiefs made useful comments; those of five follow:

There is a need for followup. Libandla and local
committee membaors must get a remort from the (attending)
chief on the workshon. Training should (also) he more
aractical than theoretical,
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We should have lectures followed by demonstrations., 1If
you see a Jemonstration, you become motivated.

We should have workshops to educate neople to reduce or
ston drinking.

Women need special tratning in health,

It would be helpful if they sent workshop nrograms to
the chiefs in advance.

A few chiefs mentioned how often they felt workshops should
be held annually. Three said four times, two said twice, and one
said three times. Three chiefs suqgqgested that workshops should
last one week; another suggested three weeks.

While generally satisficd with farmers training centers and
the Luyengo camnus of the University of Swaziland as venues for
workshons, two chiefs recommended Rural Education Centres and
Swaziland's 40 Tinkhundla centers as venues. The relative
accessability of Tinkhundla centers was mentioned, as well as the
idea that "that is what they were set up for.,"

Transportation to the more distant training venues seemed not
to be a nriority i1s55ue among chiefs who have ever attended a
workshon, One sai:d that "transnortation was at one time nrovided
Hy the governnent but when this became tuo exnpensive chiefs began
vaying for their own busfare, This was no problem.”" Another
comnentoed, "money soont on transoorting chicefs could bettaer be
spent on the workshops themselvos,”

It should be remembered that transportation costs or

difficulties might be a constraint among some of the chiefs who
have never attended a workshon.

H., Other Training Approaches

l.Lastly, chiefs were asked if they could think of ways other
than through workshops or seminars to train local leaders.
Again, chiefs had generally not thought much--or at all--about
this, and most could give no answers unless suggestions were at
some noint made by the interviewer. The idea of educational
visits to successful projects within and outside of Swaziland was
occasionally hrought un spontancously by chiefs, bhut was moro
often raised by the intervicwers, MNevertheles:s, most chiefs
showed gqenuine onthusiasm for the idea, as cvidenced by comnonts
such as "...ocople learn easicor by seeing than by being told; "
"visiting developed arcas would ooen our minds;" "that would b
better than sitting in classrooms;" "visits would be the hest
(anproach); they should he followed by workshop discussions of
what the chiefs saw."
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Although such tours or visits have not been part of "chiefs'
training" in the past, one chief noted, "It's the bhest way...I
say that because it has helpned me a great deal to visit other
areas. (I got ideas like)...how to build a pond for breeding

fish,"

Only one chief had a negative reaction to the idea of
domestic tours, tHe felt the tours might hreed jealousy among
chiefs if they saw areas more developed than their own,

Interviewers also prompted resoonses on a possible role for
radio in training or motivating not only chinfs but other local
peoole involved in fJdevelopment activitices., Chiefs who commented
were (enerally favorable about the develonment (including health)
messades and programs currently aired on Swaziland Rroadcasting
Services, but most felt radio could not substitute for
face-to-face training or educational visits. Chiefs emphasized
the need for practical and experiential, rather than theoretical,
training. 1In the words of one, "You can't ask a radio questions.,"

III. PROPOSAL FOR EXPAMDED LEADERSHIP TRAINING

A. Experience from the Training Side

Five officials currently or formerly involved in chiefs'
training were interviewed in depth about their experience. All
had an optimistic attitude toward the value of training or
influencing the views of traditional leaders. All anneared to
have more than a nerfunctory commitment to nromoting
self-reliance among rural Swazis, as well as to narticinatory
develonment and decontralized nlanning,

The original yoal of the workshons and meetings for chiefs
that began in the mid-1960's was to inform local leaders of
post-independence policies, especially the need for greater
self-reliance., It was hoped that some sort of meetings would
promote better cooneration from chiefs in develonment projects,
or would at least pre-emnt chiefs' ounnosition.

During the late 1960's and early 1970's, community
develonment officers (CNOs) lived in homesteads of chiefs because
government housing was not yet avaitable., Some who underwent the
experience spoke highly of their opoortunities to learn about the
exercise of pownr in rural areas, about local nercentions of
develooment problems including which solutions may have already
been tried, and about constraints to develonment not always
apparent to outsiders, such as rivalries between chiefs. They
felt that beinqg accepted as a trusted member of the community
geeatly enhanced their cffectiveness as CDOs; it was also
personally enriching and satisfying., Chiefs anparently found
advantages to the living arrangement as well, such as enhanced
prestiqe at having a live-in civil servant as part of their
entourage of advisors,
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At least one district commissioner in the early 1970's was
actively involved in chiefs' training or orientation, Tinkhundla
mectings in Hhohho and Lubombo bocame occasions to discuss
develonment nlans such as the introduction of hybrid maize seed,
irrigation for vegetable gardens, and bridges for improved
transoortation, There were ~lso sub-district meetings between
chiefs, the District Commissioncr, and the District Team at the
DC's office.

Workshons at centralized locations and development sessions
at Tinkhundla centers were annarcntly well received by the chiefs
from the beginning. Some chiefs slaughtered a beast to nrovide
food for the meeting varticinants., Some chiefs still contribute
~ash toward the cost of food during workshoos.

There has baecen discussion ovar the years of the relative
merits of workshop or mecting venues, and of the inclusion of
non-chiefs in training activities. The latter issue is somewhat
academics: chiefs often bring advisors with them to workshons, or
send tindvuna instead of attending themselves, so that some
nrosence of non-chieis seems unavoidahle., Deyond this
consideration, it has been recognized that local comnittee
chairmen and other non-officeholding Jlocal leaders could benefit
from training, Senarate workshoos have been developed for cihiefs
and tindvuna on tho one hand, and other conmunity leaders such as
committee chairmen on the other. Fo: the former, the focus was
on familiarizing leaders with the nrograms and npossibilities of
development. VFor the latter, the focus was on forming and
administering dJdevelonment-related committecs.

Regarding training venue, centralized facilities with
overnight accommodations, such as farmers training centers (FTCs)
nave been used more often than Tinkhundla centers. Although
Tinkhundla usually lack facilities, they have certain advantagyes
which were pointed out by some CDOs:

(1) Proximity. Chiefs can usually reach their local
Inkhundla without much difficulty.

(2) Focus. Probleins and nrojects can be discussed and
nlanned on a reqgicnal basis, making the exercise more concrete
and goal-oriented. Chiefs bhecome more motivated to act.

(3) Familiarity. Tinkhundla are familiar and accentable, as
is meeting outside, under a tree--which often happens when the
Inkhundla has no building. Some of the more traditional chicfs
may feel ill at ease in a modern building with electric lights,
flush toilets and other unfamiliar things. One CD officer
observed that bringing chiefs to a "modern" venuec may "“convey a
message to some that they are backward, that they should become
more urban and ‘'civilized.'" A modern, somewhat fancy olace may
create o denendency on the government, and a feeling of
inferiority or Jdeprivation amonq chiets,

(4) Better attendance, by avoiding major transportation
difficulties.
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(5) Fconomy of size. Smaller-scale training sessions can be
more officient and can provide more time for discussion and

interaction.

On the nositive side of FTCs and similar venues, it can be
stimulating and enriching fcr chiefs to be exposed to chiefs from
other areas. They may learn about what can be achieved through
develooment by talking to other chiefs. Furthermore, many chiefs
like the relative comfort and good food nrovided at FTCs. Movies
and other forms of entertainment are sometimes nrovided at
night, Chiefs have a good opportunity to "be themselves" (not
have to act chiefly) and fraternize with a groun of neers in a
convivial atmosphere.

loreover, disputes or rivalries between chiefs mmay bie less of
a problem in a larger training group. Small, goal-oriented
develonment planning between chiefs at Tinkhundla centers can be
effective, but they may not work at all if there are boundary or
other disputes hetween chiefs in the area.

2D officers have sometimes had to talk at some length with
chicfs outside of nublic meetings in order to overcome resistance
to o develooment project, or even to attending a meeting on
develonment.

The topics covered by workshons and similar meetings over the
nast 16 or more years have covered a broad ranqge of agricultural,
health, and other develonment-related tonics., Since the early
years, but especially nowadays, various units of government as
well as a few private organizations have collaborated in training
traditional leaders. This has the advantaae of sharing workshon
costs, promoting interministerial cooperation, and insuring wide
coverage of devcloniment tonics. Some question has been raised
about an apprecach that scems to cover too many tonics too
briefly, but most trainers felt that the functions of workshons
for chiefs and tindvuna should bhe to acquaint leaders with
develonment topics and annroaches and to influence their
attitudes, thus the multi-tonic anproach is suitable.

After an enthusiastic formative period of several years
during which a number of new anproaches were tried, momentum
declined somewhat by the mid-1970's due to an apnarent weakening
of official and budgetary support. The Nritish government
nrovided a vehicle and other forms of supnort to the leadership
training nrogram of the Community Develonment Section, MOAC, in
the late 1970's. Funds were apparently not managed well and
sunoort ended,

In 1983, CDh organized five centralized-location workshons for
chiefs or their representatives, Other GOS units, such a2s Health
mducation, as well as NGO's such as the Family life Association,
narticinated in training as well,
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B. Pregram Implications

There is evidence from the Traditional Leaders Survey of
attitude and even behavior change resulting from the
training/orientation nroqgram for chiefs and other leaders, even
vhen only one or two training sessions were attended. This would
seem to justify expansion of the pnrogram. There is also a clear
mandatce from the chiefs surveyed to expand the program. The
survey, along with interviews with officials who have been
involved in training, provide qguidelines for the organization and
content of the nrogram. These guidelines have been translated
into a set of recommendations, nresented here.

1. "Tyve of Progran and Venue

Local leadershins training should consist of (a) workshops at
Farmers Training Centers or other relatively central venues, for
30-45 participants; (b) training sessions for fewer participants
at local Inkhundla centers; and (c) educational tours for chiefs
to see successful orojects or practical demonstrations or
examples related to some asnect of develooment. The last may be
in-country or, less (reaquently, in a neighboring country.

Workshops should last a week on the averaqge, and care should
be taken to schedule them at times that do not overlap with
chiefs' or tindvunas' ceremonial or agricultural duties.

Inkhundla training sessions should normally last a single
day, since overnight accommodations are seldom if ever
available, However these can be held more frequently than
workshoos since they are easier to organize, less exnensive, and
require fewer training inputs, Training sessions can be
inttiated at all 40 Tinkhundla centers throughout Swaziland;
however nriority for reneat sessions can be given to areas whoero
interest and enthusiasm are evidenced., Attendance should be a
nartial mecasure of this, Prioritization is recommended bhecause
chiefs in some areas have shown little interest either in
coonerating with neighbhoring chiefs or in development matters.

Fducational tours are intended primarily for chiefs and
secondarily for tindvuna (see bhelow concerning women). The
nurpose will be to expand the horizons, motivate, and convince
traditional leaders of the value of certain approaches and
nrograms. Fxamples of demonstration projects are tomen in
NDevelopment, latrine construction, dairy farming, and irrigation
farming. Tours should last an averaqge of 5-7 days.

A few chiefs will be selected once a year for tours (normally
by rented bus) of illustrative orojects in neiqghboring
countries. Selection should take into consideration a chief's
enthusiasm and motivation.

For cither tyve of tour, chiefs or tindvuna can bhe nicked un
at a FIC or other central training venue, and from there be busoed
to one or more demonstration nroject sites., At least one full
day should be reserved for debriefing at the training site,
following an educational tour.
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2. Participants

Four categories of participants arc recommended for various
types of development training or orientation: chiefs and
tindvuna, council (libhandla) members, local committee chairmen or
other selected committee members, and Zenzele or other women's
assocication members. Training asproach and content should he
tailored to the warticular 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 develonment and to motivate them., Formative
evaluations and expressions of interest on the part of chiefs can
determine the aopronriatecness of training in administration and

management.

Tindvuna are also executives in their own communities and
thus could benefit from the awareness and motivational nroqgrams
for chiefs. In any casc, tindvuna may accompany, ot be sont to
represent, chiefs in whatever nrogram may be intended for the
latter.

ns executives with greater direct, "hands-on"
responsibilities than chiefs, tindvuna would benefit especially
from training in administration and management. More active
council (libandla) members would also benefit from such training,
with soecial emphasis on how traditional councils can coordinate
community-wide activities related to develonment, raise money
within the community, borrow money and keen it in a bank,
mobilize labor, motivate neonle, and the like.

It should he rememberced that there are more than 400 senior
tindvuna and a far greater number of lesser tinvuna and council
members in Swaziland., The more active, pivotol, and motivated
ones should be selected for training by their chiefs or hy
council nomination.

There is also a relatively large pool of potential trainees
among comnittee membeors and chairmen, and their training nceds
woul:l overlap to some extent with those of council members. Thoy
would further benefit from training in how to organize and
maintain a committee. And, of course, specialized topics such as
disecase prevention, vegetable growing, resettlement, or
handicraft marketing would be of special interest to members of
the committees concerned with such topics.

Again, committee members can he nominated for training by
their chiefs and councils.

—
S
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Finally, women's association members noed more of the sort ol
training they have received from Domestic Science Demonstrators
(DSD's) from the Home Economics Section of the Ministry of
Agriculture and Cooperatives. bBut the existing program needs to
he expanded and strenqgthened., "ased on discussions with the
Senior ilome Fconomics Officer, as well as on findings from the
chiefs' survey, the following recommendations are nresented.

