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FOREWORD

The EDC Team's coniract Statement of Work links the evaluation of the
ending USAID trainina projects closely to future planning -- for exampie:
“eyqgasted nntions” for, and "assistance to the Mission in”, preparing a
reainieg stratagy and plan.,
ia alicwed A confingum of research and reporting by the singie study
group -- goinsy firet for the evaluation, research and historical analysis of .
prestizfingd and afedcfiy Timited sef of facts; and, second, an
imaginative/speruiat ive nroiection of human resources deveiopment

Prereiniidirians f T Taiigre

Tirn jam+vae peaan in an entireiv npen-ended frame of refef,nce, in so far
A2 rorodnctrgstinone risfined it
tha croactynity of such Tipkage was rare in our AID and AlD-reiated

@xniiente 11 was & sh»iienging and most welcome one. Qur stay in Maii



g fae tee Teief we gained A certain confidence and authority from doing
the evaiuction (Segnent ONE) which sustained our approach to planning for the

future (Segment TWO),

It foilows that this Report is a single document. However, ONE and TWO
are ailtogether different in style and purpose., OMNE is analytic of findings of
Tact, TWD, using conclusions fiowing to it from ONE, is far less "scientific”

in its research and analysis methods. It is, in short, an idea paper.

The 1deas are reoted, first, in established U.S. policy and Mission
auideiines; serond, in ail we could learn from the relevant experience and
advice of otbhers (documents and interviews); third, in the thinking and
axperience we brought to the task as individuals on the study team (a
fortuitnus, if net accidental, combination); and, finally, 1in tripartite
intra-team critiques, and the advice and counsel of USAID and Ministry of Plan

cfficials and other reviewers of our preliminary ideas.

The preduct could have been improved and refined for an indefinite
additinnal numbar of davs, We cut off at the October 5th deadline, leaving it
to the #icssion and the GRM Plan (ffice, as is specified in our Scope, to make
decisinns among suagnested options and to draw up detaiied operational training

plans.

Fach of the segments has its own table of cnntents and introductory

material, while the annexes are in a singie group at the end of the report.
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EXCCUTIVE SUMAARY AND PEINCTFAL RECOMMENDATIONS

Tnree related prejecte in DSAID Lraining were aevaluated, This report is a
compined final avaiyerion of rtha three, The first project, Development
Leaderanin Training, wae authnrized in fugust 199 DLT offered advanced
Traiting in the 45 o siviv of Maii's future aeaaers in the public and private
cocrers, in cranajemeat, pnhiic administretion, pusiness administration,
Ccoonomic pianetr e, AT oo and pukiic heaitih,  Business administration,

cgucaticn, rubio sumcrataratinong and development planning predominated.

Tha ccoong, fahed nergower Development Project, Phase 11 (SMDP-11), and third,

Fahed vuaan vesogiene Dovelorment Project, Phase 11T (SHRO-III), were

AUTHOrized "n el o 0t recnectively.,  Their purpose was “to identify and i
~jilevipte those dovelnnrent constraints which respond to long and short term

teaining, " T ouhie enr, $9) Matians were to be trained. -
To reacn as wide an Tandience” az possible, a mir of training opportunities .
was offered, LiDP-11 ang SnRD-111 offered long term academic and short term

tecimicail ur=ining in the i3 and in third countries, and placed considerable

erphasic an chart term in-country training. }

SMOP-1T has hezn successtul, actualily exceeding the number of trainees

progrnmmed. GHRD-11II has failen short of its projected targets, primarily )
because of difficuities desianing and implementing SHRD-III’s in~country

training programs.

i three projects were mandated to taie speciai steps to increase the number

of %rainees Trom amono women and the private sector. The Mission was active

in encouraaing GPM boriies teo nominate vomen for training. Private sector .
candidates wers sought through non-governmentai mechanisms, and the Malian

Chamber of Cecmmerca was ©o he represented on the Project Steering Committee.

The projacic enjoyed very nigh training-compieted and repatriation rates.
ATimpi now cccuny positions throughout maiian government, international
institutions, and in Mali’s private secior,

- -
The projzcts w2re coordinzied in waili by the Direction Nationale du Pian I
fqzisonal flaraing (Office) of tnhe idiniztry of Plan. Engiish Tanguage training ]
;35 dore in E mavo. The projecis were m»naged in the US by Partners for

Y e ——

International Educatien and Training (FIET) ard by the LIS Department of
taricuiture (LUSDAY, accarding to the participant’s Tield of study.

Conciusions and Prirncinal Recommendations

i DT i infivencing Mali’s davelepmani. Alumni planners and directors
ctaff G7u miniairias, ingarnational organizations operating in Maii, and
e A.T.D. Mizsi~a,  OGuier aiumni are performing Tinanciai and
adéginiatrative wanzoement tasks in Maii's private sector. The Mission
should c-ontihes o sprovide graduste training to Maii.  Given the high
unit roer of gradunte education in the US, such training should be



reserved Tur thoze who will make decisions and shape policy in ail
sectors of Maii's economy,

Short term technical trainine is a valuable tool to meet specific
training needs. A variely of traving opportunities in the US, third
countiries, and in-country can respond areatively to nseds for training
as nhey arize. Technical training 1caches a far greater proportion of
the pooulotion than graduate education in the US, The Mission shouid
continue to offor a {iacdibie mix of programs, retaining the current
arphasis on short term training.

