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TRAINING FOR RURAL DEVELOPMENT I AND II 

FINAL REPORT 

by 

Janet Poley, PrDjRct Advisor 

I. INTRODUCTION 

The TrainirHJ {:or Rural Develo~ment Projects I .nd II ... ere 
implemented by tn. U.S. DepArtment of Agriculture, Office of 
International Cooperation And Development. USDA'. 
involvement in both projex:ts dates bacl( to 1978 ... hen Dr. 
Poley was asked to as.ist in the development of the Phase I 
Project following the visit of President Julius Nyerere to 
the United States. During former President Nyerere's visit 
he requested USAID a!i~:istance ill the area of human resource 
development, particularly as related to increasing 
agricultural and livestock production in Tanzania. 

In July 1979 the Phase I Project was approved by AID/W for 
five year. at a 5ix million dollar level. Phase I focused 
1 argel y on long-term degree tral,.,i ng to assi at the 
agricultural sector and pilot tL.ting some new approaches to 
incountry rural dev.lopment training. 

Project implementation began in Octob~r, 1979, .s Dr. Poley 
became the Project Advisor and three Tanzanian 
implementation officers traveled to the U.S. to assist in 
placement effort5 for the long-term trainees. During this 
period strategic discussions were also held about possible 
approaches to :ncouhtry training development. 

In February~ 1980 Dr. Poley departed for long-term resident 
assignment in Tanzania, the first group of Tanzanian 
long-term trainees departed for U.S. in January and ... ith the 
assistance of .hort-term USDA identified consultants 
initiation of incountry tr.ining design ef~crts began. 

TRD was not the first U.S. ~um.n resource d.velopment effort 
in Tanzania. In many respects TRD ..... a culmin.tion of 
earlier USAID efforts that had begun there in the 1960s. 
~any of the key Tanzani.n project implementor. had been 
American educated .s part of USAID's involvement in 
Community Development, the Agricultural Manpower Development 
Project, the Masai Range Management PrOject9 the 
Agricultural Education and Extension Project. 

After £valuations of both the long-term training and 
incountry training initiated under TRD I, the Phase II 
Project ... as approved in September, 1981. TRID II ... as approved 
at an 18.5 million dollar level and was to continue through 
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FY 1987. Phase II was to develop A model rurAl development 
trAining system in five high production potential regions of 
TAnzania (Iringa, MbeYA, Ruvuma, RukwA And ArushA), improve 
management capability in these regions and Assist with 
Additional short-term and long-term u.s. trAining AS 
required to meet thQ country~c rural development needs. 

All USAID And TanZAnian evaluations of thQ Project judged it 
to be highly successful. However, certAin circumstances 
were created aver the life of TRD that reduced USAID 
financing, shortened the life of TRD II, extended the life 
of TRD I. (TRD II will close April 1986 and TRD I will close 
in September, 1986). 1985 was a very difficult year for the 
Project, but with Dr. Poley's departure in January, 1986 it 
appeared that TRO would be institutionalized in the 
Tanzanian system, with the Ministry of Community Development 
coordinating the TRO program and over time extending the 
efforts from a five region focus to a national effort • 

. In addition, following Dr. Poley's departure, former 
President Carter accompanied a Japanese entrepreneur to 
Tanzania and plans were developed for a five year program to 
assist Iringa, Mbeya, Ruvuma and Rukwa regions to continue 
efforts toward increasing agricultural production. Reports 
bai-k from Tanzania indicate that TRD villages in the four 
regions will become the base for this new initiative. 
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I.TRD GOALS~ PHI~PHY AND METHODS 

Go~ls 

Training for RurAl D.v.n~pment has •• its ~imary goals 
incre~sing agricultural and livestock production and 
iapraving the qu~lity of life in ~llAges in Iringa, Mbey~, 
Ruvuma, Rukw~ and Arusha Regions. 

To assist in achieving ~ •• e goals TRD is attempting to 
establish a model rural development tr~ini"g system that is 
Multi-disciplinary in .cope, need ~d problem focused and 
Ac~ompanied with systematic follo~p. to .~5e5~ progress. 

Philosophy ~nd Approach 

TRD was desi ~ned to assi -st the Tarc;ami an Government in 
achieving its stated development phiJl'Csopny of 
self-reliance and peoples~ participation. The village is 
the primary focus of attention in ~ Projwct and TRD 
trainers and managers a~ attemptim~ to empower vill~gers 
to identify and learn t~ solve th~~ ~wn problems and to 
better manage tne aff ai!T'''5 of theilr !t:Dmmuni tl es. 

To accompl i sh t'h'l.'S TRD tflae used a s¥'StelBli .Approach wor ki ng 
at village,ward, distrh:t, regional cilmd national levelli with 
all those that must man~e and cooperate in assisting 
vi llagers to achieve rlr."al develapJllem,1t. 

A developmental precess view of ~&l development is used, 
recogni zing that rural ct.e.welcp.ltU!n't 'It.ake. time and that 
creativity and flexibility are reqw.D.Jr·ed 1;0 _~hieve the end 
resul ts. All TRID acti vJ.t:i es are b.asejf on needs assessment 
SD that trai ni ng progr.ams are d'l!s.d~ ... fter i denti fyi ng the 
felt needs and problems o'F 1thosti ~ !be t. .. r-ained. Follow-up 
and assessment are done '!t'C) ~'!u!ii I~t ~..1:t.Gager •• nd managers in 
implementation, i'CIentify mew tr.,i,-;,:i;n:g needs And to determine 
how training programs cam be J.,mpr~ .. 

Team Bui 1 di ng and Net...mJrlki ng wei"': l!fiStZilli.l components of 
the .ntire TRD process. j[t is the ;pirDject·. view that 
groups of people, after :i:dentifyim'g ia'llllm0T1 goals and 
_gr •• ing on steps tD be -It·aken to smll'Wl! prabl.ms , can 

"achieve more than individuals and r.acrr; support each ~her in 
the process of implementation. More ~an 3,000 Tanzani~ns 
were involved in Project implementaU:.:ii·cn arm 1J\ore than l~,OOO 
villagers. PartiCipatory leadershi~ .nd m~n~gement are 
emphasized and TRD has -followed tt.le' assumption that people 
who work together wnould be trained ~Dgether. 

Status differences diminished over tne li~. of the projects 
among rural development ~orkers~ wit~ Natinn.l~ Regional, 
District and Training Center staffs IMIDr~dn~ .ore equally and 
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comfortably with each other and with villagers. Listeninq 
to the ideas of others and jOintly making decisions i. 
emphasized. 

Hard Work and committment to creating change in the rural 
develo~ment system TRD norms developed. Ambitious Action 
Plans are prepared by those who must implement them 
(villager$, ward secretaries, district £nd regional 
officials) and shared with their colleagues. Satisfaction 
is achieved as teams are later able to report to others in 
the TRD system what they have been able to achieve. 
Support, concern and helpful feedback from other. in the 
project also assisted in goal accomplishment. 

II. PROJECT INPUTS: U.S. 

Total Financing 

TRD I received all the expected grant of six million 
dollars. TRD II because of 620 and 620Q restrictions 
received $4.265 million, rather than the expected $18.5 
million. This TRD II allocation included a $1.19 million 
allocation under 617, which also shortened the life of the 
project. Total USAID financing was $11.455 million. 

Beginning in 1983 TRD began to get substantial assistance 
from funds generated from the Food for Peace Program. As of 
December 1985, TRD had been granted 24.6 million shillings 
from PL 480 funds. In addition, the Tanzanian Government 
increased its local contribution to the Project and UNICEF 
contributed to Project implementation. 

Considering existing pipeline money, TRD should be in a 
reasonable financial position until December, 1986, which 
should allow some time for working out new arrangements with 
other donors. 

Technical Assistance 

Long-Term 

Dr. Janet K. Poley, Project Advisor (1980-B~) 

nr. H. Gene Pause, Assistant Project Advisor(1983-B5) 

Short-Term in Tanzania 

(A number of these consultants made multiple visits to 
Tanzania and several also contributed to U.S. short course 
conducted in the u.S. for various Tanzanian groups). 

Bill LeClere, Private Management Consultant 

L ~I 
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Settye Harrison Burns, PrivAte MAnAgement Consultant 
Dr. FrAnk Fender, USDA/OICD:Ag Economist 
Dr. John Maland, Southern University 
Ran Margan, Private M~nagem~nt ConsultAnt 
Sam Comer, North Carolin~ A ~ T 
Jake Pfahl, Priv~te Trainer ~nd AV Specialist 
Kathy Alison, USDA/OICD: AV Specialist 
Noel Berge, Thunder and Associates, Micro-Computer 
Charles North, Micro-computer 
Claudi~ Liebler, Private Management Consultant 
Bo Re~ak, Private Management Consultant 
Dr.John Steele, USDA/OICD:Ag Economist 

Jim Toshima, Private Management Con.ult~nt 
Garry Thomas, Anthropologist, Ithaca College 
Katherine Heinman, Management Intern, LibrArian 

Charles North, Computer Consultant 
In addition to the names mentioned above Dr. Joan Wallaca, 

OICD Administrator visited the project as did Dr. A.J. Dye, 
OICD Africa Program Leader. 

TRAINING 

The Projects provided 95 TanZAnians with long-term degree 
training with 80 of these trained under Phase I of the 
Project. The majority of the long term training 
opportunities were provided in the fields of agricultu~e And 
livestock development~ with some assistance in the fields of 
planning, management and natural resour~e development. These 
participants also received some specialized short cour~e 
training in training and management and ~ttended spec;,ally 
arranged Tanzanian mid-winter seminars. 

Nearly 150 Tanzanians received short term U.S. training. 
Four u.s. Training of Trainers courses were conducted for 86 
participants to staff the TRDCs, districts, regions, 
Institute for Development Management and Institute for Rural 
Development Planning. Twenty four senior TanZAnians 
participated in a five week EHecutive MAnagement Training 
Seminar. Two Tanzanians received indepth micro-computer 
training, one received indepth Audio-visual training and the 
remaining received techniCAl trAining in the sectors with 
~hich the project was working. 

Incountry more thAn 200 villages hAve participated in 
village training activities (these activities Are d~scribed 
in the section of the report on village training). More 
than 15,000 villagers have received one or more trainings. 

Forty incountry man~gement training programs were conducted 
for 721 participants. (A computerized listing of management 
training participants is in the Coordination Office computer 

I 
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including names, loc.tions, •• ctor •• nd training 
attended.)Fift •• n follow-ups were conducted to provide 
management consultation .nd .5 •••• result. of the tr.ining. 
The early man.gement tr.ining programs were conducted with 
co-training between American .nd T.nzani.n tr.iner •• nd the 
later tr.ining w.s conduct.d by IDM .t.ff. 

Five incountry training of tr.iners progr.ms were conducted 
by the Project ~dvi&or co-tr~ining with T.nzAniAns and the 
AssistAnt Project Advisor. One hundred .nd .eventy-one 
pArticipants were tr.in.d for TRDCs, Regions, Di.trict., 
Cooperative College Moshi, Community D~velopment Tr.ining 
Institutes, Institute for Development Man.gement, MATIs And 
LITIs. 

One incountry audio-visual workshop was held training 24 TRD 
trainers. 

Two incountry micro-computer workshops were conducted and 
additional consultancy provided. 

Annual workshops were held incountry for all village 
trainers in either December or January to provide annual 
reports on village training progress, develop action plans 
for the coming year and to received refresher training. 
Reports from these workshops Are on file in USAID. 

In country training .nd consultancy were provided to the 
staff .nd village leAders involved in implementing the Mbeya 
Farm Service Center. 

A number of the above mentioned activities from 1983 - 1985 
were financed through sources other than dir.ct project 
money~ particularly PL 480 funds. However, project 
financing provided technical assistance and training 
materials support. 

COMMODITY ASSISTANCE 

Commodity .ssistance was provided ov.r the life of the 
project to the four TRDCs, to the Mbeya Farm Service Canter, 
Project Coordin.tion Office, region~l TRD coordinators, 
IDM,IRDP,CEC - Sokoine University, and CDTI Tangeru. Thi. 
~ssistance included trAining suppli.s .nd mAteri.ls, office 
furniture and equipment, kitchen and dormitory supplies .nd 
equipment, Audio-visual, micro-computer, vehicles and 
vehicle spare, books, f.rm and demonstration .quiprlent, .nd 
building supplies and equipment. 

Sample computer inventories of TRD commodities i~ .tt.ched 
as is a computer distribution list for incoming USDA 
commodities not yet on .ita. 
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Procurement sources included Tanzania, Kenya, Zimbabwe and 
the United States through Chemonics, Franklin EMport and 
USDA. 

III. VILLAGE TRAINING ACTIVITIES 

INTRODUCTION 

Village training is the most important TRD activity. 
Empowering the villages to identify their own problems, 
generate possible solutions, develop action pl~ns and 
implement them is the core of TRD. Villag~rs are seen by 
the project as adults with e~pariences who do things .s they 
do for a reason. TRD trainers act as facilitators to help 
villagers articulate their needs, give them new skills in 
management, pl.nning, agriculture, livestock, natural 
resources, community developmant, cooperatives, home 
economics and family planning, and help them over time learn 
to solve their own problems. 

At present TRD is wor~'ing with more than 100 villages in the 
five regions. 

WHO ARE THE VILLAGE TRAINERS 

All village training is done ~y Tanzanians from the sectors 
of agriculture, livestock, community developmant, natural 
resources and cooperatives. All staff were seconded to the 
project alroady having completed certificates, diplomas or 
BSC degrees in their fields of specialization. 

t: • . 
Before beginning work with the project th •• e trainers 
attended a Training of Trainers course (There have been 
seven TOT courses sinc~ the beginning of the project. Four 
of these were held in the U.S. The lest three have been 
held in Tanzania. The lAst two courses conducted were 
trained by Dr. Poley with Tanzanian co-trainers, so the 
skill o·F training new trainers can also be transferred 
incountry.). TOT involves l.arning how to help adults 
learn. It is based on the most modern res.Arch about how 
best to assist adults to gain new knowledge, change 
attitudes and practice new skills. During TOT tr~inees are 
given time to practice Acting as a fa~ilitator using their 
~o-trainaes as p6rticipants. They learn how to b.se 
training designs on partiipant nweds, how to use 
partiCipatory training methods, such as small group 
discussions, role-plays, case studies, games and exercises. 

Trainees receive feedback on their training performance from 
the trainers and through the use of videotape which is 
played back to show tham how well they performed. 
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After TOT trainers are assigned either to Training For Rural 
Developm~nt Centers (TRDCs) located at Ruaha, Uyol., Mlale 
and Monduli, or become Regional or District trainers who are 
to assist with village interventions and follow-up work. 

By having a multi-disciplinary staf{- problems rural 
development problems requiring a.sistance from more thAn one 
sector can be more sCienfically approached. 

WHAT ARE TRDCs? 

A Training for Rural Development Center (TRDC) is a 
residential training facility where villagers from three or 
more villages can be brought together for training. In 
addition to classroom and dormitory facilities TRDCs are 
being developed to include a variety of rural development 
damonstration projects. For example at TRDC Ruaha ~ the 
oldest of the Project's facilities, there are horticultural 
gardening demonstrations including use of bio-intensive 
gardening (use of compost and manure), maize, beans and 
fruit demonstrations. An improved dairy project and new 
milking parlor are in procesfi.Piggery and poultry projects 
are operational. For natural resources the TRDC uses the 
near-by ,'egional forestry unit. They have also re-furbished 
the fish pond (which was dry when TRD took over) and are 
establishing a beekeeping project. Oxen are also used by 
the Center to demonstrate with villagers. A biogas unit was 
located at the Center by SIDO and UNICEF has constructed an 
inexpensive attractive house of local mater~als. 

To support the live demonstrations upon which villagers 
actually work during training the Center has been developing 
videotape and slide presentations to assist in training. A 
new audio-visual and micro-computer facility is being built 
at TRDC Ruaha, along with a new dormitory. Ruaha, which 
coordinates activities of the other TRDCs, will service 
other centers in assisting with village data processing and 
more sophisticated audio-visual development. 

TRDC Uyole was the second canter to begin operation, it has 
less land area than TRDC Ruaha, but cooperates with its next 
door neighbor SKU in using some of its facilities to train 
~illagers, particularly in livestock. Gardening, maize and 
fruit demonstrations are in place and poultry and forestry 
projects are being established.New construction will include 
four additional staff houses, a store and new dormitory. 

TRDC Mlale is a very large land area. Gardening and maize 
projects have been established, as has piggery. The 
facility for the dairy project is being renovated and dairy 
animals are being obtained from TRDC Ruaha and with the help 
of the Ruvuma RLDO. Other projects are in the planning 
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stages.Additional staff housing will be constructed by the 
project. A generator has been purchased and wiring of the 
facilities is nearly complete. 

TRDC Monduli, the newest TRDC, is situated 
farming site including coffee and cattle. 
small scal. projects are being e.tablished 
staff housing, finishing the classroom and 
scheduled construction projects. 

VILLAGE TRAINING 

on a large 
Other additional 
this year. New 
kitchen are 

All Project Regions have a Regional Coordinating Committee 
(RCC) chaired by the Regional Development Director and 
including Regional Functional Managers, District Executive 
Directors and TRD Coordinator for the Region.The RCC chooses 
the villages to be involved in the project according to 
established criteria. (The RCC also oversees all aspects of 
the Project in the Region under the guidance of NCC). 

VILLAGE INTERVENTION 

After a village has been chosen to join TRD, a team of 3 - 4 
trainers go and live in that village for approximately 2 
weeks, during wh ch time they conduct a needs assessment 
survey for basellne and training design purposes. After 
conduct of the survey, they do the first training with the 
village around some of the priority problem areas the 
village has identified. At the end of the training, the 
villagers select from 12 -15 of their members (again 
according to criteria) to attend a one month introductory 
residential training at a TRDC. Those who attend training 
are village leaders and progressive farmers. A spacial 
effort is made to try to encourage villages to also include 
women in the group. 

INTRODUCTORY RESIDENTIAL TRAINING 

This one month training program brings villagers from three 
to four villages together (whether it is three or four 
depends on Center capacity). Hare according to the earlier 
identified needs, trainers a •• ist them in learning 
management, planning, communication, coordination and 
leadership skills. They learn modern agricultural practices 
and livestock husbandry, forestry and fisheries, again 
depending on need. They practice these skills in the TRDC 
demonstration projects. During the fourth week the 
villagers sit together and develop an action plan which they 
will use upon return home to try to .olve some of their 
priority problems. At the end of the week each village 
presents their plans to the others for comments and 
feedback. 

I \\ 
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Slides, videotapes, films, graphics and other teaching aids 
are also used during the training. When possible field 
trips to nearby villages are also included. 

VILLAGE FOLLOW-UPS 

After villagers h~ve returned home they are visted later by 
TRD trainera to 1) assess the progress they have been able 
to make in completing their action plans 2) determine what 
problems they have encountered and identify new training 
needs ~nd 3) assist them as conSUltants in solving problems 
on the spot. Follow-up reports are written and serve to 
guide future action on the part of TRD , as well as at Ward, 
District and Region~l levels. 

TECHNICAL NEEDS ASSESSMENT AND TECHNICAL TRAINING 

TRDCs also offer specific technical training progr~ms. 
Teams from the varioua sectors visit villages to do a more 
detailed analysis of their technical training needs in 
agriculture, livestock, home economics, natural resources, 
community development and cooperatives. After needs 
assessment villagers with similar technical problems are 
invited to another residential training at a TRDC for a more 
indepth training (usually 2 weeks in length). These 
techn~cal training programs are followed up in the same 
manner as previously described. 

LINKAGE WITH OTHER ACTIVITIES 

NCC and RCCs have decided that when possible and appropriate 
TRD training should be linked with other projects providing 
material assistance to villagea, so that these material 
inputs can be better utilized. 

Also TRD trainers often serve a communicator link~e role 
with Ward, District and Regional managers and, technicians to 
help acquire better services to the villages. 

IMPACT OF VILLAGE TRAINING 

During July and Augus't Ctf 1984 TRD conducted an impact 
survey of th~ first 14 village. in the Project. The results 
were very encouraging. The draft analysis h~s been prepared 
and reviewed with Dr. Maeda, IKULU, Dr. Keregero, Director 
Continuing Education Center, Dr. Mmbaga and C~shmir Nyoni, 
IDM, as weI! as TRD Princip3ls and staff. A second draft of 
the report is nearing completion. 

Results indicate that agricultural production has increased 
nearly threefold fer most TRD villages. (This increase has 
been on both village shamba and individual plots). 
Agricultural practices such as ground preparation, planting, 
weeding, spacing, fertilizing (chemical and comp05t/manure) 
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have changed. Many more villager~ are growing veQataDle 
gardens, which should contribute to both improved nutrition 
and incom~= More villagers are raising dairy cattle and 
doing more intensive poultry keeping. 

Several Villages are establishing ca.h crop production, 
where it did not exist previously. Villages are 
experimenting with various work arrang.ments and incentive 
schemes - such as tobacco brigades in Kiwere village based 
on five families working together. 

Before TRD the majority of the.e villages had counc~ls in 
names only and leadership was very authoritarian. \Jill~ge 
participation in meetings has increased with more than 90X 
of the respondents repor~ing they participated in village 
meetings. These villag.s hold regular meetings, most h~ve a 
meeting calendar <although it i. not always followed), ~nd 
most appear to know what participatory leader.hip should be. 
While leadership p~obl&ms still exist many more aver~ge 
villagers can now identify the problem, which is the first 
step toward a solutio~. More villagers now appear to be 
taking reponsibility for and initiatives in trying to solve 
some of their own problems, rather th~n waiting or others to 
do it. 