There should he [ive tynes of training activities for women:

(1) community-bhasced training covering most of the subject
areas of home ecconomics and leading to the formation of a local
Zenzele dgroun;

(2) Ffollowun or on-noing trainina, encouragement, and
nroblem=-solving for ezisting womens' qrouns which have no dirnct
contact with o DSN.  One=day training seminars of this sort
should take »lace at Inkhunidla centers;

(3) educational tours for selected narticinants to the wWomen
in Develonment Project at ttfontjeni and the three sateilite WID
acrojects in various »narts of Swaziland., 4ID officers can assist
in such traininr, as can trainers from other units of MOAC as
well an other wminlstries;

(4) educational tours, both domestic and foreign, to view
successful nrojucts--as with chicfs, above;

(5) the inclusion of womnen narticioants in development
training for local commnitteo members at FIPC's. Since women's
associations oftoen onerate in relative isolation from
male-dominated iocal committees, such joint training would heln

develon bhetier cooneration between the various develonment grouns,

0f the five recomuended training annroaches, only the first
is currently in oncration, with occasional training for Zenzele
members being available at Jonen in Develosment Projoct centors,

Current training content covers a broad range of tooics,
viz., nutrition, <ardening, child-rearing, income-generation,
disease nrevention, homestead sanitaticn, ooultry and fish
nroduction, lcadershin training and "community narticination,”
hudgeting and consumer edoacation, how to mobilize money and
labor, marketing of oroduce and handicrafts, and how to enroll in
literacy nrodrams.

Several additional training tonics of intorest and relevance
to women (and uwen) are taught only at WID=!tfontjeni, viz.
shoemaking, candlemaking, soapmaking, beekeening, vegetable
canning and -ehydration, and annronriate technolodgy. FExnansion
nf women's training will reauire a qgreater amount of training at
dInD=-Ntfontjeni and further training of trainers within the hore
Fconomics Section of MOAC.
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Radio and other mass media should be used to encourage and
motivate women to carry out health and other develonment
activities. Posters, leaflets, booklets, audio-cassettes, and
filmstrips should be specially develoned to sumnport radio and
face-to-face training efforts. Technical support in this area,
nerhans from the Peace Corps, will be needed.

One DSD who was trained in an AID-sponsored workshor in
development communications in October, 1982, has heen
broadcasting two weekly radio nrograms desiqgned 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, Amount of Training

The following annual schedule of training is recommended on a
pilot bhasis:

(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 chiefs to a neiqghboring country.

(2) MOAC ilome FRconomics Section

~-25 one-day training sessions at local Inkhundla centers;
-10 educational tours to WID or other nrojcct centers.
This may be coordinated with Community Development
Section.
-1 educational tour for home oconomists and selected
zenzele lendors to a neighboring country.

L



ANNEX H

SOCIAL SOUNDNESS ANALYSIS

A manpower development project does not generally entail the
"sociocultural 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.-Swaziland 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 act as
social change agents in those areas. Traditional leaders and
indigenous organizations in the rural areas play a significant
roie in opinion formation and social chanqge.

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 guality of educational attainment and
training are expected to imprcve 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 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 organizations. Swaziland is nearly unique
among nations in the survival of its traditional, monarchal
sociopolitical system during 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 expansion of the unique Inkhundla
institution (see below) created by King Sobhuza 11 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 point; 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 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.
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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, develcpment training and orientation for
traditional leaders. 1In 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.

Community 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 smallest significant unit
of this sort may be called sifundza. We will refer to it as
local community, or simply community, although Hughes and others
have used the term ward.(l] 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
rnamed, 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
guite 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 standard 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 "average” community as
consisting roughly of 65 homesteads with 10 de jure inhabitants
per homestead. There may be an average of 4 communities in each

l. 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 Developmrent," Institute for Social
Research, University of Natal, 1972,

2. 1bid, p. 102,
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of the 219 chieftaincies in Swaziland [3]. Such estimates are
consistent with impressions gained during fieldwork, 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
runners (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 areas 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 autnhority with the advice and consent of their
respective councils. The term great council (libandla lenkhulu)
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
chiefs 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. Councils 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; op. 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. 1In 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 important 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 council 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 1n relation to the monarchy. 1In
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 conguests. 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 lusendvo or liqogo 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 lisokancanti and he may serve as a critic of, as well as an
advisor to, the chief. The lisokancanti 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 Tndvuna 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; chiefsY tindvuna are referred to as
deputies in this report in order to avoid ambiguity. Deputies
Ao 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 for the chief such as
collecting fines, enforcing the law, and relaying personal
messages.

Non-formal, traditional local leadership may include
traditional healers and imisumphe. Traditlonal healers arc
themselves hierarchically arranged in some areas. They are
influential in health and spiritual matters, and sometimes in
political matters. The imisumge of an area are also
influential; they are the "native son" elders with deep
geneological 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/Zenzele (10), farming (8), dip
tank (7), health or clinic (6), market (6), communal gardening
(3), RDA or resettlement (3), water (3), shed (3), Rural Health
Motivator (2), roads (2), telephone (1), electricity (1), and
Red Cross (l1).[5] A separate study of 8 rural communities

5. Green, E. "Community Mobilization for Health and Development
in Swaziland," Health Educetion 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 from development training.

Lastly, it can be noted that Swazi polity and society
exhibits a curious blend of authoritarianism and
egalitarianism., A chief may be delegated supreme executive
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. Perhaps
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 sald 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. 1In 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 elections,
but originating presumably in the Ligogo(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 play a 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 of 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. 1In 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 recgional 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 elected officials; there are two from
each Inkhundla, approximately 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 to 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 advise the regional councils,
but it seems as if "civil 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 traditicnal leaders
that will be supported by the project. This s especially true
because chiefs will have increased power and responsibility in

identifying development priorities and for guiding and
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

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 2t least a 16 year history of, development training for
traditicnal 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 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 development., 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 hecomes more
effective in stiwulating 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, training program it has
been conducting for 16 years. And a GOS 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 British Ministry of Overseas
Development briefly supported development training for Swazi
chiefs in the late 1970's, apparently without raising
nationalist sensitivities.

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
service position for a Community Leadership Specialist 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. ’



The experience of home economists, as well as recent
community-based research, has shown that women are generally
eagcr 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 workers, 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 record of participation, and in the greater
effectiveness 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.



FINANCIAL AND RECURRENT
BUDGET ANALYSIS

The first section of this analysis looks at the
macroeconomic financial situation of the Government of Swaziland
(GOS). This section discusses tha growing financial probleas of
the GOS and its possible inability to meet projected expanditure
needs without large increaseus in debt. While the debt situation
is better than most other countries, a potentially difficult
situation could soon develop unless there is either isproved
control over spending or additional taxes. Donor-assisted
development projects which make substantial recurrent or capital
demands will exacerbate the situation. 0608 funding of such new
projects and programs may be at the sxpsnse of on—going programs.

The second section analyzes the BO5” capital and recurrent
budgets over the past few years by functional classification.
There has besn little correlation betwsen the amounts which were
planned for capital spending in the Third Five Year Plan and the
amounts included in the yearly budget allocations. There is
similarly little relationship between budgeted spending and
actual spending. The capital budgat has usually been underspent
and the recurrent budget overspent. Not only is there a larqge
variation between functional items, but also there is wide year-
to-year variation.

Education and training are the dominant users of recurrent
budget monies, consistently mpending 25% of the recurrent budget.
In each of the last three yerars there has been a 157 overspanding
of the recurrent budget.The proportion of the budget going to
each functional grouping has also been reasonably constant since
1978/79 with only spending on servicing the public debt
increasing substantially. A World Bank study showed that in 1978
Swaziland spent a higher proportion of its recurrent budget on
education than all but three sub—-Saharan African countries. Tha
improvements in the adult literacy rate and the near achievement
of universal primary education reflect the accomplishments of the
government; the declining pass rate on the Junior Certificate and
Cambridge "0" level exams, howsver, reflects the growing problem
of the quality of education. That it takes 12.6 ymars to
complete 7 years of primary school reflects the higher than
necesrsary costs of the primary school systea.
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There is a decreasing emsphesis in the caopital budget on
spending for industry and mining (such am financial support for
foreign firms interested in locating in Swaziland). Transport
and communications receives the largest proportion of the capital
budget, and, of the major users of capital funds, it has had the
fastest growth and is the only one whose growth has besn greater
than inflation. Capital spending con education and training has
varied from year to year and was particularly high in 1980/81 and
1981/82. For nearly all functional categories, implesentation
difficulties have msant that the amount actually spent was both
less than the amount proposed in the Third Plan and less than the
amount in the annual budget. On average, only 47% of the capital
budget has actually been spent. The capital spending on education
has led to a situation where the country posses a good
infrastructure for education and training.

The overall conclusion ot this analysir is that the
Government and people of Swaziland have shown by their actions
that they value sducation very highly. This project does msake
substantial financial demands on Governmant revenue, sainly in
the form of salaries, air—fares for participants going overceas
for training, plus per diem and transportation for in-country
training.

Pagt experience, however, has demonstrated that the GOS is
willing to meet its obligationse for overseas training, although,
it has had difficulties in the past with meeting its obligations
for other project spending. The lack of adeyuate budgetary
processes and planning makes it difficult to rely on agresasnts
on promised spending being translated into future budgets without
frequent donor intervention. The project manager will probably
have to remind the government of its financial commitments.
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Swaziland is going through a difficult economic pariod.
4t present the effects of the world recession are still being
felt and all the major exporting industries are having problemss
selling their output because of reduced demand world-wide and in
South Africa. Damage to road and bridge infrastructure caused by
a cyclone which struck the country in late January 1984 will make
large demands on the government capital budget and force large-
scale rearrangements of spending.

The Swazi government’s fiscal year begins April 1. Table 1
presents information on actual revenue and expenditures for the
period beginning with the Third Plan (1978/79) and including the
proposed 1984/835 budget.

TABLE 1
REVENUE AND EXPENDITURES FOR GOVERNMENT OF SWAZILAND
1978/79 - 1983/84
in millions of emalangeni

itea 1978/9 1979/60 1980/1 1981/2 1982/3 §963/4 1994/5 growth rate
revised budgst  1978/9 to
REVENUE budget 1994/5
Cospany taz 127 1.8 157 18.0 184 2.0 2.7 0.6t
Tax on Individwals 108 122 170 2.4 202 U6 83 3.8
Castoss Unioms 4.0 .2 @8 627 M1.6 1207 1.4 14.01
Segar Levy 63 1.9 134 123 14 0.0 0.0
Sales Tax 10.0
ather M7 WD N9 16T 9.0 N7 2.4 641
total revemse 9.6 12.2 153.9 129.8 176.7 190.0 207.8 1141
yraats 57 1.2 94 44 54 S0 64 32
TOTAL REVEMUE + GRANTS 104.3 133.4 166.3 134.2 182.1 195.1 214.2  i0.81
SPENDING
Racurremt sponding 9.2 653 845 109.1 1740 1355 144.9 16,21
(of which persomeel)  (32.8) (34.9) (45.9) (59.2) {66.6) (A.6) (85.2)  (17.01)
Capital Spending .8 5.9 5.7 T4 724 728 118 -0.31
TOTAL SPENDING 4.0 1312 142.2 182.2 196.4 208.1 2167 8.81

BALANCE (megative for -39.7 2.2 24.1 -48.0 -14.3 -13.0 -2.5
dalicit)

NOTE: ALl growth rates are log-linesr growth rates wsing all data paiats.
SOURCE: Bovernmant of Swazilend, Fourth Five Year Plen, 1984 (nct yet published),

Swaziland’s budgetary position has remained fairly stable
during the past few years. Revenus has been greater than
recurrent spending in every year since 1977/78. Thus, the
government has been ablew to make some® local contribution to the
capital budget. In both 1979/80 and 1980/81 cutsida assistance
resulted in overall budgetary surpluses. External borrowing by
the Government has exceeded financing requiresents in several
vears, and the Government has bzan able to remain a net creditor
with respect to the domestic banks.

In 1978/79 and 1981/82 the Government experienced sizeable
overall budget deficits egqual to 147, and 87 of GDP. The 1978/79
deficit was because of large investsents in infrastructure and L%
h

\,
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industry (southern rail link, third sugar mill, Mnjoli Dam and
Lozitha State House)s the 1981/82 deficit was essentially caused
by a sharp decline in revenues (related to the customs union) and
a significant increase in expenditures asmociated with the former
King”’s Diamond Jubilwe. The 1978/79 deficit was financed by
increased external borrowing while the 1981/82 deficit
necessitated a substantial draw—-down of the Governsent’s bank
deposits.