In-counrtry training is another useful vehicie for targeting large
numbors of participants at dow unit cost. However, understaffing in the
Human Resources Oevelepment Office (which is under the General
Development OTTice) has caused lags in implementing in-country training
rroorams.  There are currently two Foreign Service Nationals, a Training
DTficer and a Training Assistant. These two are competent, and together
offer n wealith of institutional memory to this and other projects.
However, nn Traiping Officer bas been acting HRDOU for over a year.
Current erafi’s avpertize is in managing participant training,
aspecially for tihe US., They have received no training in how to design
and manage in-country training. A US direct hire FSR should be
identified as soon as possible for the Mission's current, enlarged
training activities, Staff needs training in management and
administration, and their computer skills should be upgraded.

The Direction Nationaie du Plan (DNP) is responsible for the Malian
Government’s (Gi“'s) coordination of its programs with those of the US
and other donors. Participants are ciearly being well selected in terms
nf academic and professionai background. However, training
opportunities are not pubiicized throughout the civil service. We
recommend that + training opportunities be openly advertised.

To accommodate the large numhers of appiications sucn advertising wouid
generate, we recommend a simple pre-screening process that couid be
handied by an HRDO intern. We further recommend that recsponsibility for
finel saiection of candidates iie with an official selection committee
that shonld inciude representatives of ths Ministries of Plan and
Cducation. Appropriate iine ministries such as Agricuiture and Public
Health ciouid alsw sit on the seiection committee for their respective
fields of study. To ensure that women's issues are appropriately
interprered to GFH and incorporated inty candidate selection, we
recommend that the Mission WID Coordinator sit on the sniection
committes,  She should be joined by members of Maii's women's
organizations., Private sector candidate seiesction shouid be handied by
remrosenitat jvas oF ihe Chonmber of Commarce as well as Mission staff
weerking enesifically with private sector deveiopment.

Women'e narticipation was dissepointing reiative to US poiicy targets
Foper in absojute terms. iouw participation is not due to a lack of
womer wihy want Lraining. omen ascount for a third to haif of Mali’
schonis oFf higher education’s yearly graduating class. However, women

i
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ara not getting access to information about training opportunitius under
the curcent |, somewhat, informal information diffusion mechanism., The
Mission should continue to offer a variaety of training opportunities to
faciiitate women's participation, The advertisement process and
colecting conmittoe we rocommand will aliow more of Mali's women to take
advontaae of {he Missinn's training initiat lves,

There % an angoing question of degree cquivalency, GRM statutes
current iy recognize the american masters degree with the French DEA
(Diplome d'Erurdes Approfondies) instead of with the French "doctorat de
trajeisme cyzla,”  This means a devaluation of American degrees, risking
Trusteation Tor some seturnees and possible underutilization., The
Miccion should continue Lo work with local and rogional policy-makers to
recoive this discue,

Private eector participation was alsn disappointing, partly because
Mali'as private cector it se small.fPrivate sector candidates should be
solicited through the selection committee recommencded above. Short term
in-ceuntry training shouid emphasi-e production skiils.

The DLT requiraement for thesis research in Mali has been very
produntive.  Mali now benefits from the sixty original studies DLT
participants undertook. Thesis topics that are germane to participants’
past and future smployment are an excellent means for ensuring that
training 1is targeted and appropriate. Future graduation education
projects shouid require thesis or dissertation research in Hali.

We rate as excelient US-based project management both by FIET and USDA.
HRDCO and participants alike were satisfied with the contractors’
financial and adminisztrative management, and the study team agrees.
However, project managers need to take a more active role in securing
practical training opportunities for participants prior to their return
to taii at the completion of their academic programs.

Tn-country English Language Training (ELT) brought participants’ TOEFL
Tevel up to minimal academic standards prior to departure. However,
this competency i¢ nolt sufficient to function well immediateiy upon
arrivail in the American envirenment. In Tuture such projects, in-
country ELT should be routinely suppiemented with a 7irst semester to be
devoied to pari-time ELT and part-time preparatory academic coursework.,

General pre—departure orientai.ion and counseliing was handled primarily
by Lhe ELT Center. Tndividual program-specific information came from
HRY.  Participants routinely categorized themselves as ill-prepared at
all lewnis. PMre-departure orientation should be systematized. Funds
shiould he made available for written materials in French anc English.
Mis=ion shouid work with USIS to draw on their speciiic expertise in
Thie area,



GiM pianning for and paperwork on behalf of returning participants is
inadequate, especiaiiy after long term training. Since this affects aill
Mission-funded training for civil servants, it is important to support
UNP's communication and manogement mechanisms,

iv



I.  BACKGROUNU
A. Purpese of_ tne Fvaluations and Study Questions

present renort isoa cembined final evaluation of three USAID training
jacts managad by Lhe Mission's Human Recources Development (Office:
veiopment Leadorainin Training (DLT)Y, Saheil Manpower Development Project
UHuP—II), and Sanel Human fesource Deveiopment (SHRD-TII1).