The responsibility and meaning of Village Government now 
seems to be firmly established in all 14 villages. Rugul~r 
meetings are held, the majority keep minutes and there is a 
high level of attendance at village assembly meetings. 

Since village technici~ns receive TRD training along with 
the villagers with whom they work, it is interesting to note 
attitude shifts amor.g those who have been TRD trained. They 
are much less likely to think villagers are irrational, 
conservative and unwilling to change and more likely now to 
collaborate and work with villagers in arriving at solutions 
to problems. 

B5X of all the respondents to the survey <both TRD and 
non-TRD trained) though TRD had contributed to village 
improvements. More than three-fourths of the non-TRD 
trained respondents reported learning something from a TRD 
trained person. (A higher than expected spread effect). 

~' . \ 
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VILLAGE RECORD KEEPING AND INFORMATION SYSTEM 

AT TRDC Ruaha computer ,.ecord. Ilr"e ke.pt of all type. of 
t,.aining Tor e~ch village, nameE aT participants by •• x and 
including the trainer. who conduct.d .. ch activity. Ru.hM 
will kellp • master .. t Ter all regions Bud other ,..gions 
will ~v. computer disks Ter th.ir r~j~1s. 

Ther. still remains major ~ompute,. data inputting with the 
Villa;. lni~maticn Syst .. and most ,..cent impact study. It 
is hoped that perhaps EEC Tinancin~ And iJdditional 
assistance TOr" Aida l.inikA, TRD micrc-c~mputer .pecialist, 
plus the inccming comput.rs for TRDC Uyo'e, Mlale~ and 
Monduli will help this situation sa that each center can 
enter its own dat • .and ttMtn 'transmi·t it 'by di sk to TRDC 
Ruaha. ine .purch.se of the new h.,.d disk plus naw software 
program. whid't '.re -muen less r:umbwrscme than DB Master wi 11 
make thi~ job I!asier in the future .. 

IV. FARM SERVICE CENTER 

Introduction 

During the April 1983 Regicn~l Functionnl Man~geis training 
in Arusha, the Mbeya team decided to wor"k on planning to get 
at least one Farm Service Canter built and operational. 
Farm Service Centers had been identified by the Region as a 
priority under te RIDEP study, but no concrete 
implementation action had materialized. They developed a 
comprehensive action plan by the end of t,.aining. 

Financing And Organization 

The RDD Mbeya was strongly ~ammitted to 9Rttin9 at least one 
FSC operational anU ~t~ ai~uw.i'OTl5 wi"t:h he ~nd hi s team~ 

it was decided that TRD cauld a.sist with Bom. funding and 
that we would attempt to request PL 480 money to aasist with 
local currency need.. Vil·l.~. would fin.nce the ,.emaining 
neces~ry funds .nd .-.jst ...uth .. lof-ha.lp. 

The Regien preparwd • proposal .nd the RDD presented the 
case to the PL 480 Committ.e, r~ting jn an increase in 
~he PL ~80 .11Dtmant to iRD ~ar the purpose of assiBting the 
Farm Service Center, with the undRrstanding that the Center 
would be a ~ooperativ. Joint Venture with 29 villages 
particip.ting and .t the end of the developmental period the 
FSC would be owned and operated by the villagers and they 
wOLll d 'have ttle caTlm,i 1 i ty t'O mana13e it themsel ves. 

A cross-sector~l committee was set up under the chairmanship 
of the RDD including agriculture, cooperatives, community 
develcpmmrtll r:1DEP stafill "TRD .~nd DEDs involved. It was 
agreed that the three government technicians identified 
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would assist the Cooperatives as technical aSEistance with 
the idea being that they should work themselves out of a job 
as villagers were .b~ to take over their functions. It was 
agreed that these technicians should receive TRD training as 
trainers and managemnt training. 

Construction plans were prepared, needs assessment was 
conducted with villagers, and a detail~d action plan was 
developed. TRDB was involved relative to a potential loan 
to the Joint Venture. Villagers applying for the Farm 
Service Center positions were interviewed and selected for 
positions. The Cooperatives were registered and the RCO 
worked with PMO on ~rrangements for the joint venture. 

Villagers donated bricks and using PL 480 monies local 
commodities needed were procured. TRD financing was used to 
purchase a few construction materials unavailable locally, 
such as glass an purchased a lorry ~nd piki piki for the 
project • 

. TRDC Uyole held a specially designed residential training 
program for village cooperative leaders and all those to be 
involved in implementing the Farm Service Center. The 
training focused on helping them to understand the FSC 
concept, who to make it a viable enterprize, cooperative 
legislation, communication, cooperation and management. 

Current Status 

The Iyula Farm Service Center is physically nearly complete, 
with a tremendous effort shown by the villagers. The 
initial training was well received and the trained 
technicians are on sight assisting the villagers. TRDC Uyole 
is making a follow-up with Mbeya RIDEP staff so that FSC 
training needs can be incorporated in the 1986 TRDC Uyole 
Action Plan. 

The Iyula Farm Service Center was dedicated by the Mbeya 
Regional Commissioner in July, 1984. 

.~ 
I 
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V. TRD MANAGEMENT DEVELOPMENT PROGRAMS 

Number of Management Training Courses HLld 

Since March 1982 40 management training courses have been 
conducted under the project with approximately 450 
participants. (The majority of participants at the regional 
and district levels have attended Part I and Part II 
training for a total of seven weeks of management tr~ining 
with follow-up between courses.) 

~h 

Three Executive Senior Management training cour~es have been 
held, one in the United States for 24 top level executives 
and two in Arusha. These groups all issued their own reports 
to the Government recommending further training of this 
type • 

. The management training programs were begun after a needs 
assessment conducted to try to determine the priority 
problems Tan:anian managers were facing. 

WHO ARE THE TRAINERS 

Primary responsibility at present for conducting TRD 
Management Training Programs rests with 10M. During the 
first year of the project 10M trainers co-trained with short 
term American consultants to learn the training technics and 
most up-to-date approaches to management development. 

Since the first year of pilo~ training programs the tOM 
training teams have conducted the majority of these programs 
with no American technical assistance. The only ex~eption 
has been Senior Executive Management Training where TRD has 
continued to use some short term American as&i~tance. Dr. 
Poley and Dr. Pause, stationed in country, have ~ontinued to 
do some co-training with Tanzanian colleagues. 

TRAINING CONTENT AND METHODS 

The section on TRO Training Approach includes the key ideas 
on which the management training programs are based. 
~rainers do not provide answers in the sessions to Rural 
Development problems, but assist participants to develop 
their own answers and plans using modern management 
processes and techniques. 

The courses have been supported by providing participants 
books and readings to which they can refer following the 
course. 
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Complete reports, notes and hand-outs on every TRD 
management training course conducted are on file in the 
Coordination Office and at IDM. Every course vari •• with 
the neeus of the participants and the particular problems 
around which planning focuses. 

The Positive Power and Influence Program (a one week 
intensive session) has been introduced with two of the 
Executive Management Groups and with. Part Three follow-up 
session for Iringa, Mbeya and Ruvuma Regional Functional 
Managers. 

MANAGEMENT TRAINING FOLLOW-UPS 

Two types of management training follow-ups are conducted. 
The first type is TRD Coordination staff visiting Regions 
and some Districts on a regular basis and talking with and 
consulting with managers and teams on problems they are 
facing~ help that they need and progress toward their 
intended goals. 

The second type of follow-up is more formal with IDM 
trainers using questionnaires as guides visiting managers 
trained and attempting to assess the impact of training, 
particularly for the purpose of improving the quality of 
training relative to implementation. 

MANAGEMENT TRAINING RESULTS 

All TRD Management Training programs have been rated very 
useful by those who have participated. On a 10 point scale 
TRD management programs over-all have rated between an 8 and 
9, an ~xceptionally high rating. 

The three senior executive management training groups 
recommended that TRD training should b~ offered to PSs, RCs, 
RDDs,DEDs, RFMs,DFMS, Parastatal Managers, all Directors in 
PMO, all ministry directors, Party Chairman and Secretaries, 
all members of minitry training units, Deans and Heads of 
Departments at Sokoiene University of Agriculture,District 
Councilors, Divisional and Ward Secretaries, Village Leaders 
and all planners. 

For the majority of TRD trained managers changes can be 
aeen. Authorit~rian Leadership is le.s frequently used, 
more teamwork is noticable, communication and feedback is 
more frequent and honest, work habits, planning and 
scheduling are more systematic, time management is 
practiced, secretaries are used to screen visitors, 
delegation is utilized, problem solving skills are used, 
subordinates are given more responsibility and more work is 
getting accomplished. 
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As pal t of TRD Action Planning various teams have undertaken 
projects and either successfully completed them or are 
continuing to struggle to attempt to achieve their goals. 

A number of the District Management teams still need 
assistance, particularly with real on the job problems. 
Delivering this type of assistance to Regions, being fewer 
in number and easier to reach logistically, has meant that 
District managers have not reached the &ame quality and 
intensity of follow-up as Regional teams. 

The Mbeya Farm Service Center Project (described more 
completely elsewhere in this report) stands as an 
outstanding example of something made possible through TRD 
management training. 

GROWING DEMAND SYSTEM AND SPREAD EFFECTS 

The TRD training methods have been institutionalized with 
the 10M training team using the approaches and methods in 
training other management short courses outside the TRD 
system and in training done within their institution. 

Currently TRD is getting more requests for managerial 
training a~sistance, for example CRDB, TARO, TALIRO, PHD, 
CooperAtives etc. than it has staff and financing to 
achieve.~owever, through use of the Training of Trainers 
approach, it is anticipated that with good planning grou~s 
incorporated can be broadened and quality remain high. 

. {b' 
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VI.COMMENTS ON STATUS OF CERTAIN TRD COMPONENTS 

InBtitutionali%~tion: Prior to the departure of the TRD 
Project Advisor the National Coordinating Committee made an 
intensive effort to ~S5ure Project institution~lization. 
Given that there were factions within the Tan%~nian 
Government that had been attempting to kill TRD since March 
of 1984 for political reasons and that a new T~nzanian 
.dministr~tion had come into power in October 1985 with some 
personnel changes, this effort was critical to TRD survival. 

A decision was made to set up a Department of Training for 
Rural Development in the Ministry of Community Development 
with TRD Project Coordinator J. Mang~ung'ula to serve as its 
new director. The Principal Secretary of this ministry, the 
Commissioner for Community Development and their staffs 
attended the TRD Trainers Workshop in January to work out 
details for the institutionalization. 

It was intended that the N~tional Coordinating Committee 
would be retained and expanded incorporating Region~l 
Development Directors that over time want to budget for and 
incorporate TRD into new regions. Linkages with new funding 
sources such as UNICEF~ FAD and EEC were underway, as well 
as the potential in what is being called the Carter 
initiat~ve. 

It was also recommended that a new strong Assistant Director 
should be identified from existing TRD staff to ~$si&t 
Mang~ungPula. 

As the Project is institutionali%ed under the new Ministry 
it is hoped that the original institutionali%ation plan 
linking up with Tengeru can be implemented~ including 
putting the new Tengeru syllabus in place. 

Project Advisor left with the Project Coordin~tor the draft 
syllabus including the back-up computer disks. 

Ideally ~ll involved parties will meet under NCC auspices 
~nd assure that the coll~bor~tive relationships developed 
under TRD continue and that ~ five year future 
institutionalization plan be developed. If this plan is 
~one ~ppropriat~ly and collaboratively it could allow the 
development of CDTI Tengeru along the lines described in 
earlier 1985 institutionalization work, over time spread of 
the project to other regions, eventual merger with Folk 
Develop~~nt Colleges to be supported at least partially with 
Local Government money, putting training centers closer to 
village level and more in control of 10=al population~ a 
plan for retraining Extension staff in TRD methods and 
completing the retraining of MATI-LITI and Cooperative 
College staff. Nearly all of these suggestions have been 
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spelled out in the paper written earlier on Evolution o~ a 
Rur~l Development Training System in Tanzania and the 
Agricultural Extension aspect was set ~orth in A proposal 
provided to Ministry o~ Agriculture Commissioners in late 
October, 1985. De~ining the role o~ the Continuing EducAtion 
Center or Institute in relationship to this process is also 
very important and leaving IDM in isolation to the rest of 
the system would be a mistake. 

All o~ the involved organizations have .RD trained people 
and each o~ the organizations have policy makers ~amiliar 
with the Project. A realistic, a~~ordable, e~~ective 
institutionalization plan will take top level political 
will, true cooperation among groups involved and 
considerable planning work to achieve the objective. 

Ideally this work should be done immediately, or 
considerable momentum ~rom TRD will vanish, as will 
personnel and linkages. 

Commodities and Inventories: A computer listing o~ all TRD 
incoming commodities ~rom USDA and their distribution has 
been prepared and reviewed ~nd agreed to by TRD sta~~. 

Dra~t computer inventories have been prepared o~ all 
commodities currently at TRDCs purchas~d by the Project, as 
well as the Coordination O~~ice, tne UN ~Jats and the DSM 
Warehouse. The Warehou$e print-out f,lOWS where all 
warehouse items are to be distributed. 

TRDCs have been to~d to document any di~~erences in the 
original issuance o~ TRD commodities and what is currently 
in stock (see minutes of Principals meeting week o~ December 
15, 1985). 

LIBRARY SYSTEM 

Sarah Mmari,Coordination O~~ic. Secretary, should be 
scheduled to provide technical assistance to the TRDCs that 
have not completed their libraries and entering them into 
!he comp4ter system. A complete copy o~ the library 
retrival system is in the coordination o~~icw and lhe 
incoming beoks should be incorporated in the systJm as well. , 

AV and OFFSET PRESS 

Paul Sinyangwe,Project Audio Visual Specialist, should be 
the primary consultant on any o~ the current or incoming 
eqUipment. TRDC Ruaha 5ta~~ will be trained on .ight on the 
o~~set press. 
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1986 Workshop and Action Plans 

Action plans for village training were completed at the TRO 
Workshop in early January, and should be implemented under 
the au~pices of NCCs,RCCs and the Ministry of Community 
Development. 

Financing and Accounts 

TRO staff i5 well aware of the projected funding it is 
expecting and what accounting will be required. The PL 480 
report has been 6ubmitted to Mini5try of Agriculture and 3 
million shillings is being requested. A follow-up mU5t be 
made with Treasury and DevPlen on the local currency to get 
it released for construction and the 1.7 million from USAI0 
must be accounted for after Trainers Workshop. The 1.3 
million from PMD should also be secured and put to wor~' in 
the TRD System. Staffs should continue to work closely with 
Regions on the 1986/87 Budget estimates and should explore 
all possible reimbursable programs. 

Training Materials and Manuals 

Sarah Mmari,Coordination Office Secretary, completed the 
computer inputting of the TOT Manual as drafted by Liebler. 
10M will work to complete the manual~ 

Nyoni and Mmbaga, 10M trainer5, will work toward management 
training manuals. 

If the COTI syllabu5 work is revived 10M end Sokoine 
University would be expected to play key roles. The TOT 
manual as developed could be a basic working document for 
the adult education part of the syllabus, but many other 
manuals will have to be developed as well. 

Computer 

Mrs. Isinika, Project Comput.r Specialist, will provide the 
leader5hip for future development of the computer network, 
VIS, Village Record System, training and aS5istance to 
Regional Planning staffs trying to strengthen this type of 
work. Ide4lly an agreement, if there is remaining money, 
should be set up with a local computer store to provide 
service and spare parts to the computer. The spare parts 
might require USAI0 to pay a certain amount in foreign 
exchange. 
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VII. SUMMARY COMMENTS, CONCLUSIONS AND RECOMMENDATIONS 

Training for Rural Development was designed AS A long-term 
.ffort and on the basis of U.S. and Tanzanian ev~luations 
conducted to date it Appears to be A succRssful initiative 
in the area of human resource development focused on 
improving production and management in the rural areas. 

The unfortunate early termination of U.S. assistance to the 
Tanzanian Training for Rural Development effort will make 
immediate institutionalization efforts more difficult. 
However, indications up to March, 1986 are that the 
Tanzanian Government in general is committed to 
institutionalizing and expanding the program on their own 
and with assistance of non U.S. donors~ such as EEC~ UNICEF 
and FAD as appropriate. 

The Tanzanian Parliament has allocated money for the 
continuation of TRD Management training as conducted by the 
Institute for Development Management. The TRD Project 
Coordination staff is being established as a Directorate in 
the new Ministry of Community Development, with a 
strengthened and expanded staff and role in the Tanzanian 
Rural Development system. 

The TRD Village Training system had adequate local financing 
to carry through 1986~ but the 1986-87 Tanzania Budget 
allocations should be indications of committment to carryon 
the work begun by the Projects. Regions already invovled 
with the Project, as well as several new regions, intend to 
allocate more Regional budget to TRD training. 

The year ahead will be critical as to the 
institutionalization, financing and spread of the Project in 
Tanzania. 

While all TRD Project Paper expected outcomes were achieved 
(notably nearly two y.ars ah.ad of .xpected Project 
completion date) more time will be required to make final 
judgements and conclusions about the long-term effects of 
the project on villagers. 

Over the next several years more village l.vel datA should 
~ecome available from the TRD village impact study process, 
which should increase ability to assess the utility of the 
TRD program. 

It should also be noted that TRD resulted in a considerable 
amount of learning both in the U.S. and Tanzania, as well as 
other countries (~uch as Kenya) about how to design, manage 
and implement a human resource effort. Unfortunately 
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disruptions to Tanzanian-U.S. relations, decline in USAID 
Mission ~n.gement and early closure of the Project 
potentially hamper at pre.ent any futher systematic attempts 
to study or a.se.s the.e processes in more detail in the 
short run. 

Many of the TRD learnings about desig~ and implementation of 
successful Human Resource Development p~ojects is contained 
in a separate paper prepared for the USAID Education and 
Human Resources conference held in Nairobi in 1985. Certain 
Project conclusions about conducting these types of 
act!vities can be derived from this paper, which is 
available from the Development Project Management Center, 
OICD, U.S. Department of Agriculture. 

In addition to the types of learnings and conclusions 
presented there, the .uthor believes that another level of 
learning potentially applicable in the long-run to more 
effective USArD ~ograms and Country-to-Country 
relationships, can be derived from the TRD experience. The 
following description of TRD management over time and some 
aspects particularly related to m~naging social change and 
conflict are presented. No hard and fast conclusions are 
drawn, as the author prefers that more time ~llapse in order 
to gain some distance from the material presented and a 
greater fix can be gained on long-run Tanzanian rural 
development outconss can be judged relative to the Project 
inputs. 

Particularly the ~ast year of TRD implementation was fraught 
with conflict, particularly between USAID managers and TRD 
Project managers and advisors. Much of the literature in 
managerial conflict resolution indicates that interpersonal 
conflicts often revolved around bureaucratic issues such as 
procedures and roles, wDen usually the source of the problem 
is differing gcals. 

It is the perception of the author that such goal 
differences resulted in conflict, albeit unpleasant, 
conflict that may have had both positive and negative 
outcomes. 

TRD staff, including Project Advisors, were working toward a 
stable rural o.velopment training system that would assist 
Tanzanians in ~he future to be more productive and better 
able to manage their own affairs. (Goal) TRD Project staff 
and advisors had little internal project difficult with role 
·conflict, the attitude being each one does what he/she can 
do to move us closer to the shared goal. (Non-rigid role 
definitions). Consequently procedural issues internally 
were relatively easy to manage, because they were approached 
merely as technical problems to be resolved. (procedures) 
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TRD overtime had to live through reacting to various 
configurations within USAID/T around this model. In the TRD 
start-up pha&e Mission staff along with Tanzanian policy 
makers spent considerable time, somfttimes in conflict trying 
to establish the Project Goal: Was TRD to be mainly 
long-term U.S. training, would village training be 
incorporated etc. The debate was hot and heavy. The 
resolution to the debate (which also carried political 
elements) was to phase the project. Conflict that occured 
during this period among USAID/W, USAID/T, Project Advisor 
and Tanzanian policy makers was largely focused on debating 
the merits of the various directions the Project might take. 

Ultimately a compromise solution was the TRD Phase I Project 
that met the Ministry of Agriculture desire for long-term 
training (which carried political weight) and the testing of 
the village training program. 

TRD I implementation moved relatively smoothly~ results of 
the new methods ~nd processes being tested for village 
training began to show promise~ U.S. trainees generally did 
well in school and the TRD II development process began. By 
this time considerable consensus had developed among the 
Tanzanians working with the Project as to what should be the 
TRD II goals. USAID/T Project Officer worked closely with 
the Tanzanians and Project Advisor in facilitating the 
drafting of the paper. 

In May~ 1981~ what those of us working on the paper believed 
would be a final Mission review meeting of the draft~ 
resulted in conflict with the USAID Mission Director over 
the goals of the project. He believed that the Project 
should be directed largely toward managerial and accounting 
training for the parastatals. Verbal conflict ensued and it 
became apparent that a cooling off period was desirable 
prior to attempting resolution. The Project Advisor took 
leave and the Mission Director decided to retire. Following 
this the Mission, Tanzanians and Advisor were able to 
resolve goal differences and complete the paper and bumit it 
to USAID/W. 