During the period from 1978/79 to 1983/84 revenues have
grown by slightly less than the inflation rate. (Prices increased
on average by 13.4% per year. Thus, there has besen a slight
nugative real growth in revenue, a2 large reduction in real
capital spending and & real increase in recurrent spending
(especially spending on personnel.) The negative growth in
capital spending is partly because of implementation difficulties
and the completion of large capital projects in 1978/79. The IMF
noted in 1980:

"The accelerated ,hace of public invostment spending,
particularly in 1978/79, brought to the surface a number
of weaknesses in budget formulation, execution, .nd
control, due largely to a shortage of trained sanpower.
Fiscal discipline was also being threatened by tha growth
of expenditure commitments not subject to budgetary
scrutiny, especially those ariming from the provision of
government guarantees to enterprises outside the effective
control of the Government.”

year ending 31 March 1981 noted continued "orvissions, misposting
and failure to make proper bank reconciliation, balancing of cash
books and general check up of liabilities, assets, depomits and
capital accounts.” The report provides examples of overbillings,
@xcessive cost overruns, fraud and questionable expenditures. In
the 1984/85 Budget Speech the Minister of Finznce said "1 aas
determined that during my tenure of office, a proper and
efficient system of financial management and control will be re—
established...Any principal cecretary failing to observe the
correct procedurses for control of funds...will be considered for
surcharge under the Financial Act.” [The Financial Act permits
the Minister of Finance to charge the Principal Secretary for
overspending.l

The situation has been exacerbated by fluctuating Customs
Union receipts. The year—to-year growth rate since 1978/9 has
been +37.27%, +17.0%, -27.8%, +87.6%, +2.74 and 8.0%. The level of
Customs Union receipts is known in advance but the GOS has bheen
unable to adjust spending or other taxes to accomodate changing
raceipts. In the past the Government has had ample funds in
reserve to handle the fluctuating receipts.

Personnel expenditures have taken just over half the total
recurrent spending since 1978/79. The increase in the debt
outstanding is reflected in public debt service payments which
amounted to 2.17% of the 1978/9 recurrent budget and grew to 10.7%
of the revised estimate of 1984/35 recurrent spending.

In the lamt three years only receipts from the Customs
Union have increased. Collections from all other major taxes have
dropped or been stagnant. Had it not been for thm large
increases in Customs Union receipts, the deficits would have bean
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unmanageable. The GOS8 drew down on its bank depomits to fund
recant deficits. The government had a net creditor position with
the economy of E44.4 aillion in March 1978. This rose to E&35.7
million in March 31580 but hams sinco fallen to E14.6 aillion in

Decesber 1983.
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The government no longer has the cash ressrves to fund
deficit, and must increasingly bhorrow to meet its capital
requirements. Total external public and publicly guarantesd debt
stood at E99.4 million at the end of March 1979. By the end of
the Third Plan in March 1983 it had risen to Ei187.5 million.
Much of the increase in the deb: was caused by borrowings for the
third sugar mill, southern rail link and other large capital
projects. The debt is increasingly owed to international
organizations at higher interest rates and with shorter grace
periods than bilateral loans which usually have concessional
elemants.

Only E16.6 million of the currently outstanding debt was
borrowed at commercial rates from commercial banks. The balance
is owed to international organizations (mainly the World Bank and
African Development Bank/Fund) or to foreign governments (mainly
the UK and West Germany). Twenty-nine percent of the debt is owad
by public enterprises and as such will only involve a burden on
the government if those enterprises are unable to meet their
comai teents.

b
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The ovarall debt situation in the country is very good,
especially when compared to other countries. The trend
indicates, howevor, that possible difficulties are developing.
While the current ratio of debt service payments to exports is
still very low, just over 6.5/, it was only 2.2% at the beginning
of the Third Plan. In 1980, the debt service ratio for all sub-
Saharan countries averaged 28.3%, and for all middle income
countries it averaged 20.7%. Similarly debt servicing took 2.1%
of total government recurrent spsnding at the beginnirig of the
plan period, but 10.7% uf total estimated recurrent spending in
the 1984/85 budget. Debt is now 29.38. of GDP, compared to 15.6%
at the beginning of the plan period. In 1981 countries with a per
capital income comparable to Swaziland’s had an external debt
that was 36.37 of GNP.

=~ZMOZDrDIM TO NZOTT"=I Z=-
X
X

B.FUTURE PROJECTIONS
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For the Fourth Development Plan (1984-1989), the
governmeant has projected receipts and expenditures as®
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TABLE 2
REVENUE AND EXPENDITURE FORECASTS FOR GOVERNMENT OF SWAZILAND
1985/86 — 1989/50%
in millions of current emal angeni

198576 1984/7 1987/8 1988/9 1989/90

REVENUE
Individual and Company Tax - 55.3 59.2 64.5 69.9 76.0
Customs Union 134.7 151.6 170.0 182.9 204.8
Sales Tax 11.1 11.9 13.2 14.4 15.9
Other 43.4 46.6 51.6 S6.6 62.5
TOTAL REVENUE 224.4 269.3 299.2 323.8 399.2
SPENDING
Recurrent spending 157.8 172.1 187.95 204.8 222.5
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

* Estimated by the GOS/USAID Econometric Forecasting Model.

Originally the model was run without constraining the
magni tude of the deficits. However, that showed that the
daeficitse would be growing to over E100 million by 1989/90. The
Government felt that this was too large and instead a decision
was made that the annual deficits could not be greater than
E10 million in 1983 emalangeni. Capital spending was restrained
to force the deficit down.

Inflation is expected to average around 9.8/ per year.
Real economic growth is estimated to be no more than 2.3% per
vear during the Fourth Plan period. This isplies that real per
capita income will fall by 1.1% per year. Sugar prices are not
expected to rise above the threshold price where the levy begins
to collect revenue. Easing the situation somewhat is the proposed
sales tax. The Government estimates that this tax will collect
E1C million in its first full year of operation, however, since
the scope of the tax has not yet been determined, and the people
who will have to administer it have not been trained, it is
unlikely that it will be operational by April 1, 1984.

However, there are still large deficits projected during the
coming plan period. Lacking cash reserve funds, the governmant
will have to engage in extensive deficit finmancing. Total
estimated external public and publicly guaranteed debt stood at
E187.5 million at the end of March 1983. If the above deficits
are financed through borrowing, then the debt will increase by a
third during the 4th plan period. Unless concessional grants and
snft loans are procured, the commercial financing of this debt
will further increase the anticipated deficits. At pressent the
estimated cost of servicing the debt (107 interest, three years
grace period with automatic rollover of debt) is projected to
amount to 11.6% of total recurvrent spending by 198%9/90. I¥ the
terms of borrowing are harder, then non-debt servicing spending
will have to be further restricted.

The proposed levels of spending and the resultant increase

in debt are justified if there are projects which are
economically viable and which yield long term benefits to the /q)
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nation. However, most of the additional spending is on debt
service payments and recurrent personnel costs. Much of the
increase in debt in the last few years has taken place to pay
operating costs of the Government. Additional increases in debt
for non-long term capital projects could lead to debt-servicing
praoblems. The Government’s internal analysis of the financial
implications and economic viability of capital spending is weak.
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
budget.

While the budgetary difficulties of the Government of
Swaziland are considerable and projected to get worse in the
coming years, they are not of the magnitude of many other
countries. The current low level of public and publicly
guaranteed debt gives the Government some time to control
spending or to impose new taxes. Improved fiscal control and
reduced deficits are necessary if the Government is to avoid
increasingly difficult dilemmas in the future. The new Minister
of Finance has emphasized the need to eliminate recurrent budget
overspending, improve accountability, and ensure that the
Government’s money is spent more intelligently than in the past.
Unless these succeed, the GO0S will only be able to meet new
recurrent spending by cutting existing recurrent spending;
capital spending will have to be drastically curtailed. Funding
difficulties have already forced the GOS to meet only ongoing
capital commitments, with very few new starts in both 1983/84 and
1984/85. MWithout additional revenues, and/or improved management
of existing spending, the partial fraeeze on hiring additional
staff and on initiating new capital projects will probably have
to continue for the rest of the decade.

FAaRT I I

Taking the projections for capital spending contained in
the Third Five Year Plan and inflating them to reflect inflation
allows a comparison of the spending which was projected by the
FPlan, with budgeted and actual spending. Table 3 provides
details on the actual capital spending made by the G0S since the
beginning of the Third Plan in 1978/79.
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TABLE 3
GOS CAPITAL BUDGET
in millions of current emalangeni

1978779 1979/80 1990/81 1981/82 1982/83 1983/84 1984/65

estisated budget

GENERAL SERVICES
general

adainistration 10.7 2.2 2.0 4.0 4.7 4.4 3.9
lan and order 1.9 1.4 1.5 2.2 3.4 2.3 5.8
SOCIAL SERVICES
education and

training 6.4 6.1 9.8 14.6 1.2 1.5 12,0
health i.1 .8 1.3 1.0 1.8 1.4 8.2
housing 1.2 .2 1.2 i.8 1.7 .3 3
other cossunity

services 2.1 2.0 3.4 8.2 4.4 1.3 2.8
ECONMMIC SERVICES
agriculture 17.4 14.7 10.1 i1t.6 i4.1 7.5 4.0
industry and

aining 3.2 2.1 2.4 1.9 .2 1.b .0
water aad

SPweT age .4 1.3 1.7 i.8 1.3 3.1 2.1
transport and

cossunication 8.3 i2.8 1.5 6.4 19.0 28.8 3.9
ather ecomomic

sarvices .8 oA .0 .3 .0 .0 .l
T0TAL 53.4 4.7 45.3 41.8 57.7  99.4 63.3

SOURCE: &0S Ministry of Finance, 1984

While the dominant user of capital funds was projected to
be industry and mining, the budget did not reflect this priority.
Capital spending on transport and communication has been on
additional roads, improvements at the airport, and additional
telecommunications equipment. Education has become the second
largest user of capital funds. This is partly because of the
need to spend the balance in the World Bank’s Third Education
Loan. This will increase GOS supporting expenditures.
Agriculture, which had been the second largest user of capital
funds (purchasing equipment for the RDAs), is scheduled to be a
minor user of capital funds this year.
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GOS CAPITAL BUDGET EXFPENDITURES (FERCENT)
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Table 4 shows how planned and budgeted allocations compare
with actual spending.

TABLE 4

ACTUAL. CAPITAL SPENDING AS A RATIO OF PLANNED CAPITAL SPENDING
AND

ACTUAL CAFITAL SPENDING AS A RATIO OF BUDGETED CAPITAL SPENDING

actual divided by planned spending! actual divided by budgeted spending

78/9 79/80 80/ 8172 8273 % 78/9 79/80 80/1 81/2 B2/3 83/4
GEMERAL SERVICES :
general adeinistration .50 A9 .M 58 630 72 .68 .M ) S 0 BN :
law and order .39 2600230 31T A3 42 U LM S0 52 49
SOCIAL SERVICES :
education and traiming .55 B TR T B | I [ Y | Y N | 94 .85 .84
health .33 380 .59 500 L7500 5 .8 .U 36 54 14
housiay .15 L0618 320 270 oo L1 39 NYEE N I
other cossunity services .52 98 .88 1,55 113 .88 .41 .88 JJ% .9 2w
€COMONIL SERVICES :
agriculture .70 .52 .83 .76 780 .19 .58 .83 J5 .93 L6
industry and sining A2 090 0y 8 L0000 18 13 .07 .18 .04 .79
nater and sewer age .18 VY £ Y ¢ D L I T T - T S ¥/ 40 47 1.00
tramsport and comss. .22 JJR B4 83 b6 26 .63 L3 L6 49 104
other rronomic serv. .80 A7 WA 1,00 N/A S .89 /A WA £.00  N/A N/A
TOTAL .80 A7 46 600 520 500 .44 37 b1 .64 .88

Overall, of the ES464 million that was planned for capital
spending during the Third Flan (78/9-82/3), only E£522 million was
actuaily budgeted. E263 million (477 of the planned spending) was
actually spent. Since spending was always s0 much less than the
amount budqeted the Government in the 1983/84 budget reduced the
capital budget to make it more closely approximately praobable
spending. Thus in 1983/84 887 of budgeted spending was actually
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spent whereas in the earlier years never more than 2/3 of the
capital budget was actually spent. Further, the spending by all
the major functional categories of the budget more closely
approximated the budget than was true previously. However, as the
table shows, the performance by fuiactional group was still
uneven. This inability to meet planned spending was discussed
briefly earlier. The table shows there is very little
correlation between planned, budgeted and 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 the annual budgetary process, and the annual
budget’s priorities are not reflected in the actual spending
which takes place.

During the Third Plan, of the E12 million planned for
capital spending in health, E17 million was budgeted for
expenditure. However, only ES5.4 million was actually spent. In
transport and communications E117.2 million was planned, E153.1
was budgeted, but only E103 million was spent. Eighty—-eight
percent of the planned transport and communications expenditures
were actually made. In agriculture 9467 of the 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
expenditures, but only implemented 54%L.

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 not contained in the Plan and the
government decided that it ought to be implemented rather than
those projects already approved. In short, the Plan was not a
qgquide to action. However, neither does the annual budyet give
much quidance as to which projects will be implementad during the
year. The last year for which there is an accapted audited report
is 1979/80. Whil® nothing appeared in the original budget for
contributions to the Royal Swazi National Airline, the shipping
company or the Lavumisa rail link, a total of E17.4 miilion was
actually spent. A large number of other projects had their
spending either delayed or reduced to accomodate these unplanned
costs.

The situation with the recurrent budget is no bketier.

Table S gives the breakdown on expenditures using the IMF
classification scheme.
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FUNCTIONAL CLASSIFICATION OF GOVERNMENT RECURRENT
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Consistently the largest user of recurrent funds is
education with the general administration of the Government a
distant second. The prdportion of the total recurrent budget
being spent on each functioral gréuping has been very constant
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from year to year. Agriculture consistently has been spending 9%
of the recurrent budgets; education has varied between 237 and
26%. The only entry which has increased its proportion
tremendously is the servicing of the debt: it spent 1% of the
budget in 1976/77, but is estimated to take 7% of the recurrent
budget in 1984/85. While defense has increased its spending from
5% to 8% between 1976/77 and the present, this hides a drop since
1979/80 when defense spent 137 of the recurrent budget.