There wnre1w0 puUrposes in rvaiuating thece projects:

10 Fuifi1T vhe routine requirement, Tor project evaluations
Lo provide ¢onciusionz, racommendstions, jessons learned, to be used n
vhe conzuliving toam’ s other major tasi: guidance and general design of a
five-year training plan for the Human Resources Development Assistance
project, successor tn these three projects.

b

Five specific study questions addressed the projects’ impact on Mali's
development institutions, goal onf ail three projects. The specific matters

the study team investigated were:
x candidate selection procedures
* din-country Engiish ianguage tiraining
¥ pre-departure counseliing and orientation
¥ tie performance of project tacilitators
*r repatriation and professional reintegration.

Additicnal atfention wase caiied to the cross-cutting questions of project
sustainazhiiity and participation by women. The ztudy team’s Scope of Work is
provided s Annax 2,

Foo Coutext

eciai, political and administrative situation in Mali in the
vears since the projezcis were initiated did not affect their impiementation,
«triciiy smeakina, Huch of ihe training was done in the United States and
third countries,  Training in Mali was fully Tunded.

The economic, so

Thiz was an unuszual ass g ; for a singie study team: to carry out fhree
ayatuationg (zeament D%? 7 this report), and, in segment TwWC, a human
resnursas sector sbudy, 2 |dL\ona1 Lraining rieeds assessment, and a Tive-year
therefore devotad 1itile attention to the broader

USALD training pian. e
T to original researcih in the matter.

CONLEAT, &ag none at al

aware, howevzr, of 2 number of major context tactors

We were immadiate
i the post-training utiiization of the projects’

i
that hava deepiy a

r

(,/



parvicipanta, v cite thewe as points of reference for any luter studies of
the consequences for the country of dinternationally sponsored human resources
deveiopment activity,

1. Administrative

The Government's budgaets have been oharpiy reduced, notably in spending for
parsoma’,  Thig ic dye in part Lo international pressure associated with
cconomic refcerm and rectructuring.

Frem this arone tne problem of discharged civil servants and underutilized
araduates of various cche 1s, known ac “jeunes dipiomés.” Retraining these
groups and otherwice heiping them to become seif-supporting is a concern of
manv national =nd nternational bodies, including the managers of the three
avaiuation projects and the new (FYA#Z) Human Resources Development Assistance
nroject, for which the Tive-year pianning was done.

Moreover, Ltie presence of these rather ‘arge uroups -- educated, middle class,
unemployed ~- has not only created a severe social probiem but raises
questicns as to the prompt and useful employment of new graduates and trainees
emerging from U3 and other training programs.

There is no one-for-one competition between ihe existing underutilized groups

and those returning to the job market. 1t can oniy be said of the latter that
they were trained for eventuai work in deveiopment institutions.

2. Tne Econcmy
Large sectors of the economy are depressed. Many of those who were or are

teing trained uncer ihese projects for work in husiness or other parts of the
private sector are finding difficuity using their skills.

3. Peliticai/Structurai

A principal anaiytic Tinding of internzationail observers is that the Maiian
a0ciniist axpariment” Jeft in its wake pniitical, administrative and economic
etructures tinat inhibit the arowinh of free-market private enterprise.

This Tegacy accounits in part for siuggishness in the economy as a wholie, and
wore directiy, for probiems arising from the character of training provided
«nd The probiem of piacing ex-trainges. Some Maiians under US projects left
Tor training with the expectatinon of returning to Government service. This
period of transition, under reform and restructuring of a snciaiist state,
maike3 cazreer pianning difficult in boiph the public and private sectors.



4. Hoctal: Labor

Aothis stade of Meid e mistory avd evoiution, iabor has a minimal stake in
enterprise and deveiopnant,  tabor receives too smail a part of its bencfits
and, 2% a tesuit, 15 not a2 position motivating it, or even aliowing {t, to
make 15 full contritutinn ta the growth of tne economy, eitner as progucer or
as consumer. Tins nas iimites tne impact of some project training efforts, as
Ttomay weldl o oinotne future. ine new project is designed, n darqge part,
reeciceiy te alloviate that sityation, with training reaching the rurs)
popuiation generaiiy, 25 weil as empioyees of small ang medium size
enterprises,

G hoeing: Momen

iheca oncervanions concerning 1aber appiy Lo women as weli., In addition,
women are <tiii furtrer dicadvantageg -- as iaporers, for example, they suffer
3 compound nealjecrt and G13CHUragement.

Matian wemen are cdisatvertaged iegaliy, economicaily, socialiy and
educationaiiv, as in mast AFrizan countries. This is one reason these
projects did not meet their poilicy-mandated percentage targets.

Tt shouid not be assumed, however, that women in deveiopment problems can be
snived by means eviernai to their own demand for equaiity. The fact, conveyed
TO us dy USAID's WID Conrdinator, is that Maiian women are much in need of
information #nd consciousness-raising in the matter of hat their status
reaiiy is, and the impiications as to their own lives, their families, and
movement toward kFaii's deveiopmeni 2s a nation, an economy, and a sociely.

With respect to pianning for the new project, the mission Jirector and WID
Coordinator have potiir advised the study team of specific purposes that can be
built into Trainas-candidate seiection procedures and standards, and other
project meaasures nn the bepefit of women, Mo incorporated such advice in our
pilanning; =nd wa binve acne furfher ) in Twd or three other directions.

C. Evaluation Team Cespousition and Metnodoioay

r/duman Fascurs
on Training Specia

i. Ihe Team
The evaluation fteam conzisted cf 1wo Americans ang one Maiian, respectively a
am iLesade es5 tvaiuation/women in Teveiopment bpeciaiist, an
i Tist

, 3and a Local Human Resources Speciaiist.