USAID/W had originally indicated that it expected the PP to 
go through with no difficult, but enter a new 
administration. TRD was ~he first Project to go through 
ECPR with newlyappointed AA for Africa. Fortunately the 
~oal. had not been focused on parastatal training or TRD II 
would never have survived. Parasta6tals wer.e out, working 
with private producers-where TRD II was focused~ was in. 
After four weeks of work, considerable conflict played out 
in Washington - conflict which was now focused on whether 
there should be any USAID program in Tanzania. After 
Project Advisor returned to Tanzania with no definite 
decision on the fate of the Project, it was finally signed 
late in FY 1981. 
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The rest.~ 1981 and 1~B2 into beginning 19S3 were 
relatively stable. While the U.S.-TAnzanian differences 
remained in the background - Missian ataff/American Pruject 
and Tanzanian Proj.et staff ~orked smoothly together getting 
the village training system .ovin;. Embassy and Mission 
management both understood and supported the directions of 
the man.g.ment and village developm.nt aspects of the 
program. ~il. crcasi~al ~Dle or ~rDcedural conflicts 
developed~ they ~emmed .are ~rDm the intensity of the field 
work and a gro~ing WDUl) of proier:t staff learning about 
their individual and .crk habit di~~~ences. 

1983 began tne ~iod of ~isr~ption ~ith 620 and 620Q. 
Political considerAtians came mor. neavily into play, but 
the interpersonal relatjonshi~ ba~ ~hich had been built 
during the stable ~riod kept avert conflict to a minimum. 

As deeper divi.i~. ~a .. «pparent ~d the beginnings of 
the shutting %fDMn of the iRD Projects began to be seen, TRD 
Mission Project Of~icer and Progr.m Officer departed. 
Mission discussions ~acusing ~ 617 ~unding request appeared 
to Proj~ct staff to be giving TRD lower funding priority 
than other mssiDn Pr.Dj-t!cts. Jt. became apparen'~ that the 
Mission goal to ,end a message to Tanzania by snutting down 
and the Project goal of developing a systainable rural 
development training system were net compatible. However, 
this period of conflict resulted in long discussions between 
the Mission Director at this time and Project Advisor where 
these goal differences were acknowledged and agreement 
reached as to the differenre5 in resp~tive roles. 

During 1984 the shut down became a fact of life with which 
everyone had to cope. TRD received the 617 financing, which 
in retrospe~t, may have been ~ mi.t.~R to accept. TRD 
Project field and Mission staffs worked comfortably 
together. New Mission Project Officer quickly learned and 
appeared to agree ~ith TRD vaal. and processes and developed 
good relationshj~s ~th TanZAnians. Tnis was also a very 
intense year ~or Ameri~en PrOject .taT~, with nearly all 
time spent in the ~ield ~ith ~tiple training programs 
conduct~d, ~id-term .valuati~, ~.ginning of 
institutionalization discussions, intense work with the 
Advisor to the Pr.sident for ~ural DevelopMent. The 
beginning ~l~t-l.Aning T.n:~.n oppasition to the Project 
became evi·derTtinf1ar~ ~ tf1i. ywar. (This DasicAlly came 
from two high placed ~ici.l • .no T.vared a rAdical 
socialist appra.ch ~th £ast.rn ari.ntation). 

Changes in tne Ambassador and DCM .1so occured during this 
year and T-an.:ani." vi ... of l~k of gocd will on the part of 
the U.S. grew stronger. TRD Project staff ~a6 trying to 
e>:tend the remaining ~oreign exchange to make it go as far 
as possible fer as long AS possible. Again differing 
Mission and PrDject ~Dal. evidenced themselves in conflicts 
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over how money should be spent and what priorities should 
be. Mission management style changed from a collaborative 
approach to top-down and largely concerned with commodities 
and accounting issues. 

Early 1985 saw the Tanzanian opposition move strongly to try 
to kill the Project~ largely because it was American. This 
group, committed to the goals of directive leadership and an 
Eastern block view of mobilization was resisted by the 
National Coordinating Committee and Tanzanian Project 
implementors. 

Mission management during this time appeared to move 
completely away from developmental goal orientation toward 
strictly a procedural, "keep our skirts clean view." The 
majority of 1985 discussions with the Mission focused on 
physical things and a caustic element of lack of trust by 
Ac~ing Mission Director of TRD personnel was introduced. 

These forces culminated in what we consider to be the most 
crucial lost opportunity for a resolution to the 
difficulties. When it was learned that TRD I money 
remained~ it offered NCC an opportunity to buy time with the 
forces working in opposition to it by getting an agreement 
to allow things to continue under the auspices of TRO I 
until September, 1986. Tanzanian policy-makers felt 
strongly that this would allow administration change 
disruptions and budgeting processes to smooth out and 
provide a better opportunity for TRD to survive. 

NCC requested that USAID help in allowing the TRD Project 
Advisor to extend until September~ 1986 and support from the 
Mission in assuring that remaining TRD II money would be 
used to institutionalize the program. The May 22 meeting 

(: . 
with the DCM~ in the absenc~ of the Ambassador again 
manifested the goal differences described and was the first 
use of direct intimidation by management as a means for 
dealing with conflict. Several significant things stood out 
in this meeting 1) the fact that the DCM asked the Project 
Advisor if she had been in Tanzania for about two years 
(although DCM was relatively new, it appeared he was poorly 
briefed) 2) the fact that he indicated that what he was 
going to SdY was in his position, not necessarily because he 
as an individual thought it was the right thing to do 3) he 
discussed trye phase-out plan with the Mission Director and 
told him that if he did not stick to the numbers in the 
~hase-out plan, which had been violated when the Mission 
Director extended himself~ this was his last chance to 
demonstrate good faith with the Embassy <trying to 
intimidate Mission Director). He then asked if Mission 
Director would be willing to consider keeping the TRD 
Project Advisor~ but send another American home (the Farming 
Systems Research COP was mentioned by name), to which the 
Mission Director replied he would not 4) he then indicated 
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to me that keeping me on would not be in the ".pirit" of 617 
and until I left the Tanzanians would not take .erious1y the 
Mission c10s. down. 

Two months later this .ame message was formally communicated 
to the Chairm.n of NCC by the Mission Director and thus 
began the efforts of the Tanzanian Government to search for 

.their own means to keep the Project a1i\2. 

" From this point forward it became impossible to find goal 
co-termina1ity with the USAID Mission. By thrusting a 
successful long-term collaborative U.S.-Tanzanian human 
development program, into the middle of a highly polarized 
W.S. and Tanzanian Government disagreement about how to 
restructure the economy, set the stage for intense role and 
procedural conflict and considerable lost opportunities that 

.did not achieve the expected U.S. Mi~sion goals. 

It is the view of the author that two major mistakes were 
~ade on the official American side. One mistake was that 
the Project Advisor's value as a bargaining chip was 
overestimated and secondly and related to the first, was the 
fact that lack of consensus over continuation of TRD on the 
part of some Tanzanians was not well understood politically 
by USAID/T. Thus, TRD was thrust in the middle of the table 
as a point of contention between differing idelogical forces 
~n the Tanzanian side. A rather b~zarre three ~ay tug of 
war ensued, with ironically the Tanzanian left and the 
official U.S. Government Mission focusing on destroying or 
weakening the same target - the Tanzanian group overtly, the 
U.S. Mission, by trying to take one U.S. effort that was 
successful and through bargaining and blackmail try to get 
somethi"1g else it wanted. 

The following paragraph from a letter received by the 
Project Advisor February 24, 1986 after return to the U.S., 
from Dr. Maeda, Julius Nyerere~s Advisor for Rural 
Development perhaps summarizes the view of many Tanzanian 
TRD staff. 

"I cannot find appropriate words to express the 
disappointment I have at our inability to ensure that the 
unique, and indeed the very promising ideals and 
methodologies underlying the TRD project which you developed 
were advanced, or at least retained on the lines we had 
envisaged. I know it doesn't help to continue crying over 
spilt water, but I cannot ~efrain from expressing my 
~i tterness not onl y at the atti tudes of the Da"r es Salaam 
USAID officials towards the life of the Project, but also at 
the irration&lity and obvious lack of prudence for Tanzanian 
peasant long-term interest that was displayed by a couple of 
misguided government officials who were determined to 
discontinue your precious services. My sincere hope is that 
the ideals and ~pirit, as well as the enthusiasm and sense 



of commitment ~ yaw h~~ .a succe5$T~1Iy implanted in 
committed rur~ dR~UDPmamt ~ac~itioner-s in T.nzania will 
continue to fl.·uurisro .. '" 

All indications t~ ~ ~~ been that the Project is 
flourishing, the t~ s~em j5'growi~g and the 
... nageri AI, Adndn:ist:r..t.i't.le strJ!1rlure has been 
institutionalizeD4 ~s3~ plans .re underway to 
incorporate TRD ~t:i 'wli:J:lies 1lrTort:D ".two Dr ±hree more Reg ions in 
the cl~ing 4iscal ~_ 

Ninty percent of ~ Deosi91'l~ «!Sevvlopm.ent and implementation 
was J:h.llenging., exdting" :~~.ding a~ strongl y seemed to 
be showing results. ~t j~ ~~~ of wh.t transpired in the 
six year of implement~i~ ~A ~ocedural oriented USAID in 
lest years of 'Pr~jec.t- r~r ttlan development goal oriented 
and the potent"i 'al 'da~ t,1nillt t'ni & appra.ch mi ght have done 
in a less well gr.cund1!d :pr,Oj'ECt~ should ile analyzed 
systemati call y and 'Pr-.e~:ed "in -future such undertaki ngs. 

Conclusions an~ ·Recommem~mm5 ~cr Consi~eration in 

------------------------------------------------------
Oesi~n and Implement:ilti'Or.\ .of -Futxlre Human Resource 

------------------------------------
Development Programs 

Train;al Devejl~1; .I anD II .din general validated 
(at 11 IZiln"i im -en'ViirnlJl'lmenti) that :J:ertai n frequent 1 y 
di scu'-___ _ ___ ._ about l:iel/.el:cpmsn:t J:.arn wcrik successful 1 y and 
even whi 1 e faci ng ..fi:mantial ;am:j :p.o.ii"i ti cd di ff i cuI ti es. (It 
coul d be argued that the :ne.c:ess'i'tt:-y ':to f aD! these 
di f f i cuI ti es together ac\t.'.u'i\i.U,.y .st:r.engthened rather than 
weakened the TRD t·eam~ .ali:)1~Jit an .cmi r.ltenJ!}ed consequences of 
the actors cuttin~ t~E l~~~ ~f ~~~ject ~ financial 
support) • 

1. A learning, cDnsultative appr,Cach "tD"U!crhnical 
assi stance~ both 1'ong .and srnor± j:-erna., heU:ped provi de the 
necessary managerial., train.in'g .M'ld tet:hrniJ:,ill skills to 
5ustai n the Prt!lj ect after :d'L"PM'1:'.c.trW t;tf ''u's. techni ci ans. 

2. A systems ap.prt!)artn t'nat i'l'tVDlW'l!~ vil.l~., ward, district, 
regional and n.at.ional l~5 arnd ~ll sertnr5 involved with 
rural development :wor,k;ed '5I:u:cessfful1y'!I was instrumental in 
problem sovling., improvilAg JtlertiC31 c'DAUnUnilCation, breaking 
down status barri-er_ .f')1:i .aaisted jn vi:ee.cimg rural 

'Clevelopment probletMi in . ...are 'wtl'onji'Stic ~. 

3. The rolling desi·gn ap.pr'oa'Ch t.o TRD II allowed adequ~te 
flexibility to adj.LlSt :am.d ~t to gDverrnl'Dl!!Mt 
reorganiz ati ons.1I poli'C"y amd l<egi sl~ti ve lCfr..ilmges and sti 11 
achieve project ~~5 ~ ~~s_ 
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4. The phased approach with TRD I primarily involved with 
long-term participant training, w~ile pilto te.ting , 
incountry village training, a.sisted in building a sound 
human resource bas? for later activities, .s well as 
developing a viable and well m.nBg~d village training 
program. 

5. Consciously building on the human resource and 
infrastructure base built through earlier USAID project 
activities in rural development contributed to goal 
achievement. 

6. Collaborative planning and goal agreement developed early 
in the Project among key Tan%anian officials and U.S. 
Project technicians was critical to implementation and 
problem solving. The strong role played by the National 
Coordinating Committee in this regard allowed program 
continuation in the face of the constraints discussed 
earlier in the paper. 

7. While the TRD process was originally envisioned to be at 
least a ten year U.S. assisted effort, with a three year TRD 
III for expansion and institut~onalization purposes, the six 
year life of projects, along with continuity of both 
Tan~anian and ,U.S. personnel did allow a potentially viable 
base to be built and current indications are that it will 
survive. 

8. Development over the life of the project of a commonly 
held TRD philosophy, established norms, procedures and 
language were crucial. 

9. Involving large numbers of people at the various levels 
of the system, 'rather than a "counterpart" approach, and 
assisting in the development of teams and networks cutting 
across various levels improved technical and mana~erial 
performance. This widespread involvement fostered by 
training and meetings built a political support base and 
allowed smooth replacement of personnel required to leave 
the project implementa~i~~ for further stUdies or 
promotions. 

10. ConSistency of personnel both U.S. and Tan~anian was 
maintained. The long-term technicians remained the same 
through the life of the project, short-term consultants were 
la~gely consistent throughout the life of the project 
working both in Tanzania and with Tanzanians studying in the 

-U.S.The Tan~anian National Coordinating Co.mit~ee agreed 
there should be as few staff changes as possible, not only 
in the TRD Coordination Office and Training Centers, but in 
the Project Regions as well and this was adherred to. 

11. In general TRD tried.to avoi~ linear thinking and 
attempted to manage a number of simultaneou& activities thus 
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continually stretching TAnzanian capability, but i~ nearly 
all cases success was possible but required some additional 
work and effort. 

12. Team planning and goal development, adherrance to 
regularly scheduled meetings and action plan timetables were 
important. The annual trainers workshops held every year of 
the Project in December allowed reporting, refresher 
training and development of action plans for the coming 
year. 

13. The manageria~ development and training methods used 
(largely real life problem, experiential learning focused) 
fostered independence, respect, practical and pro-active 
learning of many types (including technical agriculture, 
livestock, natural resource development). In addition the 
methods worked equally well with groups from various levels 
of the system and with differing educational backgrounds. 

14. Approaching gender issues in all levels of training 
programs, having a project goal explicitly focused on 
incorporating more women in to all elements of the project 
and the fact that the Project Advisor happened to be a 
woman, created over the life of the project a steady, 
gradual increase of TRD women staff members, it meant more 
~nd more village women were being incorporated in the 
training programs and there was a discernable improvement in 
awareness and sensitivity on the part of TRD men to the 
importance of dealing with this area if development was to 
occur. 

15. Systemmatic needs assessment ~"d on-going assessment 
processes allowed training to be better targeted to needs 
and implemntors to make continual improvements and 
corrections. 

16. Establishment from the beginning of a project management 
system within the U.S. Department of Agriculture, which 
allowed access to USDA's resources, U.S. universities and 
the private sector. This Arrangement fa~.litated long-term 
participant placement, commodity orders of a technical 
nature, consultant recruitment and access to appropriate 
literature and materials. 

17. The large number of coordinative linkages established 
over the life of the project And TRD's strong reputation for 

··quality training and efficient management facilitated a 
relatively smooth transition to financing from other local 
and external sourceG when USAIO money was cut. 

18. All the early project attention to involving and 
integrating necessary technical sectors to wor~' as teams and 
develop common managerial, training and work approaches-



29. 

plus training to improve technical capability all worked 
together in "c:ommon stense" fashion to contribute in the 
threefold inc:rease in maize production in the Project 
regions during the six yearst. (Iringa, Mbeya, Ruvuma and 
Rukwa Regions.~re now c:alled The Big Four). 

There are many more learnings that with time and analysis 
can be derived from TRD. In many respec:ts it was a simple, 
down to earth, common sense approach to rural development. 
It~s suc:cess was built by teams of competent, committed 
people working together. Many hope that the Projec:ts built 
a base for future training improvements in the country •. 



ATTACHMENT ONE-TRD VILLAGES 

The following is a list of TRD Villages current through 
February, 1985. An additional 70 villages came into tha 
program since that time and the names of the new villages 
can be obtained from the TRDC annual reports which will be 
out by the end of Janu~ry. 

In general the villages which entered the TRD system in 
1980, 1981 and 1982 have completed all cycles of the 
training from village intervention through impact 
evaluation, although not all of the 1982 villages have yet 
received impact evaluation. Some of these villages do still 
receive follow-up and consultation services from TRD 
trainers as needed. 

MBEYA VILLAGES 

Mbeya District 

1. Isitu, 1984 
2. Songwi Mantanji 1984 
3. Izira~ 1984 
4. Iwal a, 1984 
5. Nyeregete, 1984 
6. Inyala, 1980 
7. Mahange, 1983 
8. Uyo Ie, 1982 
9. Igawilo, 1982 
10. Imezu,1985 
11.Shibolya,1985 
12.Iwindi,1985 

Rungwe District 

13. Kapugi, 1984 
14. Matwebe, 1984 
15. Mpanda, 1983 
16. Idweli, 1983 
17. Isange, 1981 
18. Syukula,1985 

~yela 

19. Lema, 1984 
2(1. Ibanda, 1984 
21. Ngonga, 1982 
22 •• Ikolo, 1982 
23. Isuto, 1983 
24. Matwebe, 1984 
25. Tenende, 1982 
26. Ikulu,1985 
27. Kingila 



Chunya 

28 •• Mkwajuni, 1984 
29. Makongol05i, 1984 
30. Matwiga, 1982 
31. Lualaje, 1983 
32. Ifumbo, 1983 
33. Galula, 1981 
34. Mtanila,1985 
35. Lupa,1985 

Ilej~ 

36. Ikumbiro, 1984 
37. Smia, 1984 
38. Isoko, 1985 
39. Ibi\ba, 1983 
40. I4:uba, 1982. 
41. Mal&ngali, 1983 
42. Kapelekesi,1985 
43. Mbebe,1985 

Mbo::::i 

44. Songwe, 198(1 
45. Ilembo, 1983 
46. Iyula, 1982 
47. Itumpi, 1982 
48. Isansa, 1983 
49. II embo, 1983 
50. Idiwili, 1984 
51- Ivuna, 1984 
52. Igal e, 1984 
C'""" 
t..I .... ' • Itumbula, 
54. Kamsamba, 
55. Weru,1985 

RUKWA VILLAGES 

Sumbawanga 

1. Kaz i, 1980 
2. Sop., 1982 
"S. Mkowe, 1983 

1984 
1984 

4. Milepa, 1983 
5. Mawenzu5i, 1981 
6. Ntendo, 1982 
7. Ulinji, 1983 
8. Lwanji, 1984 
9. Mshani,1985 
1(1. Ninga,1985 

Mpanda 



11. Nsenkw~, 1980 
12. lwega, 1982 
13. Mtapenda, 1983 
14. Usevya, 1983 
15. Majalila, 1984 
16. Kib~oni, 1984 
17. Songambele,1985 

Nkansi 

18. Kipande, 1981 
19. Sintali, 1982 
20. Mtenga, 1983 
21. Ntamila, 1984 
22. Chonga, 1984 
23. Isale, 1984 
24. Ntuc:hi,1985 

ARUSHA REGION 

Monduli 

1. Kimokouwa, 1984 
2. Majengo, 1984 
3. Engaruka Chini,1985 
4.Barabarani(Mtu wa Mbu),1985 

Arumeru 

5. Oldonyowa, 1984 
6. Mareu, 1984 
7. Ngorbob,1985 
8. Msitu wa Mbogo,1995 

Mbulu 

9. Endananc:han, 1983 
10. K~mbi ya Simba, 1984 
11. Harsha,1985 
12. Mewadani,1985 

Hanang 

13. Gehandu, 1984 
°14. Endakiso,1985 
15. Endasword,1985 
16. Gendabi,1985 

t<i teto 

17. Naisinyai, 1984 
18. Engusero, 1984 
19. Shambarai Sokoni, 1985 



Ngorongoro 

20. Sakala, 1984 
21. Endulan, 1984 
22. Sale,1985 
23. Oloa50kwani,198~ 

RUVUMA VILLAGES 

Songea 

1. Mgazini 1980 
2. Namtumbo~ 1981 
3, Nakahegwa, 1982 
4. Muungano, 1981 
5. Muhukusru Lilai, 1983 
6. Muhukuru Makawale~ 1983 
7. Nambecha, 1984 
8. Mgombasi, 1984 
9. Lusewa, 1984 
1(1. Ligunga, .1984 
11. Luhimba,1985 
12. Kitanda,1985 
13. Chengena,1985 
14. Ligera,1985 

Tunduru 

15. Marumba, 1982 
16. Misijaje, 1982 
17. Mb at i, 1983 
18. Mhako, 1983 
19. Manwinyi, 1983 
20. Muhuwesi, 1984 
21. Someni, 1984 
22. Lukumbuli, 1984 
23. Namakungwa, 1984 
24. Ligoma~1985 
25. Makoteni, 1985 
26. Cheleweni, 1985 
27. Tinginya, 1985 

Mbinga 

28. Lukarasi, 1980 
29. Ndongosi, 1983 
3(1. Mdembi, 1983 
31. Ilel a~ 1983 
32. Ndumbi, 1983 
33. Tukusi, 1983 
34. Mango, 1982 



35. Longa, 1984 
36. Mpapa, 1984 
37. LipArAmba, 1984 
38. Kilosa, 1985 
39. Chi mate, 1985 
40. Mpepai, 1985 
41. Mapera, 1985 

IRINGA REGION 

Iringa 

1. Lulanzi, 1984 
2. Luganga, 1984 
3. Kihorogata" 1983 
4. Kitowo, 1981 
5. Isupilo, 1982 
6. Kiwere, 1981 
7.Mafruto, 1982 
8. Itunundu, 1982 
9.Maguliliwa, 1985 
10. Nzihi, 1985 

Njombe 

11. Igongoro, 1983 
12. Yakobi, 1983 
13. Imalinyi~1982 
14. Makoga, 1980 
15. Matembwe, 1982 
16. Uwemba, 1982 
17.Uhambule, 1985 
18. Mayale, 1985 

Makete 

19. Ihela, 1984 
20. 15apulAno, 1982 
21. LupAlilo, 1982 
22. Mag·oto, 1985 

Mufindi" 

~3. Igomaa, 1984 
24. MatAnanA, 1982 
25. Mtul A, 1982 
26. Sawala, 1980 
27. Ikongosi, 1985 
28. Nundwe, 1985 

Ludewa 

29. Lupanga, 1984 
30. Lusala, 1984 

.~. 