Actual spending as a percentage of budgeted amounts is
presented in Table 6.

TABLE &
GOVERNMENT OF SWAZILAND
RECURRENT BUDGET
ACTUAL SPENDING AS PERCENT OF AMOUNT BUDGETED

7677 77/8 78/9 79/80 80/1 81/2 82/3

GENERAL SERVICES -—18% 29% -25% O% 47 277% 7%
General Admin. -—-28% 457 ~43% -3% &7 /407 2%
Pub. Ord/Safety 11% 67 16% 4% 1% 9% 147
DEFENCE 33% 131% &60% 614 35% 7% 8%
SOCIAL SERVICES 39% 23% 287% 4% 19% 157% 19%
Education S1% 327 347 2% 15% 19% 22%
Health 27% 11% -1% 7% 2% -Y4 18%
other 17% 7% 497 38% 80% 27% 6%
ECONOMIC SERVICES ety 3 12% -18% -13% -9 -3% 32%
Agriculture 16% -5% 2% —1% 1% 3% 11%
Industry/Mining 33%4Z___ _78%4____257 32% 79% 87 21%
Water /Sewer H i -89 -81% -20% -17%
Roads 1 98% 187% -40%1{ -3% -11% -9% 72%
Other e i —30% -2% —-29% 447,
PUBLIC DEBT 697 -887% 176% -11% -37% 32% ~-S%
TOTAL 127 17% 47 3% &% 15% 15%

Education has consistently overspent its budqget, and since
1979/80 it is increasingly overspending each year. Since
education is the largest single functional classification, a 20%Z
overspending in 1983/84 translates to E5.46 million. In other
words, 4.1% of the total GOS recurrent budget spending in 1983/84
was budget overruns in sducation. Proportiocnally a worse
offender is defense which overspent its budget by 131% in
1977/78, and by 60% in each of the two subsequent years. General
administration which overspent by 45% in 1977/78, underspent the
following year and has bzen close to budgeted totals since then.

A study by the World Bank on recurrent spending in low
income countries estimated that Swaziland was spending 1.97% of
its GDP on agriculture while the mean for the 27 countries
surveyed was 0.9%Z. Similarly with education Swaziland was
spending 3.8% while this group of countries spent 2.7%.

Africa showed that in 1978 Swaziland spent 21.4% of its recurrent
budget for education, while the median middle-income o0il-
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importing African country spent 17.87. More accurate data than
was available to the World Bank shows Swaziland spent 257 of its
recurrent budget on education in 1978, and has continued to spend
a comparable percentage since then.

Partly distorting the government’s record on education is
its inability to provide any assistance to local school boards
other than buildings and teacher salaries. In the most recent
government recurrent budgets, over 937 has been spent on
salaries, with very minor amounts on the purchase of books,
durables and =quipment. For budgetary reasons these items are
now the responsibility of the lccal school board or the students.
At the University of Swaziland the students receive a bock
stipend.

More important than the level of spending which the
Government of Swaziland makes in the field of education is the
results ov that education. On the positive side there has been a
tremendous increase in the number of students attending primary
and secondary school. In 1972 there were 392 primary schools and
76,343 primary school students. By 1981 there were 470 srchools
and 119,913 students. This translates to an average increase per
year of 5.17%Z and an increase in the school age enrolments as a
percentage of school age population from 557Z to 797%. In
secondary school the results are even more graphic. Enrollment
rose from 10,681 in 1972 to 24,824 in 1981 (a 9.8J) average per
vyear 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 education are varied. The primary
school certificate is a locally administered exam. The number
passing this exam has grown from 3.900 in 1972 to 7,889 in 1961.
While overall this is an improvement in the pass rate from 59/ to
75%, the percentaqe passing has been reasonably stable at 73%Z in
the last five years. Because students are no longer being
auvtomatically promoted, many find that it takes more than one
year to complete a specific year of schonl. Overall the Ministry
of Education estimates that it takes 12.46 years to complete the
seven years of primary school education.
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Keeping rough pace with the growth in the primary school
enrollment has been the number of teachers. In 1972 there were
1,449 qualified primary school teachers and 556 unqualified
teachers. In 1981 there were 2,773 qualified and 493 unqualified
teachers. The average annual growth in the number of qualified
teachers has been 7.5%. This has resulted in a reduction in the
number of pupils per qualified teacher. In 1972 there ware S53
pupils per qualified teacher in 1972 and in 1981 there were 43
pupils per qualified teacher.

The Junior Certificate axam is taken after completing
three years of secondary school. In 1972 there were 1,287 pupils
passing this exam out of 1,807 who took it, for a pass rate of
71%.. In 19891 4,852 took the exam, 3,149 passed it and the pass
rate was 65%. Tu the extent that the JC exam is a measure of
quality, there has not been any reduction in gquality even with
the 268% increase in the number taking the exam. However, the
first and clas: passes remain low with most of the people
passing the wxam receiving a third class pass. Everyone who
passes thise exam is eligible to continue to form 4 (senior
secondary school).
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@xclude passes from the three major secondary schools, then there
would have been no first class passes in recent years, and very
few second class passes. Many schools only had third class
passes, and last year two schools did not have any student
receiving a Cambridge "0" pass. There are many explanations for
this decline. Some that have been given include the too rapid
expansion in secondary schools and pupils and inadequately
trained teachers. All students are eligible to take the exam,
none are prevented. This exam is written in England and
administered around the world. It is not written to measure the
educational needs of people in Swaziland and has been criticized
ac being excessively academic. I*t has also been freguencly
stated that Swaziland ought to deemphasize academic training at
its schools and emphasize the development of practical skills.
These arquments are usually presented because the resultse of this
exam are not favorable.

The number of Swazis attending various Universities around
the world bhas increased from 200 in 1972 to 1,447 in 1981/82.
This translates to an annual growth rate of 24.6%.

In conclusion, the GOS> planning and budgetary =yatem,
while functioning well on paper, has not been implemented. There
are insufficient controls on spending and planned or budgeted
priorities are uncorrelated with actual spending. While the
country’s record on improving its education is exemplary, there
are growing problems with quality caused by thae faster exapsnion
in the number of pupils and classrooms, than in the number of
adequately trained teachers working in adequately equipped
classrooms.
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ANNEX J
ECONOMIC ANALYSIS

SUMMARY

Wwhile the data is limited, and some of its accuracy is.
highly questionable, it appears that the returns to overseas and
in—country training are sufficiently highly valued in Swaziland
to make these expenditures w2concmically viable. The real
internal rate of return for post-graduate degree training is just
over 8%, while the real returns to overseas short-term training
at the post—first degree level is 23% for people in government,
7.6% for people in the private sector and 4.6% for pcople in
education. However, the results in education are skewed by
having large numbers of oeople in this category who ware
qualified to teach at the post secondary level but decided 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 guality and efficiency of operation will drop. In the
private sector the return to first degree training is 11.2% while
the return to short term overseas training is 87%Z. In-country
training, which is highly focused, tends to yield exceptionzlly
high returns J{usually over 100%Z) in Swaziland.

DETAIL

The Government of Swaziland’s Central Statistical Office
(CS0; reports yearly on the returns to different skill levels by
sector of the economy. Unfortunately, there is not a comparable
breakdown relating to level of education. However, for the
purpose of the PP we can use the results of the Manpower Survey
1977 which reported the returns by level of education and whether
citizen or non-citizen, and update the results using the yearly

Employment and Wages report of the CSO.

This project will be providing many different forms of
trairing. This analysis, shows the returns to:

long term post degree training
short term overseas post deqgree training
short term in—country post primary training
short term in—-country post junior secondary school
training, and
short term in—country post senior secondary school training.

Where the data permits the returns are broken down by
whether the person will work in government, wducation or the
private sector. The cosuts are based on the projected USAID plus
G0S contributione to each component of the project.

Swaziland is a market economy, and recent analysis of the
salaries in government show that for comparable education and
training it pays less than the private sector. There has been
some drain of post-secondary school trained people to the private
sector. The government establishes minimum wage scales for a wide
variety of industries and skill levels. However, these tend to
be primarily at the non—professional or . dministrative levels.
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Thus, the actual salary increments which people have received in
the past are the ones which this analysis used to determine the
returns. No adjustments were made for overvalued foreign
exchange since the Swazi lilangeni is backed 100%Z and trades at
par with the internationally traded South African Rand. Since
the end of the financixl rand in 1983, the value of the rand has
closely approxzimated its market value. Government budgetary
difficulties are getting more severe, but are still not at the
level of difficulty which exists in other sub—Saharan African
countries. However, because of the difficulty all GOS
contributions to this project are inflated by 25% to reflect the
opportunity cost of scarce capital.

Because the number of Swazis who have post-bachelor
degrees (master’s or doctorate) is so small this analysis had to
use the returns to non-Swazis working in Swaziland. This
excludes any supplementation they may be receiving from their
home company or government, or any special inducements that are
paid. In the educational area the IRR for twenty ymars is 5.9%
and in the private sector it is 6.4%. For a thirty year benefit
cost stream the two IRRs increase to 8.1%Z and 8.5S% respectively.
A curious anomaly arises w~ith post-graduate degrees in
government. In the past non-Swazis with post—graduate degrees
have tended to be paid less than people with bachelor 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—-term overseas training for people with a first
deqree yields an internal rate of return, over twenty years, of
23.4% if the person will work in government, but only 1.9%Z if the
person works in the educational area. The private sector values
post—-bachelor degree training at 7.6%. Were we to use a thirty
year benefit and cost stream the three returns increase to 23.8%,
4.46%Z and 9.3%. The returns to government post—graduate training
fall to 17.4% if we assume that only 807 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 unable to receive
substantial salary increments. For thoses people in education who
will use their post-graduate training at the University level,
the returns will closely approximate the returns for people
working in the government. This is because in determining
beginning 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 education, plus some
training. Since this type of training tends to be higkly focused
the returns are very high. Much of this training was of a
vocational variety, and thus the raturns that were noted in the
past are probably higher than what this project will develop. But
even reducing the returns by one half to reflect this we have
(assuming a 20 year benefit cost stream)
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TABLE VIII
RETURNS TO IN-COUNTRY SHORT TERM TRAINING

level of education internal rate of return

primary school

certificate 46.9%
form 11 completed 225.7%
form IV completed 150.4%
form V completed S541.87%

At the primary school level the additional training is
most beneficial for those going into education, and least useful
for people in the private sector. At the secondary school level
the additional training is of almost equal value in each sector.

Another way to look at the returns to additional training
is from the standpoint of localizing positions. In June 1982, of
the 1,428 professional and technical jobs in Swaziland, 576 (or
407) were held by non—citizens. Of the 1,247 administrative and
managerial positions, 574 (437%) were held by non-citizens.! At
the University in 1981/82 the results were:



TABLE IX
LOCALIZATION AT THE UNIVERSITY OF SWAZILAND 1980719812

Faculty est. posts local staff local as
Department in post/on training percant of
or teaching assistants est. posts

Agriculture
Animal Prod/Health S 2 407
Crop Production 7 4 S7%
Ag.Econ/Educ/Ext 8 S 63%
Land Use/Mech 4 1 257,
Home Economics S S 1007
Education
Education Found. 2 1 507
Curriculum/Teaching 7 2 29%
In-Service Education 1 0 07
Humanities
African Languages 4 4 1007
English 1) 3 S0%
History 4 2 S0%
Theology/Rel igion 4 1 25%
Science
Biology S 2 40%
Chemist,-y 5 2 40%
Geography S 1 207
Mathematics S 3 607
Physics 4 2 S0%Z
Social Science
Acct/Commerce 6 2 33%
Economics S 3 607
Law S 2 407
Pol/Admin Studies 6 3 S07
Sociol ogy 4 3 75%
Statistics 4 2 504
Administration 3 2 &77
Registry ) ) 100%
Bursary 2 1 S04
Labrary 8 S 63%

In terms of Swazis already in the establigched 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 eighteen posts held by Swazis.
In the science area only two of the twenty—-four posts are held by
Swazis. 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, overall, of the 111 academic posts, twenty—two are
held by Swazis (20%). An even smaller proportion of the
established posts held by people with doctorates are held by
Swazis.

Thus, there is considerable room for localization in the
government, private sector and at the University. The cost to
the government of having foreigners as opposed to Swazis is not
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that great since most of these people are having their salary
topped up by some foreign donor. Thus there will not be any
substantial cost savings of having local people rather than
foreigners. This is not true in the private sector where
Colclough and Digby? estimated that non-—citizoenz a2t the
bachelors lavel warned 77% more than a Swazi (excluding
inducement allowances). Foreigners in the private sector who have
a bachelor’s degree plus some additional training earn 346% more
thuo Swazis. There were an insufficient number of Swazis with
post graduate degrees (with or without training) to allow any
comparisons at that level. This would imply that the returns to
the firm of degree training (over twenty years) is 11.27 while
the returns to short term training after the degree is 87.3%.

The above analysis on the returns to additional education
assumes that there are sufficient qualified people to be trained
or educataed, and that these people will be willing to enter
specific fields. As was shown earlier in this annex there is
likely to be sufficient demand in the country for many more post-—
bachelor’s people than this project will be able to train, and
there is lJikely to be a shortage of bachelor’s people in the
science area and in some of the agricultural areas. In addition
there will be some shortages of trained people in some other
disciplines where, because of the level of aggregation of the
data, this analysis was unable to isolate.