The Americanc were racruited Tar the fack bv the Zducaticn Deveiopment Center,
inc.,, of Hewton, Massachusetis. T2 #371an izam wamber was ioaned by tne
fational Directorate Tor Functiona? Litarzey znd Appiied Linguistics, where he

i Depuly Direcior,

Lt



2. Melhotology

Tha team had Lhreo days of bhriefings in Alb/Washington and 49 calendar days in
Maitl, we first revieweo principai projoct and background 1iterature, than
dgesinned and adminictered survey questionnalres to former tratnees and Lhaeir
coployers, We Lhen assessed the dinstitutions that carry out various pre- and
LOnt-training amplementat fon activities, This and other material generated by
intarviews ingide and outside the Mission was analyzed to develop the
avaluation's findings, conciusions, and recommendations,

in the dnterost of time management, the team designed a sample that refiected
tihe dictrrogtaon of project alumni by Lraining type, gander, field of study,
and curreni emplovment.,  Gare was Laken to inciude alumni from both early and
rocent year: of the mrojocts so that the sample could assess accurately both

project manpqgement and project impact on the various target bodies.

Overatd, 20 porcent of DLT ajumni in Mali were interviewed. Responses from
Aluming empioyers provided additional infurmation on project contributions to
Maii., Tiv guestionnaires used for alumii and employers are attached as Annex

We are combining an assessment of DLT, a graduate program, with evajuations of
ia7i’s participation in SMDP-II and in its successor project, SHRD-III,
Project descriptions and outcomes wiil be discussed individually. We wiil
oiiow these anaiyses with globai findings in the fields assigned in the
projeci scope of work.

A. Management Pian

Manazgement arrangsments were simiiar under ail three projects. HRDO in Bamako
handies aii Mission training, including training under USAID projects. The
American HRDO who left in 1958 has not been replaced. Acting in their place
are two experiznced and competent FSNs, a Training Officer and Training
Azzistart.

The projects are managed in Bamako through the Mission’s PTMS which tracks
participanic from seiection through repatriation. The data dates back io
1970 and is kept on a variety of indicators including gender, Tieid of study,
dates of training, institution, and current empioyment status. The database.,
is maintained by an able Training Assistant, and the Mission benefits trom a
full-tima alP (futomatad Data Processing) Hanager.

bominanion: Trom thie public szctor came Trom the Ministry of Plan’s (MP's)
Naticnal r|=1r1ng Office (DhP, or Direction Nationaie du Pian). Private
sector candidates were to have been solicited through Mali's Chamber of
Commerce (CCIM) or empioyers’ union (Fédération Nationale des Employeurs).



Craplioted applications for training included curriculum vitao and transcripts
for those to vnderqgo academic training, These were routed for placement by
the Miscion's Human Fesource Development Office (HRDO) to the programming
agency in the UL, Participants awaiting academic placement in the US
undarwent tnglish Language Training (ELT) 1n Bamako.

Cuttural aspects of pre-departure orientation were provided by the ELT Center.
The Miscion's Training Officer was responsible for giving individual
participants administrative briefings hefore departure.

“rograms in the US were to be managed either through Partners for
International Education and Training (PIET) or the US Department of
Agriculzure (USDAY, depending on the participant's field of training.
Lontractor servicec consisted of placement and administrative and
financiail management through repatriation.

Third country training was managed by Mission HRDOUs in the various receiving
countries, Lastly, in-country training was to be set up and managed by HRDO.

B. Project Go
1. DL

The Development Leadership Training (OLT) Froject authorized $4,565,70C in
grant funds on August 20, 1980, for a fTour-year program of advanced training
in American universities of sixty of Mali's future leaders in management and
the related 7ields of pubiic administration, business administration and
finance, economic pianning, and education plianning, programming and
evaiuation.

The project’s goal was to increase the capacity of Maii’s public and private
sector institutions to serve the needs and enhance the well-being of its
population. The purpose of the project was to improve the management of
selected Majian pubiic and private sector institutions. Measures of goal
achievement were:

¥ increased GRM capacity to provide trained staff for new donor
programs and projects;

* improvement in GikM support of donor programs;
* GRM program pianning targets reaiistic and being met; and
* GRM initiating administrative retorm.

The succass ©f the OLT project resied upon severai key assumptions, including:

* GRM placement of hiuh priority on improving the management of its
institutions and GRM positive reaction to reasonable suggestions
ebout administrative reform from ivs returned participants; and

s



o dnonnr comatment, to providing centinued assistance to GRM through
crpansion of development projects and programs,

OLT of fered long-term groaduste scademic tratning in the United States,
Participants wero nominated Ly DHP, GEM in turn agreed to work to ensure that
acadomically successful projoct alumni were "placed in positions within
government sgencies and parastatal organizations that will fully invoive thenm
in cconomis developmont managing and plarning”

The DLT frogecy Faper iy calied for special efforts by GRM to "involve women
duiing the projoct, both as members of the Froject Stecring Committee (PSC)
and s candidatos for Lreinimg, ™ Therc were to be no less than two Malian
voman on the ol at ail times, and GRiM was to take steps to ensure that women
vero invited to submit appliications Tor training. tHo specific quota was
ostabivshed for female participation., Private sector training, however, was
mandated at “up to 30 percent,” with at Jeast one private sector
reprecentative to zerve at atl times on the PSC,

OLT participants did thesis research in Maii. A Professional Advisory
Committee (PAC) was created, composed of American academics in DLT's fieids of
emphasis who had substantial experience in developing countries. The PAC was
to have an advisory role in placement and in DLT thesis research projects.