31. Luila, 1983 
32. Mapagara, 1982 
33. Masimb~., 1982 
34. Ligumbira, 1981 



ATTACHMENT TWO -TRD TRAINING APPROACH 

The following chart shows what TRD DOES and DOES NOT do in 
Assisting Tanzanian participants to develop: 

TRD DOES 

1. Focus on learner as 
participant 

2. Use proven adult 
education methods 
-case studies~ role 
plays, small group dis-

.cussions, exercises, 
videotapes 

~. Believe learners (vill­
agers~managers) are a 
rich resource and have 
knowledge and experience 
to share with each other. 

4. Believe needs assessment 
and problem identification 
must be done before 
training design. 

5. Believe training must be 
practical and connected 

to real work and solving 
actual problems 

6. Believe facilitators, 
not lecturers can best 
help people learn new 
behavior. 

7. Believe training is a 
a long-term develop­
mental process. 

TRD DOES NOT 

I.Expect learner to 
be passive and sit 
receiving information 

2. Use lecture and telling 
AS primary mode of 
presentation 

3.Belive teacher has all 
knowledge 

4. Believe curriculum can be 
in isolation. 

5. Believe training is 
confined to classroom 

and isolated from real 
life 

6., Believe lectures 
work well in learning new 
behavior 

7. Beliave crash training is 
effective 

KEY IDEAS USED IN TRD TRAINING PROGRAMS 

I.ACTION PLANNING: A systematic written ~ian developed by an 
individual or group that includes problem to be solved, 
agreed upon solution, steps to be taken, timing, 
responsibilities for acting~ resources required and 
contingencies. 



2.AFFECTIVE DOMAIN: One of three typ.& of learning 
objectives used in planning training. Objectives related to 
affect relate to feelings, values and beliefs. To solve 
certain problems may require a ch~nge in beli.fs of people. 

3. ANDRAGOGY: The Art and science of helping adults to 
learn. 

4. BEHAVIORAL: WhAt the person dees, his or her b.havior. 
'More ebjective thAn trying to guess at p.rsenal intents or 
motivAtiens. 

5. BRAINSTORMING: A technique used to assist people te 
become more creAtive. TRD trainers are taught how to use 
the technique to Assist others in exploring new pessible 
selutions to problems. 

6. CASE STUDY: A Training method used by TRD, where a 
-situation or incident is described and participants are 
Asked questions in erder te deeply probe And analyze the 
situation. It Assists people to learn ~nalytical thinking. 

7. CLARIFYING: 
participants. 
clarifying the 
what the other 

A behavior enceuraged in TRD trainers and 
It is closely linked to listening, in that in 
person attempts te mere completely understand 
person is saying by Asking questions. 

8. CLIMATE SETTING: A technique used by trainers and 
managers to start training sessions er meetings se that 
people are mentAlly ready to fecus en the goals and feel 
goed about working together. 

9. COGNITIVE DOMAIN: One of three types of learning 
objectives used in planning training. Cognitive objectives 
focus on what new knowledge do people need to change the 
situation. 

10. COMMUNICATION (2-Way): When individuals or groups are 
able to come to shared understanding. TWO-WAY communiCAtion 
requires participation of both parties (not just telling) so 
as to understAnd each other. 

11. COOPERATION (in groups): Process of learning hew te 
work together and behAviors that CAn Assist work groups to 
beth reach their targets and have harmonious relationships. 

12. CO-TRAINING: More thAn one trainer working together in 
a training session. Co-training facilitates better 
understanding of the participants in that different 
participants may related more easily to one trainer than 
Another. Co-training also ~llows for ~ more complete mix of 
ideAS in planning the training because each trainer br'ings 
his/her own experience and skills, as well as perspective on 
the session. 

(\ 
~ 



13.CREATIVITY DEVELOPMENT: Assisting others to see new 
possibilities and new WAys of doing things. Creative 
thinking ranges freely And allows people to develop 
innovations. 

14. DELEGATION: Skill D{ manager to fully utilize his/her 
subordinates. Delegation allows the organization to 
accomplish more work, fully utilize all its people and 
assist subordinates to develop. 

15. EXPECTATION SHARING: When people come together (for 
training or in a meeting setting) they all come with certain 
things they expect to happen or to result from the session. 
Sharing these "expectations" at the beginning is a part of 
the procesi of mutual goal setting for the training or 
meeting. 

16~ EXPERIENTIAL LEARNING CYCLE: The learning model around 
which TRD training is designed. The model has four stages: 
concrete experience, processing~ generalizing and 
application. In TRD training facilitators assist learners 
to have new experiences and examine previous ones. Through 
processing (asking questions) participants share and 
discuss the experience~ in generalizing the group tries to 
agree on what they have learned and set principles that will 
help them in new situations and in applying or planning for 
application they are able to make the exercise practical and 
useful. 

17. FEEDBACK: Feedback is getting a response from another 
individual or group. Helpful feedback as used in training 
may be either confirming or correcting. Confirming feedback 
is telling another person what they have done right~ 
6pecifically~ so they will know what they should continue 
doing. Correcting feedback is telling another person what 
behavior he needs to change to improve performance. 

18. FINANCIAL MANAGEMENT: Process of planning~ budgeting, 
and controlling money in systematic fashion to accomplish 
objectives. 

19. GROUP DYNAMICS: Term used to describe the way 
individuals working in groups get aJong with each other. 
TRD participants are assisted in learni~~ to identify 
"behaviors that people use that help in accomplishing goals 
and targets (task behaviors) and behavic~~ that people can 
use to develop group harmony (m~intenance behaviors). 

20. INTERVENTION: Term used by TRD to describe the first 
time TRD village trainers meet with village leaders, conduct 
needs assessment survey and do initial training in the 
village. The selection of the term comes from the idea of 
someone coming from outside (intervening) and changing what 
is happening in the present situation. 



21. LEARNING GOALS-OBJECTIVES: After needs Assessment, 
facilitators in collAborAtion with trainees set go~ls And 
objectives to be Accomplished through training. These goals 
mAy be to provide new knowledge, Assist in changing beliefs 
or Attitudes or Assist in developing new skills. Learning 
go~ls guide evaluation After training so AS to determine 
whether change h~s taken plAce. 

22. LECURETTE: An experiential training method, where the 
facilitator gives a short pr~sentation or explAins A model. 
It differs from a lecture in that it is short and concise 
~nd Always accompanied by participant discussion. 

23. MANAGEMENT: The process of getting work done with and 
through other people. 

24. MANAGING CHANGE: In environments where uncertainty 
e>:ists and developmental goals have been established 
requiring change, the manager of change can use certain 
processes to better control the uncontrollable ~nd better 
plan for those things which can be planned. 

25. MEETING MANAGEMENT: Skills of planning And conducting 
meetings so as to get intended results without wasting time. 

26. MOTIVATION: Forces that cause people 'to behave as they 
do. People are motivated by different things. TRD training 
includes work with a motivation profile that looks at 12 
different factors which may motivate subordinates to improve 
their performance. 

27. MU~TI-CULTURAL MANAGEMENT: As the world becomes smaller 
and smaller and more and more tasks require people with 
different cultural backgrounds to work together, 
multi-cultural management techniques Assist people to 
examine ~nd understand how culture affects the w~y they see 
and decide about situations And how it also affects others. 
Better understanding these forces allows managers to create 
teams that us~ the strengths and skills of everyone in 
moving toward goal achievement. 

28.0RGANIZATIONAL ASSUMPTIONS: Organizations like people 
,~ave personalities. The personality of the organization is 
based on assumptions that the organization hold About people 
and ~bout work. An organization might hold very 
authoritation ,top down views (Type A organization), 
participatory views (type B Org~nization) or more free form, 
independent views (type c). These underlying assumptions 
often determine how work is organized, what gets done and 
how people feel about working in the organization. 

29. NEEDS ASSESSMENT: Fi~ding out people's views and 
problems, desires and views before training or planning 



programs. Can be done informally by tAlking with pEople or 
more formally through use of questionnAires. 

30. NORMS: Informal rule.~5tandards or regulAtions 
operating in a situation. In organizAtions agreement Among 
the people working together on what the norms should be, 
will stimulate improved cooperation And performance 
improvement. 
For example, if hard work is an expected norm stated by 
those people doing the work, they will more often police 
themselves and live up to the standard than if imposed by 
others. 

31.0RGANIZATION DEVELOPMENT: An appplied discipline based 
on principles derived from behavioral science. It is a 
data-based, problem-solving, systems approach process for 
improving the functioning of organizations and individuals. 

32. PARAPHRASING: A communication technique, where before 
responding to another person you attempt to repeat what he 
has told you in your own words. The other person is then 
free to correct you so that both parties are sure they 
understand each other. 

33. PERCEPTION: Meanings are in people and each person sees 
things in his/her own unique way. Perception is how anyone 
person sees or looks at a particular situation. 

34. PERFORMANCE IMPROVEMENT: A systamatic management 
process which can be used to get increase wor~' performance. 
It involves setting specific perform~nce objectives with 
subordinates and regular and clear feedback and discussion 
of progress toward work goals. 

35. PERSONAL STYLE INVENTORY (MBTI): A questionnaire which 
TRD has used, based on 40 years of research into different 
personality types and how personality can affect work and 
personal preferences. Each style has its own unique 
strengths and weaknesses and when people work together in 
team5~ understanding and valuing differences can enhance 
ability of people to cooperate. 

36. POSTIVE POWER AND INFLUENCE: A one week workshop that 
involves self-assessment and assessment of others with whom 
the person works as to types of behaviors the person most 
often uses. The goal of the workshop is to assist all 
participants to become better at using all styles of 
influence and to learn when each style may be appropriate. 
Three possible categories of behavior are practiced ( 
Persuading and Bargaining) ~ Moving With (Understanding, 
Bridging and Disclosing) and Disengaging (more of a tactic, 
to be used to let things cool down). 



37. PROBLEM CHAINS: Getting to the re&l problem can be 
difficult, many problems are linked together in chains and 
understanding these linkages is necessary to untangling the 
situation. 

38. PROBLEM PACKAGES: Much like the problem chain, problem 
packages are problems that must be looked at together. For 
example the Tanzania fRrtilizer problem is a problem package 
involving use, supply, transport, communication etc. 

39. PROJECT MANAGEMENT: Skills needed to plan, implement, 
monitor, control and evaluate projects. 

40. PRO-ACTIVE MANAGEMENT:A set of analytical skills used to 
resolve the uncertainties facing managers. Pro-active 
management involves learning how to rationally evaluate, 
assess and make sound decisions. 

41. PROBLEM - SOLVING: Skills involved in systematicallY 
identifying the real problem (not symptoms>, the underlying 
causes of the problem, describing what the situation should 
look like when the problem is salved, brainstorming possible 
solutions and setting criteria for deciding upon the best 
solution, selecting the solution, developing an action plan 
and evaluating results. 

42. PSYCHO-MOTOR DOMAIN: One of three types of learning 
objectiveg used in planning training pr~grams. Psycho-motor 
objectives are learning objectives related to the 
development of skills. 

43. RIGHT BRAIN-LEFT BRAIN: Recent research has shown more 
completely how the human brain works. In m06t people one 
side of the brain is more dominate over the other. The left 
brain is where logical, analytical functions are located. 
The right brain is where verbal and creative functions are 
located. During training participants are helped to 
exercise the less dominate function to improve ability to 
work more wholistically. 

44. ROLEPLAYING TECHNIQUE: An experie,tial training method 
used to assist participants explore attitudes and feelings 
about situations and to practice new skills such AS 

leadership. 

.~ 



45. SIMULATION: An experiential training method involving 
setting up in the training room A 5ituation based on real 
life and having participants carry out the exercise - for 
example exploring power r~lationships and how they work. 
After the simulation, group discussion analyzes application 
to real life. 

46. SITUATIONAL LEADERSHIP: Model describing four possible 
leadership styles - telling~ selling, consulting and joining 
(sometimes used in three steps- authoritarian, participatory 
and laissez faire). All leadership styles may be appropriate 
depending on situation. Participants learn to match 
leadership styles to situations appropriately, depending on 
time available, task to be done, and skill and m~turity of 
subordinates. 

47. SOLUTION CRITERA: In solving problems standards must be 
set that will assist in arriving at the best possible 
solution - these standards are solution criteria. 

48. SUPERVISION: Skills required of a manager in 
controlling people, money and materials and assisting the 
growth and development of his subordinates. 

49. SYSTEMS THINKING: Learning to see interdependency and 
interaction of components or parts and an identifiable 
wholeness as well. Systems thinking involves studying the 
external environment, the inputs to the system, the 
transforming mechanisms~ the outputs, the user, external and 
internal interfaces and feedback mechanisms. It is 
particularly useful for analyzing complicated situations, 
such as the Tanzanian Rural Development System. 

50. TEAM BUILDING: Helping groups of people learn how to 
better work together. Team building involves understanding 
yourself and others with whom you work, learning to trust 
others, learning to share leadership and goal 5etting and 
providing positive support systems. 

51. TIME MANAGEMENT: Learning to set priorities, 5chedule 
work, avoid interruptions, minimize crises And use time 
effectively. 

52. TRAINING DESIGN - MACRO,MICRO: After needs asseS5ment 
~nd expectation sharin~ TRD trainers produce a macro 
(over-all) design for the training session which is shared 
with participmnts to get their views and input. After 
agreement on the ov~r-all design, trainers develop daily 
learning designs at the end of each day to guide the 
learning process for the next day. This type of desi~n 
process allows constant flexibility and adaptability to the 
needs of the learners. 



53. VIDEO-FEEDBACK: Use of the video camera and 
taperecorder during skills practice sessions and then played 
back so people can see how they performed. These videotape 
replays assi~ people to see what they ar. doing correctly 
and what tninQs need improvement. 

/ 
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ATTACHMENT THREE - TANZANIAN TRD CONTRIBUTORS 

Over the life of the projects the following Tanzanians, made 
important contributions to project design and development, 
project implementation, project preservation and political 
support, as well as institutionalization planning and 
management. 

MINISTERS AS OF JANUARY, 1986 

J. Makwetta, Minister of Education (Formerly Minister for 
Rural Development in Prime Minister's Office 

P. Ng'wando, Minister of Housing, Water and Lands (Formerly 
Minister of Manpower Development and Administration) 

G. Mongela, Minister of Natural Resources and Tourism 
(Formerly Minister for Social Welfare in Prime Minister's 
Office) 

REGIONAL COMMISSIONERS AS OF JANUARY, 1986 

L. Gama, Regional Commissioner Ruvuma Region 

R. Makame, Regional Commissioner Mbeya Region 

PRESIDENTIAL STAFF 

Dr. J. Maeda, Advisor to former President Nyerere for Rural 
Development 

w. Shellukindo, Deputy Principal Secretary to President 
(formerly Principal Secretary Ministry of Manpower 
Development and Administration) 

PRINCIPAL SECRETARIES 

B. Mulokozi, Principal Secretary, Ministry of Labour and 
Manpower Development 

C. Keenja, Principal Secretary Ministry of Local Government 
and Cooperatives, formerly Deputy Principal Secretary in 
Prime Minister~s Office 

S. Tunginie, Ambassador for Tanzania, The Hague: Formerly 
.Principal Secretary to the Prime Minister 

S. Galinoma, Prinicipal Secretary for Defense; Formerly 
Deputy Principal Secretary Prime Ministers Office 

c. Omari, Principal Secretary Ministry of Education; 
Formerly Principal of Institute for Development Management 
(IDM) 



M. Mkumbwa, Principal Secretary Home Affair; Formerly ROD 
Mbeya 

REGIONAL DEVELOPMENT DIRECTORS 

M. Nyitambe, ROD Mara; Formerly ROD Arusha ~nd ROD Mbeya 

E. Mudogo, ROD Iringa 

E. Mwambulukutu, former ROD Arusha and Ruvuma~ currently 
member of Parliament from Tukuyu, Mbeya 

Dr. S. Madalali, former ROD Mtwara and PS Ministry of 
Agriculture and Livestock Development, currently Member of 
Parliament from Shinyanga 

Rutaihwa, ROD Lindi, formerly RPLO Iringa 

COMMISSIONF.RS 

J. Kyambwa~ Commissioner of Livestock 

B. Rimisho, Commissioner of Agriculture (former RDD Ruvuma) 

Mwahagama, Commissioner of Agricultural Planning 

J. Kinunyu~ Ai-ting Commissioner of Community Development, 
Prime Minister's Office (recently assigned as Planning 
Officer Iringa) 

v. Mrisho, Chariman of PL 480 Committee~ Ministry of 
Agriculture and L~vestock Development 

SOKOINE UNIV~RSITY OF AGRICULTURE 

Dr. J. Keregero, Director Continuing Education 

Dr. Matee, Chairman Department of Agricultural Extension 

UNIVERSITY OF DAR ES SALAAM 

George Makusi, Acting Director Institute for Development 
Studies 

MINISTRY OF LABOUR AND MANPOWER DEVELOPMENT 

-T. Ogola, Director of Manpower Development and 
Administration 

J. Mang'ung'ula, TRD Project Coordinator 

T. Mgawe, Assistant TRD Proj~ct Coordinator 



s. Mmari, Administrative Assistant And Computer Operator Tor 
TRD 

MINISTRY OF AGRICULTURE AND LIVESTOCK DEVELOPMENT 

M. Mziray~ TRD Project Implementation OTTicer 

V. Rungambwa, Tormer TRD Project Implementation OTTicer and 
current Principal LITI Morogoro 

REGIONAL PLANNING OFFICERS 

Lugome, RPLO Mbeya 

Z. Abuya, RPLO Ruvuma 

INSTITUTE OF DEVELOPMENT MANAGEMENT; MZUMBE 

C. Nyoni, TRO Project Implementation OTTicer 

w. Mmbaga~ TRO Project Implementation OTTicer 

All IDM Trainers 

TRAINING FOR RURAL DEVELOPMENT CENTERS 

N. Masumba~ Principal TRDC Ruaha 

J. Okeyo~ Tormer Principal TRDC Ruaha in U.S. academic 
stUdies under TRO 

Mjema, Vice-Principal, TRDC Ruaha 

M. Kabelele, Tormer Vice-Principal, TROC Ruaha~ in U.S. 
academic studies under TRD 

R. Nkalla~ Principal TRDC Uyole 

Nyiriga~ Vice-Principal TRDC Uyo~e 

I. Kapinga, Principal TRDC Mlale 

Nyiriri, Vice-Principal TRDC Mlale 

R. Ole-Kuney" Principal TRDC Monduli 

~yarou, Vice-Principal TRDC Monduli 

KiTanga, Regional TRD Coordinator Arusha 

G. Ponera, Regional TRD Coordinator Ruvuma 

Mwinyikambi, Regional TRD Coordindtor Iringa 



S. Ger50n~ Regional TRD Coordinator Rukwa 

P. Sinyangwe, TRD Audio Visual Specialist 

P. Chiwile, Institute for Rural Development Planning; 
formerly TRD micro-computer 5pecialist And Acting TRD 
Project Coordii\ator 

A. Isinika, TRD Micro-Computer and Research Specialist 

All 150 TRD Village Trainers working in .RDCs, Regions and 
Districts 



'l'RD MANAGEMENT TRAINERS (IDM) 

C.J. Nyoni 
W. Mmbaga 
M. Sepeku 
D. Maziku 
Warioba 
S. Mukuyogo 
Rut ah iwa 
D. Magiswa 
T.P. Minja (deceased) 
T. Hbise (now with World Bank) 

TRD STAFF AT VILLAGE TRAINING CENTERS AND DISTRICTS 

'l'RDC RUAHA 

J.A. Okeyo, Community Development (on leave in U.S. MSC program) 
M. Kabelele, Cooperatives (on leave in U.S. degree program) 
N.A. Masumba, Agriculture 
S.M. Mjema, Natural Resources 
B.A. Gadau, Agriculture 
E.S. Lema, Natural Resources 
J. Mwanyembe, Livestock 
R. Mwilike, Livestock 
E. NgWira, Agriculture 
A. Isinika, Agriculture, Computer 
P.P. Sinyangwe, Audio-Visual 
F. Dominic, Adudio-Visual 
B. Kapwani, Health 
G. Mtewele, Agriculture 

c· 
TRD IRINGA REGIONAL AND DISTRICT TRAINERS 

W. Wagine, Livestock 
I.R. Kimaya, Agriculture 
A.M. Lema, Cooperatives 
C.S. Ugulumu, Cooperatives 
J. Sewa, Natural Resources (deceased) 
M.J. Mgombela, Agriculture 
D.V.S. Gwimile, Livestock 
H.H. Mambosho, Community Development 
H.H. Mursally, Community Development 
E.M. Mtandu, Natural Resources 
R. Kalinga, Agriculture 
P.T. Kikoti, Community Development 
L. Mafuru, Agriculture 
C.J. Ngoye, Community Development 
A.S. Kiwango, Cooperatives 
A.L. Mgeni, Natural Resources 
E. Mgalihya, Natural Resources 
E.S. Zayumba, Cooperatives 
C. Dulle, Livestock 
B.U. Mwinyikambi, Cooperatives 