Currently there are far more applicants for training than
this project could handle. It is conceivable that because of the
lack of adequate training in the math and science areas, the
project may have difficulty finding a sufficient number of
people. However, this situation will not arise for a few years,
and in that time the knowledge that to go to the U.S. for
training you need maths and science, ought to have percolated
through the pool of potential candidates. This will act as an
incentive to take appropriate courses and improve skills.
Hopefully, the information about the need for maths and sciences
will alwo become known to people in secondary school.

Some elements to the project are not focused on improving
the marketable job skills of the participants. The in—country
training of traditional leaders is justified on the ground that
wi thout the active support of these people many development
projects will be less effective. This applies not only to USAID
projects but to nearly all projects which endeavor to influence
behavior of people either currently living in rural areas or who
hove a homestead in the rural areas. This applies to nearly
every person in the country since the people who work in the
urban areas maintain a home in the rural areas. Measuring the
influence which better informed traditional leaders can give
towards making development projects successful will necessarily
be anecdotal. However, much of the proof of the need for this
type of assistance is also anecdotal. If this component is able
to improve the efficiency of at lwast 17 of the annual
developmant projects by at luast 3%, then it has a real IRR in
axcass of 10%. This improved efficiency can be in the form of
cost savings to the government, donor, or increased liklihood of
a program achieving a valid development end.

From a cost-effective standpoint the approach used in
this project is clearly less axpesnsive than the alternatives.
The project has a large component of in—country training and
training in other African countries. This will not only permit



the project to provide more person—-sonthe of consulting through
linkages with specific institutions, but will facilitate the
provision of better people and provide them guicker.

The institutional linkage will also provide a seans of
assisting specific Swazi institutions to find needed tachnical
assistance after the end of the project. The long~tarm
relationship which is established can bhe called upon after
USAID/S* funding has ended. The OPEX pwople will occupy line
positions; thus a GUS salary is paid.

By providing the training for traditional leaders ir.—
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, show how other countries
handle problems comparable to Swaziland’s. The training will
broaden the horizons of these leaders thus facilitating gensral
development activities in Swaziland.

1. Government of Swaziland: Employment and Wages, Central
Statistical Office, Mbabane, various issues.

2. The University of Botswana and Swaziland, University College

Mbabane, May 1978, page 30.



ANNEX K

TECHNICAL ANALYSIS

I. 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 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. 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, The advisor will work closely with
officials in DET and in development ministries to ensure that thc
manpower and training plans reflect total government needs. The
project will send appropriate peovple 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 empnasize the post-graduate level
where there is currently a large shortage of people. UniSwa is
not currently offering any post-graduate training. The nroject
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 Jocal 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 %o 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 GOS 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 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 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
100KW AM transmitter comes on line. SBS 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, including repeats, prepared by
about 25 part-time broadcasters from 8 ministries and
non-governmental organizations. The broadcastezs 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 been assigned to their jobs with little or no previous
training, 1In addition, S$BS's studio facilities are marginal so
that long, inefficient waits to go on the air are necessary.

*Swaziland Broadcasting and Information Services includes SBS and
the Swaziland Information Service, which publishes the
government-owned newspaper and other public information documents.

A
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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 radio production and is very busy with
entertainment programming., There is no SBS staff person who is
specially responsible for assisting the development broadcasters.

Although equally limited, rural journalism aiso presents a
new opportunity for expanding development communications. The
"Swazi Times," a locally-owned and initially English-langquage
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 eager fo:
better-written development features but are constrained by a lack
of trained staff, 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 for
Rural Broadcasting and Information will help to establish this
linkage,

Television is operating in Swaziland and, after failure as a
commercial venture, is now being run by Government., Although the
audience 1is presently too limited for TV to be a significant
development tool, certain facilities at the television staxion,
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 Swazlland

Through centrally funded (S&T/ED) projects, USAID/S has
sponsored some development communications activities in the
health sector. 1In 1983 an eight-person interministerial team was
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-recelved
throughout Swaziland and, most importantly, that the recommended
health practices are being 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 messages on oral
rehydration therapy, 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 and
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-finaanced 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 i1nformation services prove increasingly effective and
central to the development tasks in Swaziland, policy changes,
such as recognition 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 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. 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.



111. Manpower Studies

While manpower planning in Swaziland has not developed as
srrivisaged in the late 1970s, substantial information is available
concerning the distribution of needed skills and projections of
the needs for people with differing levels of education and
training.

At least for the remainder of the 1980 it appears that
there will be a surplus of job seekers who have less than a high
school certificate. This surplus is projected to be growing
rapidly and could lead to serious problems. At the first degree
lwevel (bachelor’s degree), there is expected to be an overall
balance in the number of people being supplied by the University.
However, there will probably be a surplus of people with
education training in the humanities and social sciences. 0f the
forty-six people needed with a science degree sach year, the
University anticipates being able to provide four. In
agriculture, the need is for twenty—-two with only sixteen being
provided.

The shortages at the post—graduate level are expected to
be even more severe. At present the country is unable to provide
the needsed 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 be
provided. Agriculture will need sixteen people but only two will
be trained. In the social sciences, of the projected need for
forty—four people, only eleven will be trained. These shortages
will seriously constrain the country’s ability to localize high
level technicai 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 unemployment.

A. Manpower and Scholarship Planning in Swaziland

Swaziland’s weducation and training systems must be
governed by the country’s manpower requirements for developing
its economic resources. This implies that the country ought to
identify which are the growth sectors and then survey employers
Lto estimate their needs. This is the demand side of the
manpower equation. The supply side is the output of the schools
within the country. Where there is a shortage then plans ought
to be made 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 areas
where shortages are projected. However, educational systems
cannot be changed overnight. It is far easier to expand 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
necessary, an entire educational system. In order to expand the
number of people with sufficient mathematical and scientific
skills will require time to reorient to the educational sycstem
towards providing gualified teachers, and then appropriately
educating the students. The slowness of the entire process
decreases the ability of the system to respond quickly to changed
circumstances and needs in training. ’

The basic responsibility for education and training in

\"\ b\



Swaziland is divided between the Ministry of Education, the
Ministry of Labor and the Department of Establishments and
Training. The Ministry of Education bhas responsibility for pre-
school, primary, e®2condary, University of Swaziland, adult
education and teacher training. The Ministry of Labor (MOL) is
formally responsible for technical and vocational training in
the country. This Office advises the Department of Immigration
on the granting or renaewal of work permits for expatriate
employees. Many work permite are issued contingent on the
private sector firm having a training plan to localize the
position.! In this way the MOL is supposed to have control ovar
the direction of training in the private sector.

The MOL is assisted by the Training and Localization
Council. The Council is composed of members appointed by the
Chairman from both the private and public sectors. This Council
reviews the training plans of firms in the private sector and
their need for foreign labor. While "policy statements suggest
that [(training and localization]l falls under the MOL, every
Ministry, department and institution is expecterd to carry out
the ‘mplementation of the policy, coordinated by the Training
and Localization Council."? The Swaziland College of Technology
(SCOT) falls under the control of the Ministry of Education.

The Department of Establishments and Training is
responsible for the provision and overall direction of civil
service localization and all government staff training programs.
This training is usually done either at SIMPA (Swaziland
Institute of Management and Public Administration) or IDM
(Institute of Development Management). "“The Manpower Planning
Unit [of the Department of Establishmentse and Trainingl planned
with an eye on the private sector, without much consultation
with the private sector as to what their projected manpower
needs would be."’ The Department, through the Scholarship
Selection Board, is responsible for selecting candidates for all
government and other scholarships for post—secondary training.
The Prime Minister makes the final decision on post-secondary
training. The Board is supposed to draw up yearly estimates of
high level manpower requirements. The “manpower forecasts in
f{government of Swaziland manpower consultant reportl appear not
to have been used. The Scholarship Selection Board operates
without any estimates projecting into the future fof training
needs. 1"*

The Ministry of Health, Ministry of Agriculture and
Cooperatives, and the Departments of Police and Prisons all have
their own training institutions at which they conduct pre-
service, in service and, in the case of Agriculture, farmer
training programs.

Policy formulation and coordination ie the responsibility
of the MOL’s Training and Localization Council with help from
the Department of Economic Planning and Statistics. The Second
Development Plan gave as the government’s goal with respect to
post-secondary training "to educate and train sufficient numbers
of young people to meet the requirements of an expanding economy
for high-level and middle-level manpower and to realise the
highest rate of localisation cronsistent with the maintenance of
efficiency."® The Third Plan stated "It is intended to localise
half of the positions now held by expatriates in the private
sector and virtually all Government posts. To achieve this,
education and training prograrmmes will be tailored to the
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manpower needs of the nation as projected by the manpower
survey. BGovernment will exercise careful control over work
permits for expatriates and impose a training levy on their
wages to induce employers to localise their operations
expeditiously.”" 4 The National Manpower Survey was done in
1976/1977, and analyzed in 1978 (the Colclough and Digby
Report’). It did not lead to & manpower plan nor was a training
levy on expatriates wages imposed. There have been a large
number of special assessments of training and manpower in

Swaziland.®

One review of manpower planning in Swaziland concluded:
"Gt policy levels there seems to be an expressed belief that
training is necessary, but there is a notable absence of means
to implement fully functional training efforts in line
Ministries and Agencies or Departments.”' Arother felt "[tlhere
does not seem to be a strongly coordinated training plan in the
Swaziland public sector. A great deal seems to be left to the
initiative of the individual minigstries and departments....All
too often we were told of cases where an 0S5AS officer’s contract
is terminated without any arrangement having been made for a
counterpart to receive formal training or to gain experience oy
kerving as an understudy.”!'?

A team sponsored by the Southern African Development
Coordination Conference (SADCC) in 1983 concluded "At present
the EMI C(Employment and Manpower Information] svstem lacks
coordination; there is a fragmentation of responsibility at
policy and functional levels owing to the division of
responsibilities between the various organizations involved in
manpower resources. There is an ambiquous line of authority
within the system which reflects the overlapping responsibility
of the agencies themselves.... Another major constraint...is
manpower. At present there is a shortage of qualified
professional and sub-professional personnel in the system.
There is only one economist responsible for manpower planning.
There is a lack of sufficient statisticians at ti.o Central
Statistical Office.”!' Another group concluded "that a permanent
inter-ministerial committee be established for coordinating
detailed planning, implementation and supervision of all
training centres and programnmes."!'s

The SADCC group, after analyzing the Colclough and Digby
report, concluded that "in view of the fact that [the datal is
now vut of date, there i a newd for a new sirvey to be
conducted. ”

Currently in Swaziland there is a lack of information on
the educational levels of existing staff as the personnel
records are inadequate.!’ The extent of manpower planning is
limited tou prriodic scattered statements in the press concerning
the need for foreign labor, or the abuse of the work permit
system by the private sector. There is no written manpower
development policy. The annual training program is coordinated
by the Department of Establishments and Training. However, this
is not based on long or even medium-term assessmants of
prganizational needs; or how closely existing workers meet skill
needs. Similarly, there is no asseusment of the people exiting
formal education or training programs, the current labor market
situation (to determine what personnel may be available) or the
demand for personnel with given skills and attitudes. Existing
training plans react to current day-to-day problems. The Q
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training activities of different donors are not coordinated and
Establishments and Training does not keep track of the training
taking place either overseas or in country.

The manpower planning approach is based on the assumption
that the main link bet:ieen education and economic development is
through the knowledge and skills education produres in the labor
force. "Manpower planning concentrates on the human resource
aspect of planning. Education, on the other hand, focuses on
the development of these resources."'* It implies that if the
educational system produces gqualified people in the right
numbers and places, the major part of the economic and woccial
contribution of education planning is achieved. There are a
number of difficulties with manpower planning.

1. Forecasts of manpower needs can seldom be made with any
reliability beyond short term periods of five to eight
vyears. However, the time perspective 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 shorter periods of time.!?

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 primary school certificate, over
time only the relatively poor students stop with a 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. 1f educational output grows faster than demand then
frequently this stimulates production. Account must be
taken of employment turnover, wastage and other changes in
the employment/education interface to avoid creating
unempl oyment problems.!'

These changes mean that a great deal of guesstimating is
involved in manpower planning. No plan can be viewed as flaw-
less, but by making an inventory of the skills and training
currently available, analyzing the present 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 different 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.



An example of the result of this lack of coordination can
be seen in the allegation that "the expansion of the University
should be just sufficient to meet the need for graduates by 1990,
and to localize jobs held by expatriates”!’. If the University
will be able to meet the needs for first degree graduates then
the need for overseas training of degree (bachelor’s) people will
be different than if one ferls the University will be unable to
meat the projected demand.

Compared to almost all other sub-Saharan African

countries, Swaziland has a greater proportion of the working aged

population in paid employment.'* However, in the last two years
the economy has been unable to generate as many additional paid
jobs as it had done in the past. The result is increasing
unemployment.

By 1985 there will be 8,600 people leaving school with at
least four years of formal wducation.