2. SMDP-I1

In September 1953, SMUP-II authorized $1,349,000 LOP for Mali. 1Its goal was
to “improve Malian institutions with direct or indirect responsibiiity for
support or impiementation of A.I.D., funded projects, and to increase their
capacity teo effectiveiy utiiize development assistance.” SMDP-II's originai
FACD was ©/30/89. This deadiine was extended for two years, through 9/30/91.

The project purpose was to “identify and alieviate those development
constraints wihich respond to long and short term iraining, in institutions
impacting upon tie success of A.I.D.-funded projects.”

To this end, SMDF would provide a mix of short and Tong term training in the
Us, third countries, and in Maii. S&MD®-II planned to fund 158 participants in
priority fields of study, supplemented with in-country English Language
Training (ELT) as nesded. &pecial emphasis was to be put on identifying women

SMDP-TI°s successor preject is Sahel Human Resources Development (SHRD-III).
150 09,000 were aliocated for Maii under SHRD-III. SHRD-III's

SHRED-III was to continue SMOP-II’s emphases on

n third countries and in-country.

[



¢ roject Outcomes
. DLT

From FY 1920 to 1924, DLT trained 63 Malians (10 women and 53 men,
respectiveiy, 10 and &4 percent), at a tutal cost of $4,703,700 to date.
Eight of these are sLill 4n training under DLT, and should complete by PACD,
August 1790,

OLT was able to provide training to three more than originally projected
because two withdrew from the program and ona participant died. The funds
thus releasoed were then reariocated,

SHMDP-T1 excecded its shiectives. The »oroject had planned to provide training
to 152 Malians in five categories of t.-aining: academic in the US, technical
in the Us, academic or technical in third countries, and in-country technical,
The focus was intended to be short-term technical in-country training, to
account fTor over 62 percent of training under SMDP-II. Only & third country
academic programs were plianned.

The project uitimately provided training to 165 persons between 1983 anc 1986,
SMDP-II trained 31 women and 134 men, recpectively 19 and &1 percent. The
lion's share was technical training, accounting for 147 participants (89
percent). Tihe remaining 18 (11 percent) were in long term academic programs,
as shown below in Table 1.

Table 1
Comparison of Planned and Actual
Distribution of Participants
by Training Category

Sahei Hanpower Development Project (SMDP-IT1)

Traininag Location Type of Training Planned Actual
us hcademic 19 i1
Technical p Z
Third Country Academic 7 7
Technical 23 25
In-Country Technical 102 102

C
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T'e major part of SMOF-TT's training tocok placo in-country., 102 of SMDP-I11
(62 percont) was in-country technical training. The remainder were split
between third country training, accounting for 32 participants, and training
in the US for 31 participants, or 19 percent each of SMDP-11.

Table 2 shows SMOUP-11"¢ breakdown by training type and location,

Tablo 2

Distribution of Participants
by Training Type and Localion

Suhe] Monpower_NDevelopment Project (SMODP-IT)

Academic Technical
Lozotion of Training Training Training Jotal Percentage
us 11 20 31 18.79
Third Country 7 25 32 19.39
In-Country - 102 102 61.82
Totals: ——:g_— 147 165 100.00

3. SHRD-IJI

SHRD-III's PACD is June 30, 1993, SHRD-III began offering training in 1986,
and planned to train 481 participants in all. To date, SHRD-III has trained
326 Maiians, 47 women (14 percent) and 279 men (&5 percent). Technical
training again has taiken the iion's share of SHRD-III to date: 307
participante (94 percent) have been in short term training as against 19 (6
percant),

it is Tikely that SHRD-III will Tail short of its target. There are currently
50 women irainazs in the pipeiine awaiting in-country training. This wouid
only bring SHRD-III's total to 376. The primary reason for this shortfall is
HRDO's difficuities with in-country training. These are further discussed
beiow.



Tavle 3

vomparison of Fianned and Actual
Distrivution of Participants

by Training Category
Gahael Human Resources Davelopment Froject (SHRD-T11)

Training locol ion Training Type Planned Actual
us Aceadamic 10 9
Tochnical 21 19
Third Country Academic 17 10
Technical 3o 18
In-Counrry Technicai 200 270
Frivate Sector 200
Totais: 481 326

As with SMODP-II, the buik of SHRD-III's training has taken place in Maii. 270
of SHRD-III's 326 trainees have benefited from in-country training, or &3
percent. This breakdown is depicted in Table 4 below.

Table 4

Distribution of Participants
by Training Type and Location

Sahel Human Resources Deveiopment (SHRD-III)

Academic Technicai
Location of Training Training Training Total Percentaae
ug S i9 28 8.59
Third Country 10 18 28 §.59
In-Country - 270 270 §2.82
Jotals: 19 307 328 120.00



‘. dypen el Training

DLT, SMLI-11 and SHitD-TII offered various types of training., O[OLT was devoted
c0ieiy to araduate academic training in the US. SMDP-11 and SHRD-III offered
all combinations nf academic and technical training in the US, in third
ceuntries and in Mali,

Thin section will address the five Ltypes of training by Jlocation (US, third
country ang in-country) and by training category (academic versus technical).