TRDC UYOLE 

R.M. Nkalla, Cooperatives 



~.A. Nyeriga, Livestock 
N.B. Magulu, Agriculture 
F.D. Ngarambe, Communit:y Development (em leave in u.s. MSC program) 
A.E. Kubeta, Agriculture 
MI. Mushi, Natural Resources 
A.A. Mkallah, Audio Visual 

TRD MaEYA REGIONAL AND DISTRICT TRAIlIIERS 

J.S. Mbeeje, Cooperatives 
H. Mwasanyamba, Community Development 
D.-Mwakamoja, Ag.riculture 
w.s. Mwakalila. Planning 
R. Yatera, Natural Resources 
J.C. ~yama, Cooperatives 
V.A. Komesha, Water 
A.M. Hponzi, Agriculture 
R.L. Ngesi, Lands 
B. Mwaipaja, Community Development 
H. Mwanshiga, Accounting 
E. Mwamalumbili, Planning 
A. Dominic, Agriculture 
R. Nang'uku, Livestock 

TRDC MLALAE 

I.S. Kapinga, Agriculture 
S.M. Mbunda, Livestock 
K.D. Fussi, Agriculture 
G.G. Nyiriri, Community Development 

THO RUVOMA REGIONAL Am) DISTRICT TRAINERS 

N. Nasolwa, Community Development 
C. ltinunda. Agriculture 
P.M. Mdaki, Natural Resources 
C.D. Mwakisyalal, Community Development 
P. Mbilinyi, Community Development 
M.K. Gunda, Livestock 
J.M. Nindi, Livestock 
S.S. Nyoni, Agriculture 
Z. Ngonyani, Agriculture 
A.F .H. Kapinga, Natural Resoarces 
S. Tito, Natural Resources 
M. Mwarabu, Community Development 
A.E. Nyoni, Cooperatives 
J. Mapunda, Natural Resources 
F.H. Chilambo, Cooperatives 
M.M. Kindole, Agriculture 
G.G. Ponera, Cooperatives 
J.B. Komba, Community Development 
A.M. Magotto, Agriculture 



TRD RUKWA REGIONAL AND DISTRICT TRAINERS 

R. Luseya, Agriculture 
B. Mwenda, Agriculture 
J. Salu, Livestock 
S.G. Mshana, Community Development 
F.M. Mafuru, Cooperatives 
L. Chimwaga, Natural Resources 
F. Mtuya, Cooperatives 
H. Chomola, Agriculture 

TRDC MONDULI AND ARUSHA REGIONAL AND DISTRICT TRAINERS 

R. Ole-Kuney, Rural Sociologist 
R.C. Nyakyi, Community Development 
D.M. Shayo, Agriculture 
M.L. Mlay, Natural Resources 
A. Fute, Communi tv Development 
P.E. Lyimo, Natural Resources 
J.N. Mshashi, Cooperatives 
D.P. Munishi, Community Development 
N.S. Mmbaga, Community Development 
J. Makongo, Livestock 
J. Ngemera 
M.J. Mshana, Cooperatives 
N.C. Mwaijibe, Natural Resources 
F.M. Galinoma, Cooperatives 
J.S. Ngoi, Cooperatives 
S.M. Mashausi, Agriculture 
F.J. Lyaruu, Livestock 
B.A. Kimaro, Cooperatives 
A. Nguma, Agricultures 
D.J. Mmari, Livestock 
B.Z. Masanja, Community Development 
R.N. Tondi, Natural Resources 
S.S. Koillah, Community Development 
M.H. Mkinde, Livestock 
A. Iddi, Cooperatives 
M.A. Assenga, Natural Resources 
N.M. Kaaya, Livestock 
C.B. Kavishe, Natural Resources 
P.N. Msabdha, Agriculture 
R.S. Mgonja, Livestock 



ATTACHEMENT FIVE: Distribution of Remaining USDA Commodities 

File: USDA COMM 
. Fc'eport: -USDA .. -.. ---- - -... -- --.--. ---_ .. _--_._ .. ---

ITE DESC. TOTAL DIST. 
~-- --------------- ---------------------------------------
f-' -''-1 DEORECORDER . 7 .. - -R, 1; U, 1 J ·-ttL,·1 ·HO,-l, .J-,4 ,--S,..t-;--C7J...;-- -- ---
2 VIDEOMONITOR 7 R,l; U,lJ ML,l MO,l; 1,1; S,l; C,l; 
3 VIDEO CAMERA 7 R,l; U,l; MI,l MO,l; 1,1; S,l; C,l; 
4 CHARGERS/CABLES'7'- -R,1; -U;1; -MI-,-l -HO, 1; . 1,--l-1--8rt. C, 1; 
~ TRIPOND 7 R,l, U,l; Hl,l MO,l; 1,1J S,l; C,l; 
_J:t_.r;:~RTSTAND 7 R,l; U,lJ M1,1 MO,l; 1,1; S,la C,l; 
7 CARRYING CASES 7 -R,l; U,la MI,-l MO, 1;' 1,1; 5,1; -C,1; ._--.. -_. 
e LIGHTING KIT 14 R,2; U,2. Ml,2, MO,2; 1,2; 5,2; C,2~ 
q VIDEO CASSETTES 220 R,20; U,20; MI,20; MO,20; 1,20; S,~O; 
1 (I VI DEOCASSETTES "20"-' R, 10; -U, 11.)· HI-, 30; .f'1O; 30; -I-, ~(); -5.,20; .-.--.----. 
11 H~ADCLEANER 24 R,b; U,3; MI,3; MO,3; 1,3; 5,3; C,3; 
lL MICROPHONES 30 R,5; U,5;;MI,5;Mo,~ 1,~; S,~ 
·13 -t1ICS1ANDS 16' . ··MI4; '1,4; 5,4; C,4; " -. 
14 MIXER 5 HI,l; R,I; 1,1; S,l; C,l; 
15 RECHAR BATTERIE 30 R,o; U,6; MI,6; HO,6; 1,6; 
T6' --PAT 1:HARGER .'-5 .. - ·R, 1; U,! ;'-MI, t, -MO, 1 ~ I, 1; . - .. -.--. - . _. -- -"-'" 
17 TRANSFORMERS 36 R,7; U,7; MI,7; HO,7; 1,3; S,3; C,2 
17A VOLSTAGE REG 10 U,2; MI,2; MO,2; 1,1; S,l; C,2 
18 BATTERY PK-oO 20 R,3, U,3; MI,3; MO,3;-~,3; 5,3; C,2 .-- .. _-
19 BATTERY P~-80 20 R,3; U,3; MI,3; MO,3; 1,3; 
2v MIC BATTERY 30 R,~; U,5; MI,4; MO,4; 1,4; 

.. ~l~D.~DAPT.QRS -·-~O ~,4;-U!l.4; ~l.!lS; .110,.5;.1.,.4.; 
22 MONITORS-PVM 6 U,l; MI,l; HO,2; 1~1; 5,1; 

5,3; C,2; 
S,4; C,4; 
Sp-4;_ 44------

23 TAPERECORDER 6 U,1; MI,l; MO,l; 1,1; 5,1; C,l; 
24 AUTHOCASSETTES 1()0 .. R, 1~; . .0,1.4; . Ml.,....14; . ..MO, 15; .. 1, 14;. ~A..;.L __ ._. 
25 REELTO REEL 3 R,l; S,I; C,l; 
20 REEL TAPE 30 SR,10; 5,10; C,10; 
27· OVERHEAD e R,2;U,1;·MI~I; MO,.2; 1,1; C,1 .. - .. '- .-.------
28 TRANSPARENCY 38 100 R,l~; U,15; MI,15; MO,15; 1,15; S,l~; C 
29 TRANSPARENCY 50 150 R,30; U,20; MI,20; MO,20; 1,20; 5,20; C 
30 -TRANSPARENCY 38 ~O R,B; U,7; Ml,7; .M0,7; 1,7.; .5,7; .C,7.; __ 
31 THERMOFAX 5 U,l; HI,l; MO,l; 1,1; C,l; 
32 EXT CORD 40 R,B U,~; M1,6; HO,6, 1,6; 5,6; C,3; 
33 -MULTIME1ER -10 - - R,..t;U.,2; .J11,....2; J10~2;. . .J!l2..;. . ...c,1;._-_. 
34 SLIDE PROJECTOR 1(1 R,3; U,2; MI,2; MO,2; C,l; 
3~ SLIDE TRAYS 30 R,9; U,6; HI,6; MO,6; C,3; 
-3b -FILM PROJECTOR· -.5 . -R,. 1; ~, 1; .MI ,.1.; .J10~1; ... C, 1 ;-------, 
37 SCREENS 6 U,l; MI,l; MO,la 1,1; S,l; C,l; 
38 REWINDERS ~ U,l; MI,I; MO,l; 1,1; e,l; 
39 -NI~N -- 3 ... HI,l; .u, 1;. C,1; .---. ------.--------.---
39A 3~MM 12 R,3; U,2; MI,2; MO,3, 1,2; 
40 CAS~ 3 MI,I; U,I; e,l; 

.-41 TRIPOD -_ .. -- .----3--.. Jtl.,. 1; .110,.1.; .. l:,-1.; ------.-. --.--_______ .. __ 
42 BLOWER ~ R,2;MI,1; MO,l; U,1; 
42A REFILLS 3 H1,1; HO,l; R,l; 
4] SL1-DE--F-lLt1.c 600 .. --R~O; ", 100;. NI, 200u.. .... ; ..,&M:u.0-4,1..00 ; 
44 PRINT FLIM C 600 R,l~O; U,100; MI,100; HO,100; 
45 F1LH BW 600 R,150; U,100; MI,100; MO,100, 

.46 --SLEEVES .... --- -'''' _.500 ..R., 100; U, 100; 111~O; ~o, 1.0.0; 
41 NEG SLEEVES 500 R,100; U,100; Ml,100; MO,100; 

I,5Q ; s,~ __ _ 
1,50; 5,5 
J,~O; 5,5 
c, 100 J-.---- __ 
C,l('O; 



File: USDA COMM 
,,'Report: -USDA--·---.------· 
: ITE DESC. TOTAL DIST. 
- --- --------------- ----- --------------------------------------­, 
~_4e_POL_A-A_LM ---- SOO -..R, ·l00j·-U ... lOO,- .t1Iy-l00, .J10,.100; _l.~Q;._!:,~ ___ . __ 
-49 PROCESSOR 6 R,l; U,l; 1'11,1; 1'10,1; 1,1; C,l; 
- ~o TRAYS 20 R,4; U,4; 1'11,4; 1'10,4; 1,4; 
~-;·ANt<5--- le' -- -RJ"2.··..4J,-2.-MI,.2;--~,2; -J.,.2;--------.- ----
~3 ENLARGER 5 R,l; U,l; 1'11,1; 1'10,1; 1,1; 

. ~4 THERMOMETER 20 R,4; U,4. MI,4; 1'10,4; 1,4; 
~~--t1aHT5 -- '1~' R,3; U,3, -1"11,3;· 1'10,3;. -Iy-3;----
~6 ROLLERS 20 R,4; U,4; MI,4; 1'10,4; 1,4; 
:~7 DRIERS ~ R,l, U,l; 1'11,1; MO,l; 1,1; 
-158-rwEE'Z"ERS" --- ---20·- R;-4; .-ij.; 4. --til ,4-J- MO, 4;-1.,4; -- ------
~9 PAPER ~O R,10. U,10, 1'11,10; 1'10,10, 1,10; 

------
60 DEV-D76 ~o R,10. U,10; MI,10; 1'10,10; 1,10; 

-01 "-DEV-DEJ<TOL---'" -"~O R,10; U, 10;·-MI ,-to;·HO, 10; -I,. 20-;.- --' ----- .. -- ---
62 TIMER 5 R,l; 1,1; 1'11,1; 1'10,1; 1,1; 
63 STANDS 5 R,l; U,l; 1'11,1; MO,l; 1,1; 
-64-VIEWER .. -.-.- -~ .. - --1<; 1; -U, 1; '-MI, 1 ;-HO,·l ;·-I·~·t; -- ... --- -.---- ----._--

. 65 REFR 1 ~ R, 1; U, 1; M I, 1; MO, 1; I, 1 ; 
: 66 STENCIU1AKER ~ U,l; 1'11,1; MO,1; 1,1; C,l; 

67 -STENCI LS -- --600 - R;-l'OO; '-U, 100; -1'11, 100 5 -110,-100.; -1,. 1.00; -c,,- ----
68 TYPESTAR 6 R,l; U,l; .MI,l; MO,'l; 1,1; C,l; 
69 RIBBINS 100 R,17; U,17; MI,17; 1'10,17; 1,16; C,16; 

~-70"-'"sELECTRJC ---1 -- --C'; 1,-' --
11 RIBBONS 250 R,200; C,~O; 
72 MANUAL TYPE 10 R,2; U,2; 1'11,2; MO,3J C,l; 

-73' --PAPER - ---'----"--2400 --R, 1500;·-U,.250;-~I ,250f-I'1O,·2-5Vt--C,.150;-------
74 PAPER 1500 R,700; U,200;ML,200; MO,200;C,200; 
75 BINDERS 1000 R,100; U,100; 1'11,100; HO,100; 1,600; 

-76' -'3 "HOLE" PUNCHES ":30 .- R,.~; -U, 3;- -11L-, 3;' -HO, 10; --1, 5. C,-4~ .- - ... _-._- -.-
77 DRAWING LAMPS 10 R,3; U,2; ML,2; 1'10,2; 1,1; 
78 EXACTO KNIVES 20 R,6; U,2; ML,4; MO,6; 1,2; 
79-FRENCH CURVE -SE "10 ----R!,~; ·-U,.l; - ttL,!; -MO,2J -I, 1 J ------- -.. -
eo DRAWING TABLE 6 R,l; U,l; ML,l; 1'10,1; 1,1; S,l~ 
81 T-SQUARES 10 R,2; u,2; ML,2; MO,2; 1,2; 
82 .. ' LETTER GUIDES -20 R,-3; -U, 3; -i'1L,-3; --HO,-3J -l J 3; -S,3;-Cy 2;.-- .----
83 DRAWING PENS 20 R,3; U,3J ML,3; 1'10,3; 1,3; S,3; C,3; 
84 TRANSFER LETTER ~o R,10; U,7. ML,7; MO,10; 1,6. 5,6; C,4; 
"El5-,RANSFER tETTER -~0----'R,10; -U,7;t"fL;7·.--f10,-l-OJ-J,-6J &,6~ C,4-; 
86 MASKING FRAMES 10 R,2; u,2; ML,2; MO,2; 1,2; 
81 MAGIC MARKERS 700 R,100; U,100; ML,100; 1'10,100; 1,100; S, 
a8" - REUSABLE-'MARKER' 200---R, 30; 1J,30; ML,-30; -i'10, 30;- I j ZOr--s,-2CHJ.~C..------
89 BLACK INK ~ GAL R,l. U,l; ML,l. 1'10,1. 1,1; 
90 REfr'INK 5 GAL R,1. U,1; ML,l, 1,1; 1'10,1, 
rn-13REEN"--rNK ~ GAL -R, 1 J -U,! ;--t1L, t; -tfO,if ·-!-,-tt------- ----
92 BLUE INK ~ GAL R,l. U,2; C,2; 
~3 REUSABLE FLIP C 3000 R,500; U,400; ML,400;MO,~OO;I,400;S,400 
~4~'P "CAARTS -- -. -rOl)'-R, 100J1,J;-100;HL·.100-;·-t"fO;-t-OO. I. 100t-Sy.1.C-.. ----
~~ MASKING TAPE ~OO R,eo; U,70; ML,70; MO,70; 1,70; S,70; C 
~6 FLIP CHART STAN 20 U,2. ML,:3; 1'10,5; I,~; 5,3; C,2; 
~7--PAPER CUTTER·-----·l0 R,11'U,2; t1L;"2; -MO,:s; ·-I,-l-.--8-,J,--- ---------
lOO FIXER 50 R,20; U,IO; ML,10; 1'10,10; 

- _. __ ._ .. _.- -_ .. _-------_. 



File: U5DA eO~M Repo;':'-t: USD'A-- ... - .. _. -------- --_._-----------
lTE DESC. TOTAL DIST. 
--- --------------- ---------------------------------------
l'O'O'PAMPHLET HOLDER ~(,. R,10; U,10; l1Lj,10;-MO·;-i-O;-C,-tO,·- --.. --------
100 POCKETS 1000 R,200; U,100; ML,100. MO~200; e,400; 
_t.90 EeOOK ENDS 75 R, 20; U~ 10; ML,10; MO,20; C, 1~; 
100 LABELS -----lO()0-·-R,200; tJ,100; '11L,100; -t10;'2O(t+-; -C~. 440QQOa-- .- .. 
101 Appl. 2e ccmput 6 R,1;Ml,lJMo,1;S,2;U,1 
102 FX PRINTER ~ ML,l. S,2;t1o,1;U,1 
103 H50(' PRINTER 2 Rli 1; Cli 1; - .... - .-
104 PRINTER RIBBON 25 R,5; U,5; MO,~; 1,5; Cll~; 
10~ FX 100+ P/RIBBO 25 R,~.Ml,~;U,~;I.~;C,5 
106 PRINTER RIBBONS ~O -- R,2~; C',25 .. -. - -----.----- -- ---- -----.-
107 COMPUTER PAPER ~O R,10; U,3; ML,3; MO,4; 1,10; S~10; e,10 
lOB CARDS 3 R,l, MO,l; e,l; 
lO~ ROLODEX 7RAYS 18 R,~; U,3; ML,3; MO~4; C,3; -_. -.-. 
110 VACUUMS 3 ML,l; C,l; I~1; 
110 KNIFE ~ R,l; U,1; ML,l; MO,2. 
"111" SUPERBASE -'-0 - '-"R, 1; U, 1; "ML~ t • - MO, t; . -I, ~'J .-c.,-1; ---- - --'---' 
112 Hard Disk 1 R,l 
113 Print 5hop 1 R,l 

'114 CASES1('OR,30; U,10; ML,10, .MO,10;-.I~10; -S,10;--C .. -.-_- .--. 
115 ALBECHT BOO~ 7 R,l; U,1; ML,l; MO ll l; 1,1; 5~1; C,l; 
116 ANTHONY BOOK 8 R,1;U,1; ML,l; MO,l; 1,2; 5,1; C,l; 
1·17-AGOR-BOOf<------1 .-- ··R,t; ·~·1J .t1L.,4; t1o.,~~·--l-Y~~rl; C,l; 
118 LABORDE BOOK 6 R,l; U,l- ML,l- MO,l; 1,1; C,l; 
l1q KEEGAN BOOK 6 R,t; U~1 ML,1 MO,l; 1,1; C,l; 
oj 20 5CHARFER EcOO~:' 6 -- - R ~ 1, U ~ 1 ttL, 1 MO, 1 J -1 ~ 1..; -~ 1..;- - ---- ---.---
121 KING BOOK 20 R,l; U~l ML,l MO~3; 1,5; 5,1; C,8; 
122 DESATMIC BOOK 20 R~l; U,l ML,l MO~3; 1,5; 5,1; C,8; 
i23t1AGER BOOKS - 6 '-"--R,l; U,l -ML,l . MO,lJ I,l~ ·C,-li--------·-
124 KARLINO BOOK 6 R,l; U,1 ML,l MO,l; 1,1; C,l; 
125 SMITH BOOK 20 R,2; U,2 ML,2 MO,2; 1,2; 5,2; C,8; 
"126 EeAFA BAFA 2--' R,1;·C,-11---· .. -.----.. - .. ------' ------
127 STARPOWER 10 R,l; U,l; ML,l; MO,2; 1,2; 5,1; e~2; 
128 PFIEFER BOOK 6 R,l; U,l; ML,l; MO,l; 1,1; C,l; 
129 HANDBOQt:: -6 -. - 'U, 1; -ML-l, -MO, 1 J -l ,-1, -S, 1. -c,-t * -----. 
130 UPDATE 6 R,ta ML,l, MO,l; 1,1; C,l; 
131 F~RBASE 3 R,l. 1,1, e,la 
-132 ~t\1KSHOP·-800KS --3-·--R, t-,·-C,-tJ·.....J~-lJ·--------
133 DEV BOOK 6 R,l; U,l; ML,l; MO,lJ 1,1; C,l; 
134 FRANCIS BOOK 6 R,l, U,l. ML,l; MO,l, 1,1; e,l; 
135·~00D '~001< --- ._. ·--2~O --- -R, 200-lr2-5; -511 :2~; --.--.... ---.-------
136 FE5DE~ BOOK 3 R,la 1,1; e,l, 
137 LA~?EY BOOK 6 R,1; U,l, ML,l, MO,l, 1,1, e,l; 
~38 8f(ADFORD.EcOOK .. --3 - -- -.~ 1- -I, J; .-5, J; --------
139 FOWLER BOO~ 30 R,~; U,l; ML,l, MO,4; 1,8; 5,10; C,2; 
240 YIN BOOK' 12 R,l; Up l; ML,l; MO,2; 1,3; S,3JC,1; 
~44-MAJCHI~-800K·-2 I~1..;-Cr~1.~·----------------------~~---------
142 DUNTEMAN BOO~~ 1 1,1; 
143 LINCOLN BOOK 2 1,2; 
.144 F-INK .. 800K----- ... 25 .-.~,3; U,.1; ...... 4.1·;--l!lO.,3.;-..1.,·!!i;...s,!!5; C,7; ____ . __ _ 
145 BE5AG BOOK 2 1,1; e,t, 
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. --- --------------- ----- ---------------------------------------
·-146-l"-HOMAS-800K--· - 2· -" 1,1; ~ 1; - ... - ,-.- ... -- - ---- ... -- --'_.--'" - - .. - - ._.-
·147 WHYSTE BOOK 10 R,2; U,l; ML,l; MO,2; 1,1; 5,1; C,2; 