TABLE 1

ESTIMATES OF THE NUMBER OF PEOPLE LEAVING
SCHOOL. IN 1985 BY LEVEL OF EDUCATION COMPLETEDY

highest level number in drop out estimated number
of schooling school rate leaving school
completed 1985
primary school
grade 1 28,379 7.1 2,015
2 24,435 7.8 1,906
standard 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 school
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
S 1,298 2.8 36
graduates from
Teacher Colleges
primary school 365
secondary school 117
Vocational training
programs 963
Post-secondary 300

Of the 20,455 who are estimated to be ending their formal
education in 1985, 13,187 will have completed four years of
school. Estimates of the percentage of those completing grade
four who will seek modern sector employment vary. However, data
from the 1976 Census sugqgests that 657 of these people will seek
modern sector jobs. That is, 8,600 people who have completed at
least grade four, or vocational school, will seek formal sector
emnployment.

@
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If past economic relationships continue to hold, 2,700 of
this group will be able to be employed in the South African
mines, informally in Swaziland or be self-employed.? An
additional 1,300 will be employed by taking over a position from
someona leaving paid employment.? In order for the sconomy to
generate sufficient jobs to employ all the remaining people
seekking modern sector jobs it will have to grow by 8.1% (real
GDP) .2 Alternatively, if the capital-labor relationship which
prevailed in the mid-19708 was to hold, real GDP would only need
to grow by 5.8%. Real growth during the last five years has been
4.9%., but has dropped since 1980 to 3.3%. Either target will be
diffico achieve.

the past five yemars, of the 7,200 people leaving
school year with at least a fourth grade education,

1,200 were employed through wastage in the labor force
1,950 were employed through economic expansion
1,700 were employed as novices in the South African mines
300 were informally employed
700 become self—employed.

3,850 TOTAL®

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 can be seen in that
foliowing "an advertisement from B.C.C.1. [Bank for Credit and
Commerce Internationall Bank callledl on young people to join the
bank. Hundreds of young people travelled across 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 1,400 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 applications were received.'?

»

The most comprehensive recent review of manpower needs in
Swaziland was based on a manpower survey undertaken in 1977. The
review, entitled Skills for the Future, looked at the 1977
structure of skillse in Swaziland and the skill requirements of
existing jobs. In order to project the demand for skilled

workers 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 educated manpower in the
Central Government will increase at the same rate as
departnental recurrent expenditures in real terms;

3. the demand for skilled and educated manpower in other
sectors will increase at the same rate as net sectoral
output in real terms (with the exception of the education
sector, where more disaggregated methods were used); and

Wi\
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4. wages, relative to other production costs, will remain
constant in real terms."?®

The assumptions on economic growth were:

TABLE 11
ASSUMED REAL ECONMOMIC GROWTH USED IN THE DERIVATICON OF SKILLED
MANPOWER NEEDS OF SWAZILAND
{with actual and currently projected economic growth)?

Skills for the Future Assumptions !  Actual aad Projected Growth

Sector 1ow growth high growth { actual growth  projected growth
1982-1989 1982-1989 {  1977-1982 1982-1989

Mriculture and :

forestry 4.0 7.0 : (R 3.8
Nining and Quarrying 2.0 4.0 ! -S4 -20.1
Ranufacturing 4.0 9.0 : 7.4 3.1
Construction 5.0 9.0 d 9.9 0.5
Cossunity and other d .

Services 4.0 7.0 : 1.8 2.6
Other Sectors 4.0 8.0 : 4.0 1.3
60P (factor cost) 4.0 8.0 ! 4.9 2.1

Recent trends have been closer to the low growth than the
high growth projections, and the forecasts for the rest of the

the Future study than the high ones. This implies that the

projections of demand for labor will be less than those projected

by the Skills for the Future study. However, mitigating this
somewhat is the phenomena of degree creep, that is, whereas in
the past the most dynamic people may have been those people with
a primary school certificate, now people with only a primary
school certificate are viewed as relatively poorly trained. 5So
Colzlough 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 because of qualification
aescalation.
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TABLE I11
PROJECTED SUPPLY AND DEMAND FOR SKILLED LABOR IN 198271983 AND
198971990 BY LEVEL OF REQUIRED EDUCATIONY

minimum required education

std S form 1 form 3 form S degree
197674977 :
Swazis in post 3,113 901 6,735 2,824 362
non—Swazis in post 239 147 771 1,292 735
1982/,1983
Expected demand 5,300 1,600 11,400 6,300 1,700
Swazis from 76/77 2,800 800 6,100 2,500 300
New additions from
Educ. or Training 15,000 8, 000 15,800 4,900 700
Surplus or Shortage 12,500 7,200 10,500 1,100 -700
1989/1990
Expected demand
high 8,700 2,800 18,100 10,300 2,600
low 75,300 2,200 15,500 8,500 2,200
Swazis from 82/83 2,400 700 5, 300 2,200 300
New additions 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 labor market is expected to be
approximately in balance [in 19891 and, with more than 250 Swazi
graduates emerging each year from the [Universityl or foreign
universities, the localization of most professional jobs should,
by that date, have been achieved."? However, the problem with
these macro-level statistics is that while the overall level of
demand might be close to being met, many of the individual fields
within that overall level will be short of skilled personnel.

A review of the demand for skilled people by occupation
vields (Table 1IV):
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TABLE 1V
INCREASE IN DEMAND FOR SKILLED AND EDUCATED WORKERS AT THE

DEGREE AND POST-GRADUATE LEVELS, BETWEEN 1982/83 T0 1989/90
BY OCCUPATION®

private/parastatal /educ governeent 1oral
bachelor post-grad. bachelor post-grad. bachelor post-grad.
degren degree degree degree degroe degree

Sciences 123 28 87 2% e kL
Architects and surveyors (28) 5 0 14 0 19 0
Doctors, destists and vets (B9) L 10 U 15 5 25
Draftsaen (12) 3 0 5 0 8 0
Enginesrs {(108) a2 3 18 | 70 4
Life Scieatists (44) 8 i 9 7 17 14
Nedical, dewtal and vet. asst. {3) i 0 0 0 1 0
Murses and midwives (2) 1 0 0 0 | 0
Pharsacists and related tech. (17) 7 0 & 0 13 0
Physicists, chesists, and geologists (29) 3 i 4 2 9 3
Production Supervisors geneval foresen (22) 13 i f 0 t4 |
Professional and Technical Workers n.e.c. {22) & i 3 1 9 5
Techaicians (27) 10 2 1 0 14 2
Social Sciences 25 a 7 i 294 1]
Accountants (56} 3 1 6 0 37 i
Administrative and Managerial Workers (194) 103 13 17 2 120 15
Clerical Workers and Governmant Exec. (44) 6 2 12 4 18 6
Economists {49) 9 3 18 [ 27 9
Mamagers and Proprietors-trade (35) 2 2 0 0 2 2
Nanagers and Proprietors-restaurants/hotels (1)) 5 2 0 0 3 2
Lawyers, judges, jurists (49) 15 i ]} 0 ¥ i
Personnel and Occupatiomal Specialists {(14) 7 i 0 0 7 1
Sales workers n.e.c. (8) 3 0 2 0 5 0
Statistics and Related {19) 0 i 10 5 10 )
Transport and Cossunication Supervisors (3) 0 0 3 0 3 0
Typists, hookkeepers and related (23) is i 0 0 14 1
Agriculture 67 13 K 1 70 16
Agricultere and related workess (121) 67 15 4 0 70 i6
Education 1% si 10 ? 207 3
Prisary Education Teachers (4) 2 0 0 0 2 0
Secondary Education Teachers (346) il i 0 0 141 i
University and Higher education teachers (207) 37 46 0 0 37 46
Other Teachers {50) i3 3 8 1 2 4
Librarians, archivists and curators (14) 9 3 2 1 6 4
Other Skilled 13 0 0 0 13 0
Blacksaiths, fitters and asseablers (13} 9 0 0 0 9 0
Production workers n.e.c. {6) 3 0 0 0 3 0
Bricklayers, Carpenters, etc. (f) 1 0 0 0 | 0
TOTAL (1662) 614 123 179 16 79s 169

NOTES: The nusbers in parentieses are the estisated nusher of degree and post-graduate holders 1n §282/83.
n.e.c. = not elsewhere classified

Much of the demand by theé government fcr post-graduate
trained people is included in the private/parastatal/education
columns, especially the needs of the University. Never the less,
it ought to be noted that these projections are based on research
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that is 7 years old. New the GOS’ Department of Establishments
and Training feels that some of the people who in 1977/78 only
needed first degree (or bachelor’s) level training, will need
advanced degrees. l1his is especially true for people in the
science areas.

The University of Swaziland has produced a Ten Year
Development Plan. In developing this plan the University stated:
"It would be futile for the University to develop programmes
without due regard being giver. to the manpower requirements of
the country. On the other hand the University programmes and
enrcliiments should not be strictly tied to the perceived manpower
plans of the country, since the figures fluctuate in response to
small changes in some wconomic—political parameters. Existing
manpower forecasts should be used as a broad gquide to the
University programmes and enrol assnts."?

assumptions were made concerning mortality and participation
rates. The University’s Development Plan synthesized the

people to:

TABLE V
REQUIRED OUTPUTS OF UNIVERSITY GRADUATES BY SUBJECT
1977 ~ 19893

Discipline Output of Output as percent percent of
Swazi graduates per year of total graduates
1977-1989 output required by
government
Agricul ture and
Life Sciences 264 22 11.4 15
Science 556 46 23.9 37
Physics/Chem. /Geo. 38 3 1.6 S8
Engineering 175 15 7.5 25
Architect/Survey 44 4 1.9 70
Medicine/Dentist
Vet.Science 138 11 5.9 S8
Pharmacy & Related 28 2 1.2 32
other 133 11 5.7 15
Social Science 248 21 10.7 46
Statistics & Rel. 30 3 1.3 90
Economics 71 6 3.1 &8
Accountancy 86 7 3.7 13
Law 61 S 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 are at a university are at the
University of Swaziland. In 1977 777 of the Swazis at university
were at the University of Botswana and Swaziland. In 1980/81 this
increased to 917 with 957 in 19681/82.% The difference, 23
students in 1981/82, were primarily people going for post-
graduate degrees, although a small number were in undernraduate

"
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subjects not offered in Swaziland. Thus, we can use the number of
students at the University of [Botswana and] Swaziland in each
subject as a close approximation of the number cf Swazis
receiving training in each field.

Actual Swazi graduates from the Univercity of Botswana and
Swaziland between 1977 and 1981 averaged ten per year in
agriculture, twenty-one in social science, twenty-nine in
education and sixty overall. Almost all the people with education
degrees had concurrent training in science, social sciences or
the humanities.

The projections of the demand for University trained
people is slightly above those on earlier pages to allow for
replacement of existing workers, wastage and for people who do
not enter the Swazi labor force. During the 1980°s the
University anticipates graduating on averaye twenty—two people
per year with a degree in agriculture. Of these, sixteen will
not have education credits and can be assumed to want to find
employment outside teaching where tha projected demand is twenty-—
two. In the science area the expectation is for thirty-seven
people per year to graduate, with thirty-three projected to be
trained as teachers. The non—education demand is for forty-six.
In the social sciences (excluding law but including commerce), of
the thirty—four graduating per year, sixteen will have a
concurrent degree in education. All twenty—-eight graduating each
vear with a humanities degree will also have concurrent education
training. An additional eight people each year will have a B.Ed.
degree. An average of thirty people will graduate with a first
degree in law.

TABLE VI
PROJECTED YENRLY NEEDS AND OUTPUT OF SKILLED MANPOWER
AT THE FIRST DEGREE LEVEL?Y

field vearly ___projected output
needs without with total
training training output
in educ. in educ.
agriculture 22 16 6 22
sCiences 46 4 33 37
soclial sciences
non-1aw 16 18 16 34
law S 30 0 30
education &0 0 a8 8
other {(humanities) 44 0 28 28
TOTAL 193 &8 91 159

From Table VI it can be seen that, for the first degree
all the demand for people with educational training will be met
{of the sixty needed each year there will be ninety-one with a
degree or concurrent degree in education). However,; of the
twenty-two needed with degrees in agriculture and the life
sciences, only sixteen people a year will be forthcoming from the
University who do not plan to go into teaching. In the science
area the deficiency is greater; of the forty-six non—-teaching
people needaed only four will be provided each year. In the last
three yewars, at least five people per year have graduated from
the Medical University of South Africa (MEDUNSA) or the (ix
University of Nairobi. An additional two people have graduated \



with first degrees in pharmacy. 1If these trends continue then the
total additional supply of science people &ach year is eleven,
still far short of the forty-six needed. In the social sciences,
excepting law, there is a need for sixteen people, and the

University will be able to provide them. However, while the
;;;;_;eaafe_aar_;;;;_with training in law, the university
anticipates graduating an average of thirty per year.3

Thus, while the Univereity will be able to meet most of
the needed training in bachelor’s degrees, this is not true of
each discipline. There will be a slight excess of people with
training in education, a larqge surplus of lawyers, approximately
the correct number of social scientists, and shortages of people
with non-education agriculture or science bachelor’s degrees. If
salaries in the non-education areas reflect their shortage 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 VII

PERCENT BREAKDOWN OF NEEDS, ACTUAL AND

PLANNED UNIVERSITY PLACES?®

Actual 1977-1%81 Planned 82-30
total

degree  with educ. per cent

faculty Skilis for the Futare
total
degree  with educ. per cent

1] Ll )
: : total !
' i degree  with educ. per cent !
Agraculture 14 5 19 N ¥ 0 i1 : 19 :
14 L} 34 - :

i4 3
Stience 32 10 42 36 4]
Soc Science 14 5 19 yZ) 0 24 15 5 20
Humanities - 20 20 b 23 3 0 ya] 20
TOTAL ] 40 160 3l 49 100 34 bb 1060

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 science 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 University’s
projections are close to those of Colclough and Digby. Most
commentators would agree with the need to increase the number of
people able to teach science and maths courses in the primary and
secondary schools.?’ 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.¥

FPost—graduate training has been projected in Table IV. The
University of Swaziland does not anticipate providing significant
amounts of post—graduate training during this decade, unless
there is a sufficient increase in its budget to permit the hiring
of large numbers of additional staff.?* Using the number of
people who returned from masters and doctoral training over the
lamt three years?!', we can get mome idea o0f whether the pro)ected
needs will be met.