) Troinieg in the @5

The projocis vecewner poovided dong tors zcademic and short term technical
training in the U5 in tweive Tieids of study. ODLT was devoted solely to
araguatae study in the i, Sialiv-11 dovoted 19 percent of its total to training
in the U5, LMDP-1T offered 31 programs in the U5 (11 academic and &
tecinical, rcspectively 16 and 12 percent of total SMDP-IT awards).

7 wonen received training in i1he US under SHMDP-II, 3 in academic programs and
4 in technical trainina., women ithus accounted for 39 percent of SMDP-II's
training in the US.

Training in the US has peen slightly less in SHRD-III. SHRD-III has to
provided oniy 28 programs in the US (9 academic and 19 technical,
respectively, 3 and 9 percent of totai SHRD-III training). US-based training
has thus represented 9 percent of SHRD-III's training to date.

Women have accounted for a very smail proportion of SHRD-III’s training in the

US. Ho women have recaived academic training in the US under SHRD-III. There
have been 3 women in technical training, less than 1 percent of SHRD-III.

5 shows tha thrs2 projects’ breakdown of training in the US by training

Tabiea 5

Training in tihe US
by i"roiect and Training Category

Percentage

Proiect Academic Technical Totai of Program
DLT 5E 65 100.00
SBP-11 13 20 31 15.79
SHRG~-ITT 0 19 23 g.59
Total 49 75 122 21.94

-
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[etween SMDP-IT and SnRD-111, uS-based training was provided in twelve fields
of study. Busiiess was by far tiw most popular, mostly in short term
training, Tnhe following tabie siiows both projects’' distribution of US-based
training by category and field of study.

Talite

Training in the U5
by Training Category and Field of Study

sanel Manpower Development i'roject (SMDI~11)

and
Suobed timpn ieoource Development (HHRD-ITT)

———————— SHpP-11-———=-=—- e GHRD-I1 ] =~ =~
Fiold_of Study Academic Technical Academic Technical
Aaricuiture 2 2
hgric. Economics 1
fusiness 13 1 13
Computer Science
Economics 1 2 1 4
tducation 2 1
Ergineering 1
Environ./Res.Mgmt. 2 1 1
Law 2 1
Pub.Admin./Dev.Ping. 2
Public Health 2 2 1
Soc./Women’s Role 1
Totais: 11 20 9 i9

-~

¢ nich qualiity. 7The theory provided in U3 academic
training cannot be matched in other countriss. The US educational methodoiogy
teacihes ways of thinking and probiem-sclving that are of areat vaiue in
daveioping countries. Training in the US has tha added advantage o7 providing
tha intangibte effects of thz Zmerican experience, tcth in Tong and short term
training. However, Amarican reaiities are quite different from Mali's, and
training can occasienaliy b2 inappropriate.

Training in tha UZ is
nat
L

TiC aiv Trom training in ¢he US. DLT gave

o woman, Under IMDFP-II, 7 women were trained

1 awaida. Oniy thiree »7 these were in academic
ing in tha 48 for woman under SHRD-IIT.

truining pregrams to ccomen.  Steps must

fuily in US-based training.

here VA3 Lo




(11)  Recommendations

Training in the Uslzhe most expensive vehicie used by USAID/Mali, and
therefore attention muei be paid to encuring that programs are appropriately
dezigned. Training in the U5 should be rezerved for thoze whose level of
contribution to Mali's deveiopment Jjustifice such training. In other words,
the Hission should continue to provide training in the US to current and
future policy-makers in the public and private seclors as well-as to the line
managers win will impliement these policies.

omaent s participation in training in the WS must be increased. Mechanisms
must be dovined to encure that womon are nominated for US training. Our
specific rocommendations are laid out below in Sections 6 and 9, Participation
by Women and Candidate Snicction Procedures,

b) Third Country Training

SMOP-IT and SHRD-1IT have offered academic and technical training in third
countries, representing 2& percent of total training under the two projects.
Third country training accounted for 32 participants under SMDP-II, or 19

percent of the project. Training was funded to 9 women and 23 men,
respectiveiy, 5 and 14 percent of SMDP-II.

Under SHRD-III, third country training Jost considerabie importance. The
percentage of participants dropped by more than half, from 19 to 9. The
project has provided third country training to 28 participants (6 women and 22
men).

Tatie 7

Third Country Training
by Training Category

Sahei Hanpower Daveiopment Froject (SMDP-II)
and
Sahei Human Resources Development (SHRD-IIT)

Percentage

Project Academic Technical Total of Program
SMOF-11 7 25 32 19.39
SHED-I31T 11 13 28 €.59
Tetal: 17 43 57 27.98

i2



EHOr=11 and SHRD-TTT both emphasized technical training in third countries.
Business agair accounted Tor the greatest purt of third country training. The
Tollowing table summarizes both projoacts’ activities in thiid country training
by Tield of study.