148 DOUGLAS BOOK 10 R,2; U,l; ML,l; MO,2; 1,1; 9,1; C,2; 
+49 HEI-5E-BOGK·--·-2· -.. --R, 1;---Cy l;---.-- --------------
l~O BROWNELL BOOK 6 R,l; U,l; ML,l; MO,l; 1,1; ~,1; 
1 ~~ t1ARGOL I S BOOK 25(' R, 200, 1 , 2~; 9, 25; 
-!56-L¥NTON BOOK 250 R,200; .. I, 2~; .5, 2~; 
157 MORI9 BOOK 250 1,150;5,100 
:1~8 KORTEN BOOK 2~0 R,50; 1,100; S,100; 
-l~9-FRENCH -BOOK '-'- - ~O(I -- R,.100; -1.,300; S,100; -- --- ---_.- -
160 KEIRSEY BOOK 500 R,250; 1,200; 5,~0; 
161 CHAMBERS BOOK ~oo R,~5; U,2; ML,2; MO,10; 1,100; 9,300; C 
-i-62 -GITTENGER BOOK 15 R,l; .U,I; ML.,l; MO,I; 1,~; 5,5; C,l; -_.-.... --
169 WILEY BOK~S 10 R,1; 5,8; C,l; 
170 HUNTER BOOK 10 R,l; U,l; ML,1; MO,l; S,5; C,l; 
1'71~HN5TON' BOOK .. ·-to-" -R,1; U, l-J-ML, 1; ·-MO,-1; .S,,5; C,1; -_ ... --.-----.-
172 JOHNMSON BOOK 10 R,1; U,l; ML,l; MO~1; 5,5; C,l; 
173 DIXON BOOK 10 R,l; U,l; ML,l; MO,l; 5,5; C,1; 
-174 CHAMBERS-eOOt< 10 f<,1; U,l; ·t1L,·1;--f'10,t. S,5;·-C,1;-- - .... -. _ ... - .. 
175 MANSFIELD BOOK 10 R,1; U,1; HL,l; MO,1; S,5; C,l; 
17b CARNES BOOK 10 R,l; U,1; ML,1; MO,l; S,5; C,1; 
177-I'1USRRAY·B·OO~: .. -··-10 '-"R,l; 'U;1;--ML,1;-ttO,-t,'-5,5; -C;-1;-
178 DALY BOOK 10 R,l; U,1; ML,l; MO,l; 9,5; e,l; 
179 ADRONE BOOK 10 R,1; U,1; HL,1; MO,l; 5,5; C,1; 
'180 -SWANSON BOOK - lOR, 1; --u, 1; HL,-l; ~O, 1; --5,~; -C,-1 ~.---------
199 SYRINGE 12 R,3; U,2; ML,2; MO,S; 
200 SYRINGE 12 R,3; U,2; ML,2; MO,~; 
201'NEEDLES . . .. 6C1X4 R,U,ML-1DZ"EA; MO,2DZ EA;' -----.- ---------. 
202 HOLDER 10 R,2; U~1; ML,2; MO,S; 
203 NEEDLE 5 R,l; U,1; ML,l; MO,2; 
'204',ROCAR ~ .. f<;1;U,1;ML,-1;'MO,2; 
205 TUBE 20 R,4; U,4; ML,4; MO,8; 
206 FORCEPS 5 R,l; Up l; ML,1; MO,2; 
207 NEEDLE -- '5X4 R, U, ML-l EA; HO-2 EA; --- -_. '''-
208 ELASTRATOR ~ R,l; U,1; ML,l; MO,2; 
209 RINGS 2 R,I; HO,l; 
210 Knife ---'- - ~ --.- R, lrU;-t;t11 ,-!;Ho,2- -.-- ----
211 CLIPPER 5 R,1;U,1~ML,1;MO,2 
212 DEHORNER 5 R,l; U,l; ML,l; HO,2; 
'213 HOBBLE - --.. - ... ·;0 '---R;2; U,2;-HL;·2;··MO,.--4. ------ --.-----
214 8001·S 60 R, 1~; U,15; ML,15; MO, 1~ 
21~ SCISSORS 5 R,l. U,l; ML,l; MO,2; 
"216'-CATGUT·-------4X3 . R;-1; 1.J, 1; ·t1L;t;-tte;+; ---
217 SEPARATOR 4 R,1,U,1; ML,l. MO,l; 
218 CHURN 5 R,l;U,l; ML,I; MO,2; 
219 JAR -"15 ··~~rt:t;"3;1'tl,-3;11c~,55--------------
220 KNIFE 3 R,1; U,I; ML,l; 
221 KNIFE 3 R,1; U,l; ML,l; 
'222 iAPE(·---------~--- .. -R~ 1;- U; 1 r-ML;7JtiCJ,t-- ----
223 KNIFE 3 R,l; U,l; ML,l; 

-----_._----_.-._._---- .-- .--. ---_. 



ATTACHMENT SIX: TRD Lessons Paper, 1985 

FOREWORD 

Janet Poley, on assignment from USDA's Office of International Cooperation 
and Development (OICD), has been the advisor of the Tanzania Training for 
Rural Development PrOject (TRD) since its inception in 1979. The ~ix year, 
two phase TRD Project was designed to develop a rural development training 
system focused on increasing agricultural production and income levels in 
regions with high potential for agricultural production. 

A systems approach to the project design evolved from Phase I with training 
provided at multiple levels: villager, trainers of villagers, district and 
regional managers, and national level policy makers. The project has 
trained approximately 5,000 villagers, 100 village trainer: and 500 mana­
gers. All training is based on needs assessment and uses adult education 
and e~periential learning methods. Content areas include management, 
planning, agriculture, livestock, material resources, home economics, com­
munitydevelopment and cooperators. At present, effort is directed toward 
institutionalizing the project and enhancing capabilities of Tanzanian 
trainers.' 

A quotation from the mid-term evaluation report on TRD gives a good indica­
tion of the nature of the TRD project and its kinship with the approaches 
of OICO: 

The TRD management training is b~sed on the premise that training can 
lead to changes in attitudes and behaviors when teams of colleagues 
receive the same training and that training is phased and punctuated 
with follow-ups. This overcomes the often encountered problem of 
trlined individuals not being able to utilize newly acquired skills 
and knowledge because of inflexibility in their work~ng environment. 

Also, TRO demonstrates the power of adult education method~ centered 
on experiential, problem-solving techniques to evoke chan.ge. It shows 
that these methods are applicable to working with highly educated 
people as well as ill~terate villagers. The strength of this educa­
tional approach is using the trainee as the focal point. The trainee 
is actively involved in the learning process. 

This paper is a succinct presentation of management lessons which OICD's 
Development Program Management Center (DPMC) recommends as applicable to 
people working in development. OICD is pleased to make it available. All 
of uS in' OICD applauded when Janet Poley received the Excalibur Award for 
excellence in service in 1983. 

ifd:d~AGV • WALL 
mini Strator 

Office of International ' 
Cooperation and Development 



Introduction 

The purpose of this paper is to describe some successful aspects of Tanzania's 
Education ~nd Human Resources (EHR) funded Training for Rural Development 
Project (TRO), highlighting some simple things that have contributed as much to 
the project's success as the things we usually talk about at official conferen­
ces like policy, strategy, institutionalization and replication. 

TRO is fortunate because the project has an impeccable design, is based soundly 
on strategy considerations, is guided daily by the log frame, applies state-of­
the-art knowledge and is fiscally pure and responsible. The more than 3000 pro­
ject implementors and participants are all perfect, highly trained and never 
without a smile. 

Seriously, field reality (at least the way I perceive it) and the ~ay we talk 
about it often seem pretty far apart. Sometimes the most important dimensions 
of what we are doing get overlooked and very important contributors to projec~ 
success and failure don't get written down or discussed. Some learnings that 
have come from TRO to date seem worth passing on, if only as a reminder that 
they can make a big difference. Most of the fnllowing is not theoretically new 
(but most of it is well grounded in research), and many of these are easy to say 
and often not so easy to do. 

Learnings (or ideas) applying to program or project design are presented in one 
section; and those applying to program/project implementation in a second sec­
tion. Many of these lessons are applicable to sound development work in fields 
beyond EHR, to USAIO management and effective U.S. host country policy dialogue. 
All of the ideas are being (or were) used with TRO. A number of them constitute 
the TRO philosophy and belief system. As was pointed out in the best selling ~ 
Search of Excellence, having a philosophy and belief system that is articulated 
and known is an important characteristic of productive American businesses. We 
have found it'to be important to managing a successful development project • 

. 
Project Oesign 

1. Real collaborative planning between USAIO designers and the host government 
is critical to implementation. People have long given lip service to this, 
yet frequently it is not done because it requires time and designers who 
know how to be collaborative and use those skills. It also requires USAID 
Project Officers who know their way around the host country and can bring 
U.S. TOY designers and the right host country officials together. Time 
lost in slowing down design to do collaborative planning will be gained in 
implementation commitment. 
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2. Continuity of capable personnel, both American and host country, from design 
through implementation helps a great deal. 

3. Flexibility and mechanisms for continual redesign of approaches, methods and 
other elements to reach the goals are important. (This is sometimes called 
a urolling design," which does not mean "Ioose design. H ) 

4. A "moving with" strategy for program/project development is usually more 
successful than a "moving against," bargaining, or confrontation approach. 
Hostility breeds hostility, not a very effective environment in which to 
attempt development and change. If you can start the design around an area 
where there is already host country energy, commitment and desire to change 
(in Tanzania, grassroots rural development was such an area), and supplement 
this with the rolling design approach, you lay groundwork which facilitates 
expansion from the base area all parties agree needs tQ be worked on, into 
other improvement areas. (For TRO this has meant starting with 
village/farmer training, then training rural development managers at al I 
levels of the system, then training policy makers, moving to substantive 
discussions with policy makers, then to current planning work on cooperative 
and local government development in the country.) 

5. Analyze the broad system early in the design process and cultivate a sense 
of the interaction patterns. This can be critically important to avoid 
making political or administrative mistakes that could kill implementation. 
(Locating TROis Coordination Office in a small neutral ministry rather than 
in MOA or the Prime Minister's Office was a strategy based on systems analy­
sis in the design process to support our task of developing interministerial 
cooperation.) 

6. Learn from others' mistakes. Look for patterns in past failures and 
attempt a design to overcome weak elements of the system right from the 
sta~t. 

7. Design teams should write well and quickly to allow rapid sharing of 
materials while in country. This alone can increase dialogue and com­
munication. Too many design teams stay in country only long enough to 
gather data then take the data home for analysis, thus disallowing a forum 
for discussion. Small, technically competent teams with good writing and 
human relations skills can greatly assist in achieving collaborative 
planning (No.1 above). 

I 

~ 
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Project Implementation 

1. People make projects work. Selecting the right people (U.S. and host 
country) to design and implement the program or project is the most impor­
tant project decision. Criteria for selection should include more than 
technical skills and experience. It is critical that U.S. technicians have 
technical skills ~ like the country and its people. Too often in Africa, 
we have not applied these criteria in selecting American technicians. 

2. Human relation skills aiS important, but sincerity and a genuine dedication 
to development that can be perceived by colleagues can compensate for a 
host of human relations sins. 

3. People who know themselves, their values, their strengths ~nd weaknesses, 
and can admit them non-defensively, generally are better development 
workers. 

4. People who have a bias for action, tor getting on with it, backed by sound 
intellectual reasoning, are critical. U.S. technicians with this bias 
coupled with good transfer skills can help move a seemingly paralyzed 
system. Many programs suffer from too much talk and not enough action. 

5. Development people need to be willing to do whatever needs to be done 
(drive a Landrover, collate papers, type, pay bills, help someone's sick 
Child, deliver messages, hitch a ride in the field). These characteristics 
are important for both U.S. ar.d host country people and are particularly 
critical if the technician is supposed to be transferring this development 
sense to host country colleagues. In fragile environments, such as we find 
in Africa (left in many cases with rigid colonial organization systems), 
often it is the U.S. technician who must make the first move in the direc­
tion of the practi~~l doing. 

6. U.S. technicians must transfer their skills, not solve other peoples' 
_problems for them. The job of an expatriate technician is to help people 

become independent, i.e., building others' skills and helping them learn 
the process for solving problems or developing policy, rather than 
completing the task for them or giving the solutions C~ the ·correct" 
policy. This requires a willingness to take satisfaction indirectly, when 
not the U.S. technician, but those with whom he/she are working get public 
recognition for the job well done. 
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7. Team building and paying attention to personal chemistry are important. 
Too often good people (host country and American) get locked into rela­
tionsnips that have to be close to perform their work even though they just 
don't like each other and never will. To succeed, a project has to pay 
attention to this and have available ways to move people around and -- in 
some cases -- out, in order to stay on track to achieve go~ls. 

On the issue of team building (which is related to No.3), much can be done 
to assist team members to know themselves and each other. TRD has found 
the Myers Briggs Type Indicator to be an excellent tool for fostering team 
understanding and for forming work groups around strengths. It can reveal 
insights to cultural tendencies; information necessary for anyone trying to 
function as a change agent. 

8. Spend time in the field; stay overnight in a village home. Successful 
rural development efforts in most African countries means difficult 
traveling and lots of it. But family issues and attitudes often deter 
both U.S. and host government officials from spending enough time in the 
field. Rural development rarely happens in the capital city. However, 
policy and money decisions often get made in the capital by people who 
rarely see a farmer or know what problems village women face. 

9. Keep long-term in-country technical assistance teams as small as possible 
and don't locate them in the same place. Large TA teams living together 
take on a life of their own that interferes with communication and develop­
ment of real relationships with host country colleagues. Administrative 
support requirements go up exponentially with large in-country teams. 
Often a well qualified chief of party can't get to the technical work 
because he/she spends full time on administration. In cases where large 
teams are necessary. don't make best technical advisor chief of party; or, 
if you must, give him/her an administrative coordinator. 

10. Rules and norms for cooperative work should be clear, specific, direct and 
.. frequently renegotiated (particularly with the inevitability of personnel 
changes). In many cases, perceptions of -The Rules· are strikingly dif­
ferent along the project implementation chain of actors: USAID Director, 
USAID Project Officer, U.S. Chief of Party, Host Country Policy Makers and 
Host Country Implementors. All American personnel in the system should 
know USAID policies and procedures and, over time, host country col leag~es 
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also should develop a good working knowledge of them. ~amage to programs 
and projects can often be done (sometimes intentionally. sometimes uninten­
tionally) as people stand behind the rule book. 

11. Don't assume that something canlt be done just because everybody tells you 
it can't. TRo has worked consistently ~n the premise that things can be 
done (related to No.4. A Bias for Action). A TRo example; people said. 
·You canlt mix principal secretaries. high level region~j officials and 
district officials in the same management course. M Lots of reasons were 
given. but the project said. MLet's try it. Without vertical com­
munication. managerial problems here just can't be solved.- It worked and 
has been one of the major contributing factors in on-the-job implementation 
of t~e project managerial skills training. 

12. Get policy makers involved (not just courtesy or pro forma) early. The 
training environment provides a good place to build relationships, learn .to 
understand each other's points of view. discuss sensitive issues and lay 
the foundation for future problem solving. TRo's Executive Management 
Training Seminar built such a base. 

13. Don't let experience go by without examining and analyzing it. In TRO the 
Experiential Learning Model forms the basis for nearly everything we do. 
The model embodies a cycle for learning. Simply stated, using a training 
session as an example. the model says an experience happens or is created; 
people are given an opportunity to reflect on it. discuss it. investigate 
implications; people are then helped to generalize and draw principles to 
guide future action from the event; and. finally. the principles are 
applied and tested in real life. This approach can help a great deal in 
turning mistakes and managerial problems into opportunities for learning. 
Redirecting time and energy to learning of this type rather than blaming is 
productive. 

14. Planning, replanning and replanning again is critical. Planning should be 
-collaborative and participatory. TROis experience has been that with each 
replanning cycle the job gets easier; participants learn the process of 
planning. 

15. Keep things as simple as possible, build in redundancies and repeat activ­
ity series. Systematic processes applied, reapplied and Mshown to work" 
will usually get adopted. In training, this means don't expect "one shotH 
courses to do much. Bring people together. let them go practice. follow-up. 
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examine what happens, come together again, etc. Too many training programs 
are artificial, unrelated to the environment and carry exaggerated expec­
tations of what really will be applied. 

16. Help build common language around concepts you are introducing among 
people who need to work together (related to No.7, Team Building). 
Training vertical slices of organizations and developing common language 
foster and reinforce behavioral change. TRD has found this to be very 
important to the adoption of managerial behavior change. TRD provides an 
example where subordinates' time was wasted because a boss would con­
tinually interrupt meetings to accept phone calls. After TRD managerial 
training, it became legitimate for subordinates to kid the boss about "time 
wasters" and usually a stop is put to the phone calls. 

While doing field follow-up after management training, the new words or 
jargon you hear being used can be a guide as to what stuck, and what 
images or training techniques seemed to be particularly appealing. A • 
favorite in Tanzania has come from a humorous, but serious American article 
on delegation titled "Who Has the Monkey." (Incidentally, American 
training staff almost didn't use it, because they weren't sure it was 
culturally appropriate.) It worked, and also guided project staff to a 
deeper understanding of how ideas might be presented in the future. 

17. Expect everything to go wrong, but tell others you think it will work. 
This view of the world and this type of separation is far preferable to 
cynlclsm. Cynics can hinder rather than help development processes. 
Publicly stating you think something wi 11 work and generating that belief 
in others can be a partial cause of it working. By keeping personal expec­
tations low, you save yourself from frustration, anger and despair and are 
in a better position to guide what learning can come out of the "disaster." 
Humor and developing inside jokes save many a situation. 

18. Don't collect information for the sake of collecting information. 
Everybody always wants to know everything. Donors want data, host countries 
.ant data, you want data. TRD started collecting too much data, couldn't 
rapidly analyze it and found much was outdated before it could be fed back into 
the system. We are working tQward an improved system. Welre trying to 
simplify and reduce data collected, to be sure we know what we will do with 
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what we collect. We are concentrating on establishing a data collection 
process using a microcomputer. We have lowered our expectations about how 
well or rapidly we will really be able to do this. 

20. Keep building toward a ·critical mass,· but not in random scattered 
fashion, such as Nshot gunningM long-term academic participants allover 
the United States. While participants do come back with useful education 
and some common experience with our system, most likely they will also be 
scattered back into their system. When scatter~d, they are less effective. 
A critical mass is developed as people who work together come to common 
agreements and understandings about how things can and will be done. 
Building a critical mass requires long time frames and clarity among the 
participants about what they are a Mmass" to do. 

Conclusion 

In short, development really isnlt such 4 complicated thing. It takes patience, 
love,' hard work, willingness to go the extra mile, flexibility and openness to 
change and new experiences. 

As a field development practitioner, live found my reading selections moving 
away from the development literature to that of business, management, human 
development, psychology and fiction and non-fiction about other countries and 
cultures. It is here I often get new ideas from one place that might be trans­
ferred to another. Many of our in-house publications repeat messages over and 
over and do little to help those of us on the front lines. 

In the area of EHR I argue for: practical approaches (well grounded in 
research from a variety of fields); more flexibility in design; treating 
methods such as participant training and third country training as tools, not 
ends in themselves; better selection of both Americans and host country offi­
cials t~ do the job of development; and an approach to policy dialogue (based on 
~hat we currently know about human beings) that has a real chance of working. 
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FOREWORD 

Janet Poley, on assignment from USDA's Office of International Cooperation 
and Development (OICD), has been the advisor of the Tanzania Training for 
Rural Development Project (TRD) since its inception in 1979. The six year, 
two phase TRD Project was designed to develop a rural development training 
system focused on increasing agricultural production and income levels in 
regions with high potential for agricultural production. 

A systems approach to the project design evolved from Phase I with training 
provided at multiple levels: villager, trainers of villagers, district and 
regional managers, and national level policy makers. The project has 
trained approximately 5,000 villagers, 100 village trainers and 500 mana­
gers. All training is based on needs assessment and uses adult education 
and experiential learning methods. Content areas include management, 
planning,. agriculture, livestock, material resources, home economics, com­
munity development and cooperators. At present, effort is directed toward 
institutionalizing the project and enhancing capabilities of Tanzanian 
trainers. 