W
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The projections are that from 1982/1983 - 1989/1990 the
country will need fifty—four additional people with masters or
more training in the science areas, 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 science training, fourteen with
education, and six with agriculture degrees. Using these figures
to project is difficult, since four of the people received
advanced training grants through CIDA (Canadian Aid), and the
government of Swaziland does not anticipate 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—graduate 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—-CIDA, non-USAID post—graduate returnees in the last
three years amount to two scientists, four social scientists,
four in education and one in agriculture. Using these fiqures to
project would indicate that of the *fifty—-four post—graduate
degree people needed in the sciences, only six will be provided.
In sorial science, of the forty—four needed, eleven will be
trained. In agricuiture there is a need for sixteen post—graduate
degree people ard only two will be trained. Finally, education
is projected to need fiftty—-five post-graduate degree people and
there will be eleven trained. The shortages in all fields at the
post-graduate deqgree level are extreme. There is also an
increased realization on the part of the government that post-
graduate training is necessary to government’s proper
funrtioning. Without expansion in the number of people going for
post -graduate training the localization of the upper levels
within the private sector, education, and many government
pousitions will be impossible. The shortages will be most
pronounced in the science and agricultural areas and will
constrain localization and economic development in Swaziland.

1. see for example Times of Swaziland, February 19, 1982,
Simunye Sets up Board to Speed up Localisation by Masumi
Twala. In the Times of Swaziland, September 17, 1982, the
outgoing executive officer of Swaziland Railroad charged that
"some expatriates deliberately slow down training so that

they can stay in Swaziland for longer than is necessary”.

2. Ephraim M. Hlophe: Manpower Development Policy (A Study of
the Swaziland Civil Service), Eastern and Southern African
Management Institute, Arusha, Tanzania, June 1981.

3. M. M. Khoza, Manpower Planning and Implications for
Education, paper delivered at the National Symposium on
Population and Development, 26-29 May 1980, organized by
FAOQ/UNFPA Programmes for Better Family Living in Swaziland
and sponsored by the Department of Research and Planning,
Ministry of Agriculture and Cooperatives, Mbabane.

4. Hlophe, ob.cit.

5. Second National Development Plan 1973 - 1977, Government of
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Derived as part of the USAID/Swaziland econometric

National Development Plan (1984). The employment elasticity

has been dropping in the last decade and currently is 0.72

for additional information see M. Matsebula, The
Determipants of Labor Supply and Demand in Swaziland:
Implications for Public Policy, Department of Economics,
University of Swaziland, 1982.

Khora, ob.cit., page 72.
Colclough and Digby, ob.cit., page 221.

The low and high growth estimates are from Colclough and
Digby, ob.cit., page 157. The actual growth figures are from
the Government of Swaziland’s Central Statistical Office:
National Accounts of Swaziland, 1982. Projections are from

USAID/Swaziland’ s econometric forecasting model.
Colclough and Digby, ob.cit., page 38.

P. Wingfield Digby, Manpower Requirements for Development
and their Educational Implications, SIER Bulletin, September
1978, page 10.

derived from Colclough and Digby, ob.cit., page 100.
Currently the GOS’ Department of Establishments and Training
feels that Colclough and Digby underestimated the need for
post-graduate trained people in government. Colclough and
Digby assumed no post—graduate degrees in government. This
table changes that assumption to assume the same proportion

0
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37.

(by field) of people in government as in the private sector
will need post—graduate training. Based on discussions with
the G0S’ Central Statistical Office we further adjusted
Colclough and Digby so that one third of the need for post-
secondary degree people are for people with post-graduate
degrees.

The University of Botcwana and Swaziland, University College
of Swaziland, Development Plan 1980/81 - 1989/90, page 5.

Colclough and Digby, ob.cit., page 42.

Government of Swaziland, Annual Statistical Bulletin, various

issues, Central Statistical Office, Mbabane.

Colclough and Digby, ob.cit., page 42 and University
Development Plan, ob. cit.

University College of Swaziland, ob.cit., page 7.

Colclough and Digby, ob.cit., page 44 and University College
of Swaziland, ob.cit., pages 7-8.

Digby, ob.cit., states "people have already laid emphasis on
the fact that the present number of Swazis with a
maths/science background is so small as to constitute a major
barrier to national development. [(The Colclough and Digby
report] re-enforces this concern about the lack of people at
all levels with a maths/science background.” The Report of
the Subcommittee, ob.cit., noted "The shortage of manpower in
the technical field at all levels is a well—-known fact and is
emphasized in the...Review as well as in the majority of
other reports. This is partly the result of a lack of
facilities for guiding students in secondary schools
appropriately to programmes other than academic careers.”

page 2.

This is one of the obvious conclusions to Colclough and
Digby, ob.cit., especially when the needs of the government
and educational sectors are removed. However, an earlier
paper (J. Dormady, Technical Training and the Swazil and
Electricity Board, paper presented at the Ninth Conference
of East and Central African Electricity Undertakings, '1-1935
August 1975) did not feel this required advanced training
"The most immediate need in Swaziland is not necessarily the
trained engineer, but the Techrician and Crafteman capable of
practical engineering. It ie this grade of personnel that
Swaziland will rely on to carry out the essential work
necessary to face the future industrial growth and to enable
the country to be self sufficient in engineering manpower.”

University of Swaziland Bulletin, 1982/1983.

Plan 1981/1982 plus discussions with kK. Magagula, Department

of Establishments and Training.
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ANNEX L

ADMINISTRATIVE ANALYSIS

A. Summary

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:

(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 inetitutional linkages will be the
responsibility of each specific Swazi training institution which
undertakes .uch a relationahip 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 cfficers of the development ministries and the private
sector will also be required.

The capability of each implementing agency and of the two
principal Swazl 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 1s not a conatraint to a multi~faceted participant
training effort; the institutional and administrative.
infrastructure is adequate; and, therefore, the project
implementation plan is realistic and workable. 1Institutional and
administrative consatraints, 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 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.

W
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Effective April 1, 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 latter responsibility haa been assigned to the
Secretary of Cabinet within the Prime Minister's Office. The
Departuent 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 follows:-

The purpose of the Division is to ensure the maximum use of
manpower resources, The Division exercises this responsaibility
through a program consisting of sections including the Swaziland
Institute of Management and Public Administration, and In-service
Training. The Division's staffing pattern:

Position Title Authorized On-Board

Under-Secretary for Manpower
Development

Asgistant Secretary

Principal Personnel Officer

Senior Persocnnel Officer

Personnel Officer

Assistant Personnel Officer

Clerks

SIS SN SIS
el e )

The Management Services Division is responsible for
recommending staff complements, the parameters of which are
determined primarily by the Public Budgetting Committee. In recent
years, the service has grown phenomenally from 6,800 positions in
1979 to over 15,000 positions in 1984,

The purpose of tne Division is to provide a management
consultancy service to Ministries, Departments and parastatal
organizations, with special emphasis on organization, 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 rules 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

Assistant Secretary

Principal Personnel Officer

Senior Personnel Officer

Personnel Officer

Assistant Personnel Officer

Clerks

NN HENDND
e e N

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 emplcyees 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 Swazil capacity to aassess 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 alsoc 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. 1In addition, short-term
technical services may be provided to set up the computerized data
retrieval system(s) and to provide in-service training in 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
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appropriate, recommend modificationa., 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 univerasity 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 terminated, 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 candidates 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 CDOs (with one assigned to
the Women in Development program in Ntfontjeni) and 23 CD
Assistants. Headquarters staff includes:

W
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Poaition Title Authorized On-Board
Principle CDO 1 -
Senior CDO 1 -
CD Training Officer 1 1 (acting)
cpo (1 for administration, 2 2
1 for training) '
Assistant CDO 1 1
CD Assistant (for radio 1 1

broadcasting)

Administrative support staff includes an executive cfficer, 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
can 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 Aasistants.

HE's field staff numbers 36 home eccnomists (also called
domestic science demonstrators ) 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 ig
allocated for Zenzele group training.

Both sections have relatively well-trained, motivated and
effactive staffa. Programs for training/motivating traditional
leaders and Zenzele women's associations have been effective. With
increased operating funds for workshops, seminars and courses and
with better-trained staff, the annual work programs of both the
Community Development Section and the Home Economics Section should
improve markedly.
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D. Swaziland Broadcasting Service (SBS)

Under the Ministry of Interior, Swaziland Broadcasting and
Information Services includes the Swaziland Broadcasting Service
and the Swaziland Information Service. S3S is responsible for
national radio transmission and radio proagramming. SIS publishes
the government-owned newspaper and other public infcrmation
documents. Since radio is the most pervasive rural communications
medium, SBS is considered the most appropriate adminiscrative
entity and institutional base for development communications in
Swaziland. The organization includes a Director and sections for
Administration (3 employees), Program (18), Educational
Broadcasting (5), Information (19) and Engineering (31). SBS's
annual recurrent operating budget averages about $330,000
(E395,000);: the capital budget varies yearly depending on equipment
requirements,

In order to strengthen interministerial coordination and
collaboration in development communications, the Center for Rural
Broadcasting and Infornation 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 reinforced 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 chiefas, 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 recelves 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 basis. In October 1983, 55 Certificates
and 149 degrees were conferred. The majority of students graduated
from the Faculty of Social Science with degrees in Arts (Social
Science), Commerce and Law and with diplomas and certificates in
Accounting and Business Studies and also Statistics.

An "out-reach arm" of UniSwa, the Division of Extra-Mural
Services (DEMS) 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 wall-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.

2. Swaziland Institute of Management and Public Administration
(SIMPA)

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 Induatrial 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
asgsistance 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
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employment with 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 GCOMMODITY 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 egquipment and commodity 1list,
including specifications, up-to-date prices and suggested sources,
must be the responsibility of the contractor,

EQUIPMENT Total Est.
Item Quantity Unit Price Cost (1984)

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
Audio 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. Editing and Reproduction Equipment
Audio~cassette (to reel-to-reel)
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 Equipment
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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ANNEX N.1

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 jllustrative and is not expected to be followed
exactly. At several points within the life of project (usually
following an evaluation), the aschedule 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

MONTH ACTION RESPONSIBILITY
May Scholarship announcement in the two USAID

English-language newspapers providing
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 "0"-level and higher)

June Prospective candidates submit applica- Swazi applicants
tions to the contact person/training
officers in the development ministries

July Ministries (1) collate and review GOS development
all applications and then (2) submit ministries
a prioritized training request to the
Department of Establishments and
Training

August DET (1) reviews and evaluates the DET
ministries' training requests and
(2) prepares a Country Training Plan
for submission to donors

September Drawing from the Country Training DET
Plan, DET forwavds specific
training requests to USAID

October USAID (1) reviews the requests, (2) USAID
evaluates each candidate's applica-
tion, (3) prepares a short-list of
the most promising candidates, and
(4) schedules and arranges the TOEFL,
GRE and GMAT examinations



November-
January

February

March-April

May

USAID and Ministry of Education
proctor the TOEFL, GRE and GMAT
examinations

Test results received; USAID con-
duct3 personal interviews with GOS

participation

USAID (1) finalizes selection of
candidates, (2) schedules medical
examinations and (3) in collabora-
tion with GOS training officers,
prepares PIO/Ps with specifications
regarding course work and recommenda-
tions regarding first chcice(s) of

universities

USAID forwards PIO/Ps to the con-
tractor for university placements

No 1.-2

USAID, MOE &
Swazi
applicants

USAID & DET

USAID & GOS
training
officers

USAID &
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
fcrwarded 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 Peraonnel and Training’

Management.