Table 8

Third Country Training
by Training Category and Field of Study

Gahel Hanpower Development Project (SMDP-IT)
and
Sahel Human Resource Davelopment (SHRD=ITI)

~~~~~~~~~ SHOP I~ rmmmmee mremm e SHRD =TI [ o e e

Field_of_ Study hcademic Teghnical Academi¢ Technical
Agriculture 2
Agric., Lconomics 2
Business 3 14 4 8
Computer Science 1 2 2
Demoqraphy/Fop. pA
Economics 4 2
Education 2 1
Engineesring 1
Environ/Res.Mgmt.
Housing i
Law 1 3
Pub.Admin/Dev.P1. 1 2
Public Health
Soc./Women's Roie z

Totals: 7 25 10 18

(i) Concliusions

There are meny advantages to third country training. There are third country
training institutions that offer quaiity programs in a variety of development-
rejated fields. Many are in francophone Africa. Programs are shorter (and
therefores iess expensive) when no language training is required. Curricula
are often directiy appropriate for Malian needs. Adaptation is easy. Third
country training is often an excelient soiution for participants whose
nrofessional or family responsibiiities preciude long ahsences.

Care must bhe taiken in seiecting third ccuntry institutions for training.

AID is aware of this and has commisszicned a variety of studies over the iast
recads to provide Mizsions with up-to-date information on varying admissions
criteria, programs offered, and to evaluate these programns.

—y
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(11) Recommendations

The Mission should continue third country training, a cost-
etfective vehicle for appropriate training for Mali., HRDO should

be careful in its choice of third country institut.ions to make sure that third
country training is at its best,

c) In-Country Training

In-country training has been the major thrust under both SMDP-1I and ShKD-III.
The Mission funds onty technical in-country training. Ailtogether, SMDP-II has
provided in-country training to 102 Malians, 62 percent of SMDP-II's total
training. 15 women have received in-country training under SMDP-II,
accounting for 15 percent of SMDP-II's in-country training.

SHRD-III has trained almost twice that number. To date, 270 Malians have
benefited from in-country training under SHRD-III, arcounting for a whopping
83 percent of the entire project. 38 of these ware women. The percentage of
female participation in in-country training is thus the same under SMDP-II and
SHRD-III, 15 percent.

Table 9
In-Country Training
Sahel Manpower 6evelopment Project (SMDP-II)

and
Sahel Human Rescurce Development (SHRD-III)

Participants Percentage

Project in_Technical Training of Project
SMDP-I1I 102 61.82
SHRD-III 270 82.82
Total: 372 75.76

Three in-country training seminars were held in three fields of study: .
business, computer training, and public administration/development planning.
Totals are indicated below in Table 10.
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Table 10

In-Country Training
by Training Category and Field of Study

Sahel Manpower Development Project (SMDP-IT)
and
Sahel Human Resources Development Project (SHRD-IIT)

Field of Study SMDE-TT SHRD-T11

Business 87 150

computer Science 15

Pub.Admin/Dev.F1. 120
Totatl: 102 270

These rather high numbers show participation in four seminars, two in public
administration, one in computer science, and one for the private sector in
pusiness skills.

One public administration seminar was held under each progrem. These were in-
country adaptations of the University of Pittsburgh’s Francophone Development
Management Seminars. These two~week sessions covered notions of management of
human resources, management of inform&tion, financial management, and project
planning.

These in-country seminars in public administration were attended by mid-level
managers (division chiefs, “directeurs de services,” and advisors) from
various GRM Ministries including Agriculture, then Rural Develiopment, Health,
Interior, and Livestock. There was some participation from government cadres
outside of Bamako.

The computer science seminar under SMDP-II introduced Ministry of Finance
officials to the computer, inciuding word-processing and spreadsheet
applications.

Lastiy, seminars were held both under SMDP-II and SHRD-III to provide training
in basic business skiils to business peoplie. Candidates solicited through the
Chamber of Commerce receivad training in accounting, marketing, stock -
management, and business law.

(i) Conclusions

According to our scope of work, the Mission has trained "thousands” of Malians
in-country. The buik of this training has been through the Mission’s various
sectorai projects.
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In-country training is a sound method for providing highly specific training
to large numbers of people, especially those who cannot afford or whose
training needs do not require iong absences. Short ceminars and workshops 1n-
country also offer the benefit of immediate feedback and correction of
procedures if needed.

However, in-country training through SMDP-I1 and SHRD-III has imposed a
tremendous management burden on HRDO. Identifying institutions and trainers,
and organizing and managing seminars are time~-consuming jobs that HRDO is not
Tully able to attend to. HRDO staff's training and expertise is more 1in
perticipant managament than n designing and managing in-country training.
Desianing in-country training proorams recguires a whole different set of
iinowledge, ckilis and contacts. There is a shortage of institutions to work
through, especially outcide of Samako. This is in part why SHRD~III is
falling short of its targets.

(ii) Recommendations

The Mission should continue to fund in-country training. This will require
better implementation mechanisms. As recommended elsewhere, the Mission
should hire an HRDO to manage in-country training. A study should be
undertaken of locail institutions through which in-country training could be
handied. Current staff shouid also be trained in how to plan and manage in-
country training.

d) Academic Training

DLT was of course entirely academic training for ieadership. Academic