A quotation from the mid-term evaluation report on TRD gives a good indica­
tion of the nature of the TRD project and its kinship with the approaches 
of OICD: 

The TRD management training is based on the premise that training can 
lead to changes in attitudes and behaviors when teams of colleagues 
receive the same training and that training is phased and punctuated 
with follow-ups. This overcomes the often encountered problem of 
trained individuals not being able to utilize newly acquired skills 
and.knowledge because of inflexibility in their working environment. 

Also, TRD demonstrates the power of adult education methods centered 
on experiential, problem-solving techniques to evoke change. It shows 
that these methods are applicable to working with highly educated 
people as well as illiterate villagers. The strength of this educa­
tional approach is using the trainee as the focal point. The trainee 
is actively involved in the learning process. 

This paper is a succinct prese~tation of management lessons which OICD's 
Development Program Management Center (DPMC) recommends as applicable to 
people working in development. OICD is pleased to make it available. All 
of us in OICD applauded when Janet Pol~y re:e~ve~ th~ Excalibur Award for 
excetlence in service in 1983. 
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. ministrator 
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Introduction 

The purpose of this paper is to describe some successful aspects· of Tanzania's 
Education and Human Resources (EHR) funded Training for Rural Development 
Project (TRD), highlighting some simple things that have contributed as much to 
the project's success as the things we usually talk about at official conferen­
ces like policy, strategy. institutionalization and replication. 

TRD is fortunate because the project has an impeccable design, is based soundly 
on strategy considerations. is guided daily by the log frame. applies state-of­
the-art knowledge and is fiscally pure and responsible. The more than 3000 pro­
ject 1mp1ementors and participants are all perfect, highly trained and never 
without a smile. 

Seriously, field reality (at least the way I perceive it) and the way we talk 
about it often seem pretty far apart. Sometimes the most important dimensions 
of what we are doing get overlooked and very important contributors to project 
success and failure don't get written down or discussed. Some learnings that 
have come from TRD to date seem worth passing on. if only as a reminder that 
they can make a big difference. Most of the following is not theoretically new 
(~ut most of it is well grounded in research). and many of these are easy to say 
and often not so easy to do. 

learnings (or ideas) applying to program or project design are presented in one 
section; and those applying to program/project implementation in a second sec­
tion. Many of these lessons are applicable to sound development work in fields 
beyond EHR. to USAID management and effective U.S. host country policy dialogue. 
All of the ideas are being (or were) used with TRD. A number of them constitute 
the TRD philosophy and belief system. As was pointed out in the best selling l! 
Search of Excellence, having a philosophy and belief system that is articulated 
and known is an important characteristic of productive American businesses. We 
have found it to·be important to managing a successful development project. 

ProJect Design 

1. Real collaborative planning between USAID designers and the host government 
is critical to· implementation. People have long given lip service to this, 
yet frequently it is not done because it requires time and deSigners who 
know how to be collaborative and u~e those skills. It also requires USAID 
Project Officers who know their way around the host country and can bring 
U.S. TOY designers and the right host country officials together. Time 
lost in slowing down design to do collaborative planning will be gained in 
implementation commitment. 
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2. Continuity of capable personnel, both American and host country, from design 
through implementation helps a great deal. 

3. Flexibility ~nd mechanisms for continual redesign of approaches, methods and 
other elements to reach the goals are important. (This is sometimes called 
a -rolling design,- which does not mean -loose design.-) 

4. A -moving with" strategy for program/project development is usually more 
successful than'a "moving against," bargaining. or confrontation approach. 
Hostility breeds hostility, not a very effective environment in which to 
attempt development and change. If you can start the design around an area 
where there is already host country energy, commitment and desire to change 
(in Tanzania, grassroots rural development was such an area), and supplement 
this with the rolling design approach, you lay groundwork which facilitates 
expansion from the base area all parties agree needs to be worked on, into 
other improvement areas. (For TRD this has meant starting with 
village/farmer training, then training rural development managers at all 
levels of the system, then training policy makers, moving to substantive 
discussions with policy makers, then to current planning work on cooperative 
and local government development in the country.) 

5. Analyze the broad system early in the design process and cultivate a sense 
of the interaction patterns. This can be critically important to avoid 
making political or administrative mistakes that could kill implementation. 
(Locating TROis Coordination Office in a small neutral ministry rather than 
in MOA or the Prime Minister's Office was a strategy based on systems analy­
sis in the design process to support our task of developing interministerial 
cooperation.) 

6. Learn from others l mista~es. Look for patterns in past failures and 
attempt a design to overcome weak elements of the system right from the 
start. 

7. Design teams should write well and quickly to allow rapid sharing of 
materials 'while in country. This alone can increase dialogue and com­
munication. Too many design teams stay in country only long enough to 
gather data then take the data home for analysiS, thus disallowing a forum 
for discussion. Small, technically competent teams with good writing and 
human relations skills can greatly assist in achieving collaborative 
planning (No.1 above). 
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Project Implementation 

1. People make projects work. Selecting the right people (U.S. and host 
country) to design and implement the program or project is the most impor­
tant project decision. Criteria for selection should include more than 
technical skills and experience. It is critical that U.S. technicians have 
technical skills and like the country and its people. Too often in Africa, 
we have not applied these criteria in selecting American technicians. 

2. Human relation skills are important, but sincerity and a genuine dedication 
to development that can be perceived by colleagues can compensate for a 
host of human relations sins. 

3. People who know themselves, their values, their strengths and weaknesses, 
and can admit them non-defensively, generally are better development 
workers. 

4. People who have a bias for action, tor getting on with it, backed by sound 
intellectual reasoning, are critical. U.S. technicians with this bias 
coupled with good transfer skills can help move a seemingly paralyzed 
system. Many programs suffer from too much talk and not enough action. 

5. Development people need to be willing to do whatever needs to be done 
(drive a Landrover, collate papers, type, pay bills, help someone's sick 
child, deliver messages, hitch a Tide in the field). These characteristics 
are important for both U.S. and host country people and are particularly 
critical if the technician is supposed to be transferring this development 
sense to host country colleagues. In fragile environments, such as we find 
in Africa (left in many cases with rigid colonial organization systems), 
often it is the U.S. technician who must make the first move in the direc­
tion of the practical doing. 

6 •.. U.S. technicians must transfer their skills, not solve other peoples' 
problems for them. The job of an expatriate technician 1s to help people 
become independent, i.e., building others' skills and helping them learn 
the process for solving problems or developing policy, rather than 
completing the task for them or giving the solutions or the "correct" 
policy. This requires a willingness to take satisfaction indirectly, when 
not the U.S. technician, but those with whom he/she are working get public 
recognition for the job well done. 

;~ 
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7. Team building and paying attention to personal chemistry are important. 
Too often good people (host country and American) get locked into rela­
tionships that have to be close to perform their work even though they just 
don't like each other and never will. To succeed, a project has to pay 
attention to this and have available ways to move people around and -- in 
some cases -- out, in order to stay on track to achieve goals. 

On the issue of team building (which is related to No.3), much can be done 
to assist team members to know themselves and each other. TRD has found 
the Myers Briggs Type Indicator to be an excellent tool for fostering team 
understanding and for forming work groups around strengt~s. It can reveal 
insights to cultural ter.dencies; information necessary for anyone tryin~ to 
function as a change agent. 

8. Spend time in the field; stay overnight in a village home. Successful 
rural development efforts in most African countries means difficult 
traveling and lots of it., But family issues and attitudes often deter 
both U.S. and host government officials from spending enough time in the 
field. Rural development rarely happens in the capital city. However, 
Jo1icy and money decisions often get made in the capital by people who 
rarely see a farmer or know what problems village women face. 

9. Keep long-term in-country technical assistance teams as small as possible 
and don't locate them in the ~ame place. Large TA teams living together 
take on a life of their own ,that interferes with communication and develop­
ment of real relationships with host country colleagues. Administrative 
support requirements go up exponentially with large in-country teams. 
Often a well qualified chief of party can't get to the technical work 
because he/she spends full time on administration. In cases where large 
teams are necessary, don't make best technical advisor chief of party; or, 
if you must, give him/her an administrative coordinator. 

10. Rules and norms for cooperative work should be clear, specific, direct and 
frequently renegotiated (particularly with the inevitability of personnel 
changes). In many cases, perceptions of -The Rules" are strikingly dif­
ferent along the project imp1ementation chain of actors: USAID Director, 
USAID Project Offi'cer, U.S. Chief of Party, Host Country Policy Makers and 
Host Country Imp1ementors. All American personnel in the system should 
know USAID policies and procedures and, over time, host country co1leag~es 
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also should develop a good working knowledge of them. Damage to programs 
and projects can often be done (sometimes intentionally, sometimes uninten­
tionally) as people stand behind the rule book. 

11. Don't assume that something can't be done just because everybody tells you 
it can't. TRD has worked consistently on the premise that things can be 
done (related to No.4, A Bias for Action).' A TRD example: people said, 
·You can't mix principal secretaries. high level regional officials and 
district officials in the same management course." Lots of reasons were 
given, but the project said, "Let's try it. Without vertical com­
munication, managerial problems here just canlt be solved." It worked and 
has been one of the major contributing factors in on-the-job implementation 
of the project managerial skills training. 

12. Get policy makers involved (not just ~ourtesy or pro forma) early. The 
training environment provides a good place to build relationships, learn to 
understand each other's points of view, discuss sensitive issues and lay 
the foundation for future. problem solving. TROis Executive Management 
Training Seminar built such a base. 

13. Don't let experience go by witnout examining and analyzing it. In TRD the 
Experienti.a1 Learning Model forms the basis for nearly everything we do. 
The model embodies a cycle for learning. Simply stated, using a training 
session as an example, the model says an experience happens or is created; 
people are given an opportunity to reflect on it, discuss it, investigate 
implications; people are then helped to generalize and draw principles to 
guide future action from the event; and, finally, the principles are 
applied and tested in real life. This apPfoach can help a great deal in 
turning mistakes and managerial problems into opportunities for learning. 
Redirecting time and energy to learning of this type rather than biaming is 
productive. 

14. Planning, replanning and replanning again is critical. Planning should be 
collaborative and participatory. TRD's experience has been that with each 
replanning cycle the job gets easier; participants learn the ~rocess of 
planning. 

15. Keeo things as simple as possible, build in redundancies and repeat activ­
ity series. SystematiC processp.s applied, reapplied and ·shown to work" 
will usually get adopted. In training, this means donlt expect "one shot" 
courses to do much. Bring people together, let them go practice, follow-up, 

. .1\\ 
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examine what happens, come together again, etc. Too many training programs 
are artificial, unrelated to the environment and carry exagger'ated expec­
tations of what really will be applied. 

16. Help build common language around concepts you are'introducing among 
people who need to work together (related to No.7, Team Building). 
Training vertical slices of organizations and developing common language 
foster and reinforce behavioral change. TRO ~as found this to be very 
important to the adoption of managerial behavior change. TRO provides an 
example where subordinates ' time was wasted because a boss would con­
tinually interrupt meetings to accept phone c~lls. After TRD managerial 
training, it became legitimate for subordinates to kid the boss about "time 
wasters" and usually a stop is put to the phone calls. 

While doing field follow-up after management training, the new words or 
jargon you hear being used can be a guide as to what stuck, and what 
images or training techniques seemed to be particularly appealing. A 
favorite in Tanzania has come from a humorous, but serious American article 
on delegation titled -Who Has the Monkey.- (Incidentally, American 
training staff almost didn't use it, because they weren't sure it was 
culturally appropriate.) It worked, and also guided project staff to a 
deeper understanding of how ideas might be presented in the future. 

17. Expect everything to go wrong, but tell others you think it will work. 
This view of the world and this type of separ~tio~js far preferable to 
cynicism. Cynics can hinder rather than help development processes. 
Publicly stating you think something will work and generating that 'belief 
in others can be a partial cause of it working. By keeping personal expec­
tations low, you save yourself from frustration, anger and despair and are 
in a better position to guide what learning can come out of the -disaster." 
Humor and developing inside jokes save many a situation. 

18. Don't collect information for the sake of collecting information. 
Everybody always wants to know everything. Donors want data, host countries 
want data, you want data. TRO started collecting too much data, cou1dn ' t 
rapidly analyze it and found much was outdated before it could be fed back into 
the system. We are working toward an improved system. Welre trying to 
simplify and reduce data collected, to be sure we know what we will do with 
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what we collect. We are concentrating on establishing a data collection 
process using a microcomputer. We have lowered our expectations about how 
well or rapidly we will really be able to do this. 

20. Keep building toward a Ucritical mass,u but not in random scattered 
fashion, such as "shot gunning" long-term academic participants allover 
the United States. While participants do come back with useful education 
and some common experience with our system, most likely they will also be 
scattered back into their system. When scattered, they are less effective. 
A critical mass is developed as people who work together come to common 
agreements and understandings about how things can and will be done. 
Building a critical mass requires long time frames and clarity among the 
participants about what they are a "mass" to do. 

Conclusion 

In short, development really isn't such a complicated thing. It takes patience, 
love, hard work, willingness to go the extra mile, flexibility and openness to 
change and new experiences. 

As a field development practitioner~ I've found my reading selections moving 
away from the development literature to that of business, management, human 
development, psychology and fiction and non-fiction about other countries and 
cultures. It is here I often get new ideas from one place that might be trans­
ferred to another. Many of our in-house publications repeat messages over and 
over and do little to help those of us on the front lines. 

In the area of EHR I argue for: practical approaches (well grounded in 
research from a variety of fields); more flexibility in design; treating 
methods such as participant tra1ning and third country training as tools, not 
ends in themselves; better selection of both Americans and host country offi- . 
cia1s to do the job of development; and an approuch to policy dialogue (based on 

" 

what we currently know about human beings) that has a real chance. of working. 
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I Rural development is a 
'process without shoncuts, 
without easy IOlutions. It 
takes time, careful planning, 
patience, commitment, and 
a great deal of hard work. In 
Tanzania the ongoing Train­
ing for Rural Development 

(TRD) program is succeed­
ing because it is .. team effon 
involving thousands of Tan­
zanians who are willing to 
meet the challenge of build­
ing a better life for them­
.elves and their children. 

The aim of the project is 
twofold: to imorove alUicul-

(Lch) An 
inltructor traillcd at 
the TRD center in 
Ruaha conducts 
a claH for villqen 
at Mbey. (below). 

tural production in Tanza­
nia, and to assist local offi­
cials in their planning and I 
management responsibilities.' 

The TRD story staned in 
1977 with the visit of Presi­
dent Julius Nyerere to the 
United States and his request II 

to the U.S. Government for 



Jssistance in training 4lnd hu­
man resource development. 
As a result. TRD Phase I "'as 
approved in IIJ71J as a S6-mil­
lion effort to train 70 Tanza­
nians in American universi­
ties and in the initial incoun­
try training programs. 

Starting with 10 Tanza­
nians with backgrounds in 
agriculture. livestock_ natu­
ral resources. community de­
velopment. and coopera­
tives. the project initiated its 
village work. These trainers 
acquired self-help teachi118 
tools and guided others in 
problem solving. leadership. 
and project management. 

The next step was right 
into the village. Trainers.. as­
sisted by American consul­
tants. lived for several weeks 
in the selected villages. They 
learned about the villages 
and their priority problems. 
conducted socioeconomic 
surveys. and began to train 
village leaders in the same 
skills that they theul!ielves 
had just acquired. 

Establishing the first train­
ing center was another early 
activity. When TRD staffers 
arrived in Ruaha. lringa. its 
condition after a history of 
short-lived training pro­
grams was greatly in need of 
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improvement. With paint. 
pipes. boards. and (umiga­
t;on its outward appearance 
"'4lS~OIded. New manage­
ment systems. hard work. 
andaninfluxofuOiineesfTom 
project villages brought new 
life to the community. Ruaha 
became tfle flub of activities 
fortilc 100 villages now par­
ticipating in the projecl_ and 
other ~ were formed 
in Mbeya. Ruvuma. and 
Arusha. 

The highways and bywars 
that connect the four centers 
and the villages with which 
the project works are set off 
by an impressive natural 
backdrop. Srull viJJagecom­
munities dot me counny­
s.ide. interspersed with rich 
patches of promising agricul­
tur~lIland. 

But it is the people of Tan­
zania-not its scenic be<iu­
ty-that capture the men­
tion ofTRO workers. It isthe 
man working the land with 

. his hoc .and 1bc. woman who 
ohen walks several kilome­
ters for water and firewood. 
It is' the. hope of in~as;ng 
agriculture and livestock 
production. improving vil­
lage incomes. and building a 
better life that keeps the pro­
ject on the move. 

The energy propelling this 
eight-year. more than $30-
million joint effort by the 
United Statei -and Tanzania 
is supplied by people work­
ing together. On the Tanza­
nian side. nearly 4.000 peo­
ple from poJicymakers to 
villagers are involved as 
trainers. manOigers. and stu-

dents. On the Ameri,=an 
side. the project is being fi­
nanced by the U.S. Agency 
for International Develop­
ment (USAID) and imple­
mented by the U.S. Depart­
ment of Agriculture. 

While the project also pro­
vides some commodity and 
materials assistance. the rna-

/ 
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·r.rit~ of funds provided are 
u ... fd for training-experien­
tial. practical. and adult­
.;rifnleJ-with emphasis on 
..c,Io·jng prohlems at the local . 

., hat does TRD participa-
1ion really mean to a village? 
According to James Okeyo. 
TRD Ruaha Principal. "vil­
lagers previously were not 
accustomed to workers com­
lng into their communities to 
advise. consult. and assist 
them:' Okeyo feels that 
TRD is successful because 
~'e "really get to know the 
community firsthand and the 
people come to know us and 
Our approaches. Then they 
choose 15 of their leaders to 
join with leaders from other 
, .. iIIages for a four-week ses­
sion at the TRD center. 

"Through group discus­
sions. role playing. simula­
tions. and practical work on 
our demonstration projects 
1he~ learn new managerial 
and technical skills. We fol­
low up later. in fact we work 
"'ith a village for approxi-

'Jy three years. assisting 
• with types of training 

appropriate to their needs 
and problems." 

The results of the training 
1'\rl'\or~m are visible and im-

pressive. Village production 
has increased in the four pro­
ject regions-a tangible con­
tribution to meeting the food 
needs of the country. A num­
ber of village projects are 
stronger economically and 
more able to provide income 
to rural communities. From 
this cooperative effort there 
is a growing awareness not 
only of improved agricultur­
al production methods. but 
also of the need to conserve 
soil and establish forests. 
Many farmers have adopted 
techniques and innovations 
first learned through TRD. 

The four training centers 
carry on demonstration pro­
jects on how to grow differ­
ent crops. At present the 
concentration is on maize as 
the staple food crop. and on 
export crops such as coffee. 
tea. and pyrethrum. The 
crops vary so much from one 
part of the country to the oth­
er that initial work with a vii­
I"~f' examines existing agri­
cultural practices and consid­
ers the potential of that 
particular area. Through the 
course of a project. a village 
may change its mix of agricul- . 
tural production or improve 
its skill in some particular 

For . some vii-

(Above) Trlinees 
lelm 10 yoke olen 10 
they can be used 
to trlnspon aoods to 
the villllCS. 

lIudents apule Wiler 
in lhe pond 10 
increase the IUpply 
of oly,en. 

IRlght) In I fISh· 
ftlnng progrlm. 

lages in the tobacco area may 
be able to improve agricul­
tural and drying procedures. 

But clearly the first thing 
to worry about is that a vil­
lage has enough food. Priori­
ty is given to the issue of sub­
sistence. which in most 
villages means assessing 
maize production. There is 
also emphasis on horticultur­
al crops. particularly of vege­
tables. trying to improve 
nutrition by adding more va­
riety to the diet. After taking 
a look at nutritional prob­
lems the trainers estimate 
crop export possibilities to 
obtain money for the village 
as well as help Tanzania gain 
foreign exchange. 

The first step is to ask the 
people what they see as the 
most se' .. ere problem in the 
village. and then build on 
what they feel they want to 
work on. If a village says the 
number one priority is safe 
water. the program begins 
there and later moves to crop 
production. livestock. or 
other income-generating 
I'8ssibilities for villagers. 

TRD Phase II. approved 
in 1981. added an intensive 
management development 
program. included the Aru­
sha re in the • and 

extended the coverage of vil­
lage training. The manage­
ment training programs are 
designed to bring together 
specialists in various techni­
cal fields who work together 
to catalyze rural develop­
men!. The emphasis is multi­
disciplinary with participants 
from Tanzania's national 
policymaking level. along 
with regional and district 
workers. 

The methods for training 
managers are similar to those 
used with the villagers and 
are coupled with on-the-job 
and followup consultancy. 
Initial programs were con-. 
ducted by U.S. management 
consultants with experience 
in government. private en­
terprise. and work in other 
countries. These experts 
were teamed from the very 
beginning with Tanzanian 
trainers from the Institute 
for Development Manage­
ment (10M). who learned 
the training skills from their 
U.S. colleagues. 

10M trainers are indepen­
dently conducting most of 
the TRD management de­
velopment programs and are 
spreading the experiential 
methods into other res 
of their 
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TRD II brought with it new 
sights. sounds. and micro­
computer technology. In ad­
dition to slides. films. Ind 
graphics. the project makes 
use of videocassette taping __ I 
for demonstration and feed­
back purposes. The micro­
computers assist with village 
data collection and analysis. 
record keeping. filing. Ind 
word processing. 

TRD-trained managers 
say they have implemented 
improved office manage­
ment practices. learned to 
train and use their workers 
more effectivel)', and insti­
tuted time-management and 
problem-solving practices. 
They have developed a clear­
er approach in managing the 
multiple forces that present 
a challenge in the changing 
environment of a developing 
country. 