The Joint Committee will
request to DET for its pro forma review.

training request to USAID.

b. Short-Term Non-Degree Technical Training

DATE
July 1984

August 1984

August 1984

December 1984

December 1985

ACTION
Establishment of policy for
short~-term training abroad

Meeting to determine short-
term training placements for
September-December 1984

PIO/Ps drafted, approved and
sent to (SAMDP) contractor

Meeting to determine short-term
training placements for
January-April 1985

PIO/Ps drafted, approved and
sent to (SWAMDP) contractor

then submit a training
DET will then forward the

RESPONSIBILITY
DET/USAID

DET/USAID

USAID/Contractor

DET/USAID

USAID/Contractor

W



April 1985

Meeting to determine short-
term truining placements for
May-hugust 1985

(The cycle continues as above.)

c. In-Country Training

November 1984

January 1985

March 1985

April 1985

May 1985

Contract representative for
In-Country Training and
Technology/Skills Transfer
element is selected and receives
USAID and GOS concurrence

Contract rep arrives in country

In-Country training policy
eatablished and communicated
to GOS

Review and prioritization of
prospective in-country training
activities

First in-country training
course conducted

N.1l.-3

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.
1985

December 1985

TA for TL/RW is selected and
receives USAID and GOS
concurrence

TA arrives in country

Swazi Community Leadership
Specialist hired

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/
MCAC

Contractor/USAID

Contractor/USAID/
MOAC

Contractor/MOAC

Contractor/MOAC

Contractor/MOAC

GOS/USAID

Y



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 crrives
in country

April 1985 Director for SBS 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 SBS 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 impiementing this
element

This strategy might poasibly include:

September 1984 USAID establishes deadline
to receive linkage 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 activity begins

Nol."'4
Contractor/SBS

Contractor/SBS

Contractor

SBS
SBS
Contractor/SBS
Contractor/SBS

Contractor

USAID/GOS

USAID
GOS/USAID
USAID

UsSAID/U.S.
Institutions

U.S./Swazi
Institutions

1w\



N.lo"'s

5. Technology/Skills Transfer

November 1

December 1

February 1

March 1985

April 1985

II. PRE-

985 VYitae of Manpower Economist/ DET/Contractor
Planner approved by DET

985 OPEXers currently in country USAID/Contractor
with 6 or more months remaining
on their contract, have their
contract transferred (to the
new contractor)

985 Manpower Economist/Planner Contractor/DET
arrives in country to assume
post at DET

Arrangements are made for the Contractor/USAID
purchase of a micro-computer

in DET to complement TA to

that Department

GOS and USAID agree on specific USAID/GOS
criteria for evaluating public

sector request for short-term

specialist TA

DEPARTURE ORIENTATION PROCEDURES

The
connection
Several of
as part of

1.

following procedures have been adopted by USAID in

with the departure of USAID-financed participants.

the following activities may be conducted collectively
a group pre-departure briefing:

Participant is first briefed by the Training Officer to
agsure 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,
hbaggage tags and passport leafletsa, advised on hotel
reservations and hcw 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 ia not made and what he or she can expect
if not met at airport and people to contact when in
difficulty.

Individual is then briefed by a member of the
Controller's Office regarding the advance maintenance
allowance and payment of allowances wnile in a study
status.



3.

N.l.-6

HRDO provides briefing which includes the following:

- Y

General characteristics of study in U.S. institutions:

Size

competitiveness (examinations)

living arrangements

extra-~curricular activities

. using a library and reference materials
. the academic advisor

. summer activities (work study vs. study)
8. taking notes

9. course selection

NOU S WN

10. books for study

Particulars of the specific institution to which
assigned and characteristics of zone in which
institution located:

. examination of catalog (if available)

. climate and clothing requirements

. transportation

. race relations

. teats (e.g. TOEFL) if not already taken.

b W=

The trip to the U.S. or the third country:

l. the nature of international travel
2. what to do if something goes wrong
3. orientation upon arrival in the U.S.

The role of the Contractor during the individual's
time in the U.S. or third country; payment of fees
and allowances.

Keeping in touch with the Contractor,
USAID/Swaziland, Government of Swaziland.

Materials about life in U.S. supplied to participant
(materials provided by the Contractor and USIS).

Questions posed by participant are either answered by
HRDO or participant 1s directed to appropriate person
to answer questiona.

Question-and-anawer session with a Swazl who has studied
in cthe U.S., praferably a Swazi who has studied in the
same discipline/institution.

Participant is then sent to Consulate where appropriate
individual advises participant of rights and
responsgsibilities under JI visa.

Farticipant returns to Training Office for final check of
documents.
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PASTTINN DESCRIPTIONS

1. Deov2lonment Communications Smecialist

Time Frame:

Full-time for annroximately one year; then half-time for
annroxinately thren years; then auarter-time for anoroximately
three vears.

Qualifications:

.2, or Ph,D., in Develonment Communications, with a minimum of
six years of exnerience in broadcasting or closely allied fizld
exnarience in develonront hroadcasting nnerations and with at least
2 vears of administrative management. Pravious work in develonin~
countries highly desirable,

Duties:

T The Develonmont Communications Snecialist will function as tno
nrincinal advisor to thce Center for Rural "rnadcasting an-
Information of the Swaziland Proadcasting Service, sudnorting over
30 develonment communications snecialists from many ministries an?
non-qovernmental organization, including two local-lanquaqe
newspaners.

~=- Working witl, the Director of the Tenter, establish and
institutionalise nrocedures and organizational and
manadgement franework nf the Centor.

-= Develop A trairing nrogram in Jdevelopment comnunications
strateqins, racio hroadcasting skills and rural journalism
for the develonment communications staffs of Swazi
ministries, n.t.n.'s, and SRS; us2 short-term 7,5,
consultants for short-term in-service training.

-- Advise the 10S on the develonoment of annronriate nolicies
for the fuller and more effective use of communications,
including orqgarizational matters.

-~ Assis® in sclection and training of Swazi counternart
staff, This will include 0OTJ training of the Director and
other nrofessicnal staff of the Center and sunsoort of
Swazl narticinents while they are abroad for training
(advise in selection of caurses, qeneral counselling, =tc.)

-=  Organize 1.5, training, lonag-term and short-term, for the
Swazi develonwent comnunications community.

- Vork with offficiala from Swazi deovelonment ministrics to
subhstantially nerease the dmoact of cownanfcations in
sarving L2y miristerial develonoment nriorities, throadgh
orqanizing comnunications camnaidgqns and othrrwise
inteqrzcing cormunications efforts,
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3. Manoower Fconomist/I'lanner

Tine Frame: Two years with nossibility of extension.

Nnualifications:

Individual should have at least a Master of Science in
nannower economics/nlanning with heavy emphasis unon the
develooment and use of forecasting nolicies and nrocedures within a
develoning country setting. Ability must include camacity to
auantitatively assess current forecasting nrocedures and to developn
and implement nolicies and nrograms for imnroving nublic sector
forecasting in Swaziland to include in-country training of Swazi
staff.

Individual should have at least five years nractical
exnerionce in develoning and executing training forecasting
nroqrams for the nublic sector.

Nxnerience in an ex-Nritish colonial administrative system and
Africa is desirable but not essential.

Nnuties:

(1) pPaxrform an ~xtensive reviecw of all nreseont nolicies,
nrograms and nrocedures used by the GOS to set the nresent Acmand
for civil service emnloyees and nroject future recuirements.
Tmohasis should be qiven to:

-- examining the canmacity of all G0S agencies to neriodically
specify their oersonnel requirements (new staff and
ungrading for incumhents). This should include detailed
descrintions of the number and auality of
mannower/training staff in each 6G0S agency and the nature
of the nrocedures used to nredict training requirements;

-- examining the validity of current nrocedures. For
examnle, to what extent recquirements are bhased unon
aonrooriate job descrintions and assessment of incumbent
capacity to nerform jobs;

-- examining the realtionship of nublic sector manpower
requirements to similar requirements in the orivate
sector. Individual will not he coxvected to carry out a
national manmowrr nlan, bul rather to coordinate nublic
sector demand nrojections with aothers in the G0OS5
resnonsible for assessing overall laboer force demand,

() On the bhasis of findings from (1) above, write a renort
which details current nolicies, nractices and nrocedures for
nroviding current nublic sector mannower requirements and
nrojecting in-service nre-service requirements. The renort should
contain recommendations for improving the camacity of the 605 to
smhacifv its nublic sector mammower readuirements.
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(3) review nolicies and nractices which imnact utilization of
randower within the nublic soctor and write a report which details
azisting noliciers and onerational nrocedures »lus recommendations
for ontinizing the use of oxisting civil servants., (This renort
nay by conbrined with the one noted in (2) above).

(4) on the basis of the GO5 reaction to the renorts in (?)
and (3) above, nrepare a work osroqram for develoning over a neriod
nf 12-12 months an institutionalized Swazi canacity to assess
current mannower reauirements and forecast civil service
requir2ments. This orogran should outline smeciflic stens for:

-- Adevaloning the Jdata base for forecastindg;

-- laying out the nrojection methodologies to he used for
forecasting;

-~ Adifferentiating between the auanitity of manpower
reauirements and the aquality of civil servants;

-~ training staff within GNOS anencies and the bepartment of
Fostablinhmonts and Training in in-service nroqgrams and,
for a feu key individuals, overseas trainina, to carry out
the forccasting.,

{(5) 1t is cxnected that the advisor will coordinate his work
with the NDenartment of Bconomic Planning and Statistics to assure
comnarahility of »~uhlic sector manpower demand »rojections with
those for the nrivate sector bheing develoned hy Fconomic Planninfg,

(h) "rovide neriodic renorts to the Director of
rstablishments and Training, tne content and timing to be
detarmined hy the Director.

Place of “ork:

Individual will be a technical advisor to the GOS hired
Yarcunh a contractor., His/her immediate sunervisor will be the
ety hireckor, NDonartment of Establishments and Training,
flividlual will be located at the Nepartment's offices in Mbabane,
Iredividual will Lo sznocted to cooncrate fully with other divisions
within thne Honartment of Fstablishments and Training and with the
srincinal nersnnnal offiecnrs of other ministries and denartments.
It is exnected that a consilerable amount of time during the
initial months »f the assiqanment will be snent in analyzing and
forecasting cadability wichin 605 aqz2ncies and in assisting such
affices and staffs to imonrove their nersonnel information retricval
t=chniaurs in lir? with the 605 overall »ublie sector forecasting
‘m’r]()] -




4, Tralditional Sector Training Snecialist

Tine vrame: Two vears, full-time.
Nuty Station: Mbabane, 4Swaziland

Nualifications:

Prefer M.A, or Ph.n, in Anthronoloqgy/turalsSocioloqy with
demonstrable exnerience in nonformal education. Previous
exnerience in Africa, csnecially southern Nfrica, including
assignment to a governmental aqgency, is highly desirahle.
Exnmerience in agriculture extension and evaluation research is also
desirable.

Terms of Referenceo:

The Traditional Sector Training Snecialistwill advise two
sections of the "inistry of Agriculture and Cooneratives (MOAC),
Community Develonment (CD' and Yome Kconomics (HE) on exnanded
traditional sector trairing and orientation nroqrams. The CD
“roqram is for chirfs, chinfs' deputies, chiefs' advisory council
menpera, and members of local develooment-rolated committeoes., The
HE oroaram is for members of women's self-heln organizations.
Within the indicated tireframe, the Snccialist will:

-- work with N and UKL in desiqgning and administering
develonment training/orientation/motivation nroqgrams for
traditional or local leaders and for rural women's
organizations;

-- heln monitor and evaluate expanded training nrograms of &
and HE; nrovide auarterly evaluation remorts to AID;

-- helo identify in~-service training needs of CD and HE staff
in order to gsunport exmanding training »rograms;

-- with the Swazi Community Leadershin Advisor train a junior

Community Leadershin Soecialist (CLS) in the nlanning and
administration of traditional leader training.

S. Contractor Ficld Reprosentative/Chiof of Party

Tine Frame 5.5 years (Arril 1985 - Seot, 1990)

Oualifications:

Ph,, or M,A, in Public Administration or one of the
davielonment-related Social Sciences with 10 years (five of them at
a suncrvisory level) cxperience in the management and Jdirccting of
social service/training nrograms. Five years experience in
devieloning countries mandatory. African experience at the “Ministry
level highly desirable.
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Nuties:

As Contract Renresentative, have oversight resoonsibility for
all individuals hired under the Technical Services Contract and
serving in Swaziland, including the following:

-- Technical Advisor in supoort of the Traditional
lLeaders/Rural Women's Associations nroject element.

-- Community TlLeadershin 3necialist (the function here will be
totally administrative as the Snecialist will serve as
thouah in a line canacity under the °h Division Chief)

-=  Technical Advisor serving in the Denartment of
I'stablishments anl Training

wWill br resnonsihle for submitting the following renorts to
IMMEATD:

-- Monthly nrogress renort summarizing the snecific reaquests
for long- and short-term technical services and in-country
training nroqgrams

-- Semi-annual nrogress and financial renort summarizing
information on each long-term OPEXer and technical advisor
and ecach short-term technical adviso

Further, using staff assiqgned to the various nroject elements,
will orovide to NSAID:

-- MNetaile’ Annual Work Plans for TL/IW an:d DC nroject
2lements

-~ Year-cond summary for TL/RW and NC nroject ~lements

In conjunction with the requesting Ministries, assume both
home office and in-country resmonsibility for:

-- the recruiting and backstonning for all Operational
xnerte and long-term technical advisors, including the
nrocurement of job-related commodities

-- the recruiting and bhackstonning of short-term smecialists

As35i5t the Fducation Officer where annropriate in the drafting
of reauired AID Jdocumentation,

<
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S»rve as key facilitator in the design, coordination an-
imnlementation of all contract-snonsored in-country trainina
nrodqrams, to include:

-~ the nrovision of short-term technical services as recuireAr
-~ the procurement of sunnlies and ~auipment for
narticioating Swazi institutions,.

lork with the URDO in the evaluation and nrioritization of G0S
and nrivate sector requests for long-term (OPEX and advisory) and
short-term snecialized services

In coordination with the HRDO, liaise with the Princioals of
the GO5 training institutions concerning all onerational and
financinl matters relating to in-country training nronqrams
sunmorted under the nroject.

Juty Station: At the Swaziland Institute of Management and pPublic
Administration (SIMPA); residing in Mbabane,