There are regions that 
have undenaken special pro­
jects as an outcome of man­
agement training. The 
Mbeya region. for example, 
is building the first Farm seri 

vice Center in Tanzania to be 
operated and managed as a 



cooperative venture involv­
ing 29 villages. The: Farm 
Service Center will bring re­
sources. equipment. and 
supplies required by these 
villages closer to where they 
are needed. and in the pro­
cess the cooperative will 
learn how to manage an eco-
10mically viable enterprise. 

Cooperation and network­
ing throughout the project 
regions continue to grow, 
and communication is flow­
ing more smoothly among 
different levels of rural de­
velopment workers. Village 
governments are stronger 
and more panicipatory, with 
a greater role for woml!n. 
The people are taking an ac­
tive, lively pan in deciding 
their future. and many are 
looking forward to funher 
developments of the TRD 
program. 0 

Dr. Janel K. Poley, a pro­
ject adviser w;lh Ihe U.S. 
Agency lor Internal;oMI De­
velopment (USAID), went 10 

Tanzan;a ;n 1978 10 develop 
Ihe Tra;n;nglor Rural Devel­
opment Program. 

AI dlcT1lD 
CClder ill Ruaha. 
viIIqm lppIy 
chctnicalilO conlrol 
pnu..t diIaIn 
ClldanFrinl rIC" of 
maize and beans. 
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TRAINING FOR RURAL DEVELOPMENT ,IN TANZANIA 

"A Case Study in.;Sustainable Development" 

1. INTRODUCTION 

Tanzania, the count~y where modern kan may have 'origin~ted, 
is a land of great size a1d beauty. More than 60 different ~ 
ethnic groups with distinctiVE histories, language and 
traditions people this m~sai~ of more than 19 million. 
Physically, the n~tion extends over 362,000 square miles, 
ranging from the coast of the Indian Ocean to the height o~ 
Mount Kilamanjaro to the inter~or rich farm earth of th~ 
Southern Highlands. 

"E::pei-imentaticln" mi~ht b:a:t c:aptl.l'i-e the develclpiIIEnt P2\t~1 CIT 
Tanzania since independence. Use of a national languaqe -
Kisw~hili; stressing of edLcation and liter~cy; and 
fostering of deep seated national pride and interest in 
political stability have s~~ved the country well. 

Economic experimentation has been less successful, leaving 
the country among the poorest in the world. After 
considerable pressure from the IMF, Worl~ Bank and other 
dClnclrs Tanzania in 1986 devalued the shilling and began tCI 
open up its economy. 

But this story from a USAID perspective began in 1978 and 
ironically closed officially in 1986. 

The Training for Rural Development I Project was designed 
originally in response to a request by then President Julius 
Nyerere to then President Carter to assist the country to 
develop more human resource capacity, particularly in the 
agricultural sector. At the beginning two strains of 
though~ existed as to project dire~tion: The Minister of 
Agriculture favored a massive long-term U.S. training 
project and the Minister for Rural Development favored a 
grassroots improvement in outreach and extension 'in the 
fertile, rain-fed regions of the southern highlands. 

TRO I.became a bifor~~ted effort attempting both, providing 
degree training for 80 Ta~zanians and pilot testing improved 
organizational,management and incou~try training approaches 
for reaching villagers. TRD II built on the part!cular 
success of the incountry pilot efforts and explicitly using 
a systems approach attempted to improve agricultural 
production and quality of life in five high production 
potential regions in the country. The two projects were 
implemented with USAID asslstance fro~ 1979 - 1986, at a 
level of 511.45 million. Due to the Tanzanian default to 
the U.S. Government TRD II was terminated more than two 
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years ahead of schedule. Tanzania continues it t~day 
through its own res~urces and ingenuity. 

The ~uthor was the~prlmary American lnv~lved with the 
F'l-Clject fl-clm the time clf trle Ta11zanian request until USAID 
withdrawal and has continued t~ f~ll~w inc~untry 
develclpmt:nts clelsely. The data SC'LIl-ces are wide-ranging. 

I I. THE TARGET .3YSTEI'1 

"Static" 

This is the pal-t c.f the Tam:anian F:Lu-al Devele.pment set-up 
that was directly targeted by TRD. Its territ~ry included 
fiv~ (there are 20 mailand regi~n5) regions of th~ country, 
Irin~a, Mbeya~ Ruvuna, Rukwa and Arusha., including wit~in 
these regi~ns 300 vill5ges, four village training centers, 
22 Dist~ict Development 0irect~rates~ five Regional 
Development Dir~ctorat~s, ~s well as local government~l 
organizations at Ward and District levels. At national 
level the system includeo a National Co~rdinating Committee 
(NCC) composed of Principal Secretaries of the inv~lved 
Sectoral Ministries, a small Pr~ject Coordinati~n Office 
within e~ch of the Sectoral Ministries (Agriculture, 
Livest~ck, Natural ResourCES, Community Development and 
tooperatives).It also includ~d educational and supp~rt 
instituti~ns in Tan~ani2 charged with village improvement 
and management improvement, including the Institut~ f~r 
Developm2nt Management (IDM) and the C~ntinuing EducatioG 
Centre of S~koine University of Agriculture. 

The target system was a natural 5ubs~stem of the larger 
Tanzania~ rural development system, operating within 
national policies~ politics, goals, institutions and 
financial arrangements. 

For the purpose of this di~~~ssion the environment includes 
the rest of the Tanzanian system, beyond the ~cope of the I 

description above and the external international 
environm~nt, particularly influencing maCTO level poli~ies 
and decision-making within Tanzania. 

Initially key stakeholders included President JUlius 
Nyerere, the Minister of Agriculture, the Minister of Rural 
Develc.pment, the Principal Secretary c.f the Min'istry clf 
Manpe.wer Devele.pment and theUSAID Missic,~ Dh"ectc.r. Rather 
quickly the circle of stakeholders expanded to ~nclude a 
rather large group of previously U.S. trained middle and 
upper middle managers,and the author. 

The was rather general agreement from the beginning that the 
system for "delivel-ing the ge.c.ds" te. villagel-s was in decay. 
Village t'l-aining centel-s in the tal-get syste,m were in twe· 
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cases empty and in two cases poor managed and underutilized. 
The two operating centers received some budget support from 
thelgovern~ent. Built originally with donor funds - in/one 
cas~ USAID and the other Nordic money - neither had a 
fun~tioning village outreach program. Staff, many 
technically wall trained, largely sat in the centers 
waiting. pn organized demand system - from above or below 
did not appear to exist. 

While well structured and decentralized, the regional and 
district management support systems were inefficient, f~irly 
isol~ted and non-interactive. It was interesting to note 
that after the signing of the agreement Regional Development 
Directors in the two of the PrDject regions, were rather 
quickly replaced with capable, energetic U.S. trained 
le~derE. (A key stakeholder~ the Principal Secretary of the 
Ministry of Manpower Development - now Deputy PY-incipel 
Secretary to the President of Tanzania played a key role 
here). Most of the villages in the Project r~gions had 
governments in name only, agricultural production was 
declining and there was a general attitude of sitting and 
waiting for the Gc.vernment tc. delivel- develc.pment as 
prc.mised. 

"Dynamic" 

As c~ptured in an earlier paper about T~nzanian 
decentralization by Dr. Garry Thcma~, titled "The Center and 
the Per i fel-Y" - the fLIl-ther fl-c.m the Centel- cIne travelEd the 
greater the decline.in both capacity and performance. 
Environmentally~ a~thority cam~ from the top down, yet the 
country~s stated development philosophy and the 
decentralized structure called for it to push up from below. 
Behaviorally managers reacted to orders from above then 
directed, ordered and controlled those below. Behaviorally 
trainel-s prc.vided "right" answers tCI villagers c.n the rather 
infrequent occasibns when they met. 

While peopled with government workers with ~echnical skills 
and at the village level a great deal of in~igenous 
know-how, the system was largely reactive, frustrated and 
sc.mewhat paralyzed •. The.re "'Iere few oppc,rtunities fCtI- the 
system to learn and change as a system. The scattering of 
highly trained individuals over the large geography of a 
country with poor communication systems, isolated peDple who 
together might devise ways of acting. Few po~itive 
incentives existed for improv~d performance alt~ough 
negative sanctions were applied rather whimsically if a "big 
perscln~s" e>:pectations were unmet. 

Economically~ it was a tough time. Oil prices were high and 
the war with Uganda had nearly bankrupted the country. 
Salaries were low, although higher officials received more 



perquisites such as housing, vehicles and opportunities to 
travel ~utside the country. 

The Project rather early deduced that the coun~ry's 
decentralized structure~ positively stated gr~ssroots 
development philosophy and goals and the number of 
~echnically well-trained people in the system might be able 
te. " e•i- c hestrate" a new path ",ith st\-.ategic and techne.le'gicCiI .. 
change. ~ 

III. INDUCED CHANGE: THE FACILITATION OF THE TARGET SYSTEM 

The intel-ventie.n w.as designed te. c.atalyze the "t.arget" 
system into action so as to better assist gr.a~sroots 
vill.agers to improve their incomes~ production and quality 
of life. Without the benefit of the SCOPE mod~l TRD used 
systems theory as a guide. (For ex~mple the fir~t exer:isE 
in TRD management training, a~ked participants to map the 
existing Tanzanian rural development system as they sa~ it.> 
Systemmatically scheduled cycles ~f experiential tr.aining 
for managers and trainers were followed by routine follow-up 
and consultation on-the-job so that performance could be 
observed. Initially the~e tasks for performed by outside TA 
by the end of the Projects these tasks were performed 
entirely by Tanzanian staff. External orientation was 
explicitly treated with units on managing change~ managing 
the external environment and sessions of positive power and 
influence. Many within the Project came to believe they 
could and would change the system~ in fact to such a de~ree 

that they became a political force, rather threatening to 
some elements in the country uninterested in movement to~ard 
a more participatory, democratic operational mode. 
Fe.rtunately the key,key stakehe.ldel-s· in this Pre.ject 
identified themselves from the beginning. The Minister of 
RLlI-al Develc.pment (mentie.ned eal-liel- and now the Ministei- e·f 
Agriculture) and the Principal Secretary of the Ministry of 
Manpower (now the Deputy Principal Secretary to the 
President) strongly influen~ed the direction of the project 
and have supported it in every conceivable way up to the 
present. The advisor to the Pres~~ent for Rural 
Development(a Yale trained PhQ in political science and a 
well published scholar) became actively engaged early in 
year ~hree of the Project and deserves much of the credit 
for strategizing and thinking the Projects in~o 
sLlstainability. The Regional Development Directors provided 
the real day to 'day leadership, dynamism and ov~r time more 
money from their budgets for both,i~plementation and 
sustainability. Much went on behind the scenes of a 
political and influence nature that was real, hard hitting 
and 'at times highly risky fcq- thelse inve.lved. The deep 
relationships built among the ~ver ex~anding TRD family, the 
common beliefs, norms, language and jokes wer~ probably 
essentially te. surviving the shc.ck e.f the P)-e1ject clo~;e-e'Llt·. 



Frclm the begirlning TRD paid particulal- attenticln tCI ._. 
involving wom~n throughout the system from the village to 
seni clr wc.men pC11 i t ic i ans and managers.' Vi llage i ''''pact 
studies seemed tCI indicate that much CI·., the spread effe~t c,f 
learnings gained in TRD village traini'ng tCI tIthers rlc,t 
attending" the training came from the women involved (men 
often tended to adopt the practices on their ;Dwn plots, but 
were not ~o likely to share the knowledge with others in the 
vill~ge). Women managers also app~ared to play essential 
roles in managing the proje~ts over the stress hump of U2AID 
pull-out. Women as a gro~p appear to be key stakeholders. 

In terms of increased valuation of 'outputs, four of the five 
TRD Regic'",1s Co"I-e nC,~J called liThe Big FClllr". Agl-icultul-al 
productio~ increased threefold in these areas over the life 
o~ the Proje:t. TRD certa~nly does not claim entire credit 
but village i~pact studi9s and comparis~ns witn other 
regic.n£" have sr,c" ... n that it: WclS defll-,itely i:i c:clnt",-ibl,"i::ing 
factor. OYer the life of tMe projec~ a large demand S}DtSfi' 

fc,\"- TF\D S21-vices de-velclped at all levels c.f the s"y'ste:o 8";lU 

continues to this day. 

The following quotation from the May 1984 evaluation of TRD 
speaks rather directly to the SCOPE notion~ withnut 
identifying them as such: 

"The pn:'g",-e::s clf TRD tCI dt!1te i nd icates. that, in general, the 
project pu~pose will be achieved by the end of project, 
although the degree of.achievement will probably vary 
between project specific regions based on the extent of 
involvement. TRD appears tohaye wide-spre~d acceptanc~ 
within the TANGOV and with villagers which has lead to 
pc.sitive \-esL\lts." 

"TF:D shc.ws that a systems appl-c.ac:h te. i'mprclved uti I izat·ic.n 
of existing government resources is possible. Too often 
planners and donor agencies complain about the ineffic:ient 
use of human and ~ther resources within governments, but shy 
away from tackling the problem in a systematic manner. 
Instead, they address spec:ific: constraints within an 
organizati~n ~ather than foc:using on the linkages between 
organizations ~r parts of ~rganizatiDns which Affec:t 
operations. An overall~ general effort to improve the 
systzm can lead to positive results, since it requires 
several types ~nd levels of organizations working together 
in ~ coordinated manher for rural devel~pment to occur. The 
TRD management training program for officials is proving 
that it is possible to achieve this." 

"The ·TRD management training is based c.n the premise that 
training can l~ad to ihanges in attitudes and behaviorE when 
te~ms of colleagues receiye the same training and that 
training is phased and puntuated with performance and 
follow-up. This overcomes the often encountered problem of 



well-train~d individuals not being able to utilize ~~wly 
acquil-ed skills and ~me.wledge because elf infle::ibility in 
thei;- welrking en'li'I-~Inment." 

"Alscl TRD deme,nsti-atas the: pc.wel- c.f adult edLIcaticln me1:hcds 
c:ntel-ed C,j, e>:per ient i.:.l, pl-'clb I em-scI 1 vi ng tectm i ques tel 
evoke change. It shows that these methods are applicabl~ to 
wor~ing with highly educated people as well as illiterate 
villag8rs. The strength of t~is educational approa~h is 
usi~g the trainee ES the focal point. The trainee is 
acJ;ively inve.lveCl i.n tl-Ie l6o""lling pl-clces~." 

TRD was designed and developed to sustain (we then calle~ it 
institL:tic,nali:::e:1>, tCI be as natural as pel:~sibl:!·(wii~h\.1':~ 

rath'::'l- than cll_:tside i;he rlel'-i~al gCI'lernmr:~t S£?t-L~r> a'iid t::" 
1 e':I,;-n f;-ei;TI ,,;'oj-Id i nfl L',Emc:e i 1;,: i?:: :1:8;-ila I envi )-e,',lf:'E-lt . 
C ,- 8 ,:7,'!'; i '" i, t ': e, Ii d T ~ ~ ::! i b i 1 i t ~ , "J '? r e 'E:: p 1 i cit 1:? :! ':- n i 'I-I 9 
elb j ec t i \/I?!::,. 

Two m~jor artific~alit~es ~~~t b~ not2d, however - 1) ~ 
large a.nclun't clf e:,:tan-,al i',-IP!.ltsii-lcluding vehicles, 
equipment, micro-computers~ limi~ed recurrEnt budget support 
in early days of project and 2) nine years of long-term 
cDn~istent techni=al as~istance - six years for the awthGr 
and three for a second TA and a lsrge numb2~ of short-term 
consulting and tr~ining TAs. 

'ThE$8 rathEr large re50u~ce infusions were also rather 
ab)-Llp'.;ly L-Jithdl-':H·;n by US;;!!::, dLle t.r.1 the default; situat;c,',-,o 
The lo~g-term cO~5istEnt TA had both p~sitives and pot~~tial 
)"'egci't i ',Ie:::,. The aL'thc'l\" sta\.Ec:1 sc· ICIng ai-·d ~'JCiS SCI mLlch t:',o:? 
hub of Project c~talyzing/3d2pting and communicating th~t 
her departure - as well as the end o~ external financin~ -
were SEvere syste~ shock5, both practically and emotion~lly. 
It is pc,tentially easier fClr eNtenlal adviscq-s tCI crclss 
sLlbsystem bCILmdaries and the incentives fC'I- delil1g SCI al-e i.'11 

mCI$t cases g)-eate)- fCI)- the TA ,than fcq- th~se iil regula)­
organizational positions. 

IV. 5USTAINABILITY: FUNCTIONING OF THE INDUCED SYSTEM 

The ICln~-tei-m ad'lisclr th.::t sel-ved wi th the aLlthcq- in 
TanzC::lnic' retu'l-nl?d vel-y recently frclrn Co fielLl vis,it. tel ti'le 
F'i"~lject. The prcIgnc,s,is - just as, the all the signs pCI~,ted 
at gc,ing a\.'Jay parties fcq- the U.S. acvisors s",-;id - "TRD ~·~il1 

ne'lei- die." 

The tl-aining centei- createc! fil-st LInder -the F'l-Clject is tile 
strclngest (as prec icted in the May 1984 eva luat iCI\,) and is 
in ever increasing demand to provide training and consulting 
to ~n ever ~idening set of clientele. Multiple funding 
sources support activities and income generating activities 
continue to grow. While the la~k of fpreign eNchange has 
yet to be felt in a damaging way~ v~hicle~ ar~ agina and 



could become probl~mmatic to continuing village a~tl~itl~~ 
if nett addn~ssed. While USAID has shctwn nco intel-est il-· i;h·? 
Project since U.S. TAs ~ep~rted and in fact so pDorly 
managed close-out activ~ties that vital equipment purch~sed 
Io'~ith pl-c'ject funds Io'Jas 'ne'.~l- delive',-ed, engineei"ing 
assistance pl-etmised was paid fCtl- and nett delivel-ec and m~iiy 

files are currently either missing or shipped back to 
Washin£ton. other donors are bog inning to use the cen~e~s 
and will assist in ~upporti~g some of their ~eeds. 

Trainlng for Rural Development i~ new a national prog~~~ anc 
the former Project Coordinator 15 now the TRD Direct~r. Th~ 

National Coortinating Committ~e was meeting while the 
author's =olle~gue was in ~h8 country e~d ~i~e RegiQns ~r? 
nC'~'1 In'.colved c·'- abetLlt t!:J oegi'-' tr,e- p··-e:gl"cHO. (r r. i:=. 
int~re5tir£ that in this C~S? tr~nsfers of RDD~ to rew 
;-egie.-:-.s 't.:"- n::sl.!lt'.nc; 1"1" ~;:i"E'=d .;nd inc:r,=a~';2d d~ilh~.\"·II: 

sys.te/:\s ,l • 

The 1DM mc?l'"Ic'gefi,2·,-,t tl-:all-'E·· .. S ai-e in demand tl'l\"/)ugh':'Llt t.h~ 

system and by c,thel- dc.rk·'-~. Dne TR~ ti-clil:el- is n::'lo'J 
cc,nsLl1 t i nl] a 1 mc,si: e::c I us i ',Ie 1 / te, th~ WC'j-1 c Bank ' ..:,'d::i ~ig te, 
incorporate some of the TR~ approaches into the Bank sy5~~m 
with con5ideratle developing interest. 

On the political and economic front, the economy continwes 
to become more o~en~ entre~reneurship is emeraing and t~e 
TRD staff is beginning to S~E a whole new set of 
;::·c,ssibilities. F'c:d'Lticr.iI1.;/ a·em'? e,f the:~ "pr.,w,;?,." el~.te" mc:~t 

outspck~n ag~i~~t TRD arE n~ longer in go~ernment, ~l~~oug~ 
s t i 11 ai: t i \Ie i:1 the P2;'" ~C'.:, c::,,-:d a ,:.n,p' r,f the me, j- e in t.c: 11 ",'c, ~: '.; 21 

and less id~ological politicians are ove~tly m8viGg to 
advocate the types of ch6nges brought to the system by TR[. 

Six indiyidu~ls stand-out in this transition which now 
appears to be emergent an~ sustainable. Two are leeders ~t 
the n~tional lEiel, two are ragional directors~ one is the 
L'Jc.man ~.il-incip~l Cof the fll-st TF:D Cent.er and c,ne is 1:r,E? T;::"D 
Project Director. Strategicslly they were able to cross ~ld 
u~crossable system bounda~ies and togethe- reform, re-p12~~ 

~ct~ influence their environ~Dnt and keep people tog2t~~r 
bEl ie'ling that indeed TFID wC'uld nevei- db'? 

In tE",-ms c,f SCOPE TF:D tc . ..:,k a systems '1ie~' fn:,fi'. the 
beginning, built e:n a reasonably s~und decentralizatior 
structure, appears to have overcome the terrific economic 
problems experienced by Tanzania, used the best ~f what is 
known about developing capacity/parfcrmance and k~pt working 
the politics. In revisiting what was done, recovery fr~ffi 
project close-out might have been quicker and deeper if: 



committed 
catalytic 
naturally 
are still 

TAs ~nd how to re~tructure the communication, 
and linkage of vari~us system eIEffie~t~ n;~ 
tied toge~her (i~ fact TAs are in U.S. they 
interacting rather regularly to help keep 

this part going 

*Better economic planning, {or non-donor dependent 
incom9 