training played a far iess important role in SMDP-II, and an even smailer one
under SHRD-III. SMDP-II trained 18 participants (11 percent) in long term
academic programs. SHRD-III devoted 6 percent, or aimost half thath, to
academic programs (19 participants).

Academic training has been divided between the US and third couniries. DLT
was of course entireiy in the US. SMDP-II and SHRD-III devoted a
significantly smalier proportion to academic traininy, which accounted for

-

only 11 percent of SMDP-II and 6 percent of SHRD-III.

SMDP-II's 18 academic participants were mostiy trained in the US (11
participants in iong term US training, or 61 percent of academic training
under SMDP-II). The proportion of academic training in the US dropped under,
SHRD-III to 47 percent of academic training under the project (9 '

participants).
Third country academic training accountad for the remainder: 7 SMDP-II

participants (32 percent of academic training under SMDP-II) and 10 SHRD-II1
participants (53 percent).
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Table 14

Distribution of Academic Training
by Type of Training

Sahel Manpower Davelonsment Projoct (SMDP-IT)
and
Sahel Human Resources Development (SHRO-111)

Percentage

Froject s Third Country Total of _Program
SMDP-11 11 7 18 10. 91
SHRD-1II1 9 10 19 5.83
jotal: 20 17 317 7.54

(i) cConclusions

Academic training is an unparalleled mechanism for providing broad based
knowiedge. The rigor of academic training is valuable, both for general and
specialized subjects. This is especially so Tor academic training in the US.

Women have not participated sufficientiy in these projects’ academic training

components. Steps must be taken to identify women for academic training under
futuire Mission projects.

(ii) Recommendations

We recommend that the Mission continue %o offer academic training. Given
GRM's 1imited absorption capacity, we reccmmend that academic training be
restricted to those whose current or future professional responsibilities
merit this degiee of long term investment. The Kission should offer academic
training programs to poiicy makers in both the pubiic and private arenas as
veil as to the 1ine manageirs who wiil impiement these poiicies.

As discussed in Sections 7 and 9 beiow, Participation by Women and Candidate

Seiection Procedures, special steps musri be included in the design of Tuture
projects to make sure that women are identified for academic training.

e) Technical Training

Technical training accounted for the lion’s share of SMDP-II and SHRD-III.
SMD?-11 devoted &9 percant to short term technicail training (i47
participants). This percentage increased to 94 percant under SHRD-III: 307 of
its 326 participants to date have been in short term technical training
programs.
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Teonnical Lraining has been provided (n Lhe US and in third countries, with
the heaviest emphasis on fn-countty technical training, SMDP=11 provided 107
participants with in-country training, accounting for 62 percent of SMDP~1I,
SHRD-TTT continued this trend, offering in-country short term training to 270
persons, or 82 percent of all of SHRD-III to date.

Tablia 12

Distribution of Technical Training
by Type of Training

Sahal Manpower Development Project (SMDP-11)
and

Sahel Human Resources Development (SHRO-III)

. Percentuage
roject s Third Country In-Country Total of Program
SMOP-11 20 25 102 147 £9.09
SHRD-I11 19 18 270 307 94,17

Total: 39 43 372 454 92.46

(i) Conclusions

Technical training is a powerful tool for reaching a large population who
require training that is closely associated with specifically identified
needs. Technical training must be carefully programmed so as to meet training
needs.

(ii) Recommendations

Tha Mission shouid continue to put substantiai resources into technical
training. Special attention should be paid to ensuring that technical
training is narrowly targeted to meet specified needs. This requires that
training objectives be very carefuily enunciated during the training request
process, and that programs be precisely matched to these needs.

5. Fields of Study

a) DLT

DLT awards were made in six Tields of study:

* Agricuitural Economics

w
g
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Businugs Administration

Economics

Education

Pubtic Administration and Oevalicpment Planning
fublic Health :

* M M W

There was a notable concentration: three fields of study accounted for 67
percent of OLT's awards, OLT's principal fieids were business (35 percent),
public administration (19 percent) and education (24 percent). Table 13 shows
DLT's overall distribution of fields of study by gender.

Table 13

Distribution of Participants
By Field of Stucy and Gender

Develiopment Leadership Training Project (DLT)

Fieid of Study Male Female Total Percentage
i. Agric. Econ. 1 1 1.59
2. Business 21 1 22 34.92
3. Economics 5 5 7.94
4, Education 10 5 15 23.81
5. Public Admin./Dev. P1. 14 4 18 28.57
6. Public Health 2 2 3.17

Totais: 53 10 63 100.00

b) SMDP-~II

SMDP-IT1 trained participants in tweive Tieids of study:

it

Agricuiture x Engineering
¥ Agricultural r Environment/Natural
Economics Resource Management
= Business * Housing
* Computer Science ¥ Law
* [Economics ¥ Public Health o
* Education * Sociology/Roie of Women

The project emphasized technical training, accounting for aimost 90 percent of
SMDP-II. BRusiness acministraticn was predominant by far, taking 71 percent of
SMDP-11's training. Computer science vas a distant second, with 18
participants, or 1i percent. Tabie 14 shows SMDP-II’'s overail distribution by
type of training and Tield of study.
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Tablo 14

Distribution of Participants
by Training Type and Field of Study

Sahel Manpower Devolopment Project (SMDP-I1)

e Sy

Academic Tochnical
Field of Study Training Training Total Percent.
1. Agriculture Py 2 1.21
S hgric, Ceonomics i i .61
3. Busineos 3 114 117 70.90
4, Computer Science 1 17 14 10.91
L. Econeming 1 6 7 4,24
. tducation 4 1 5 3.03
7. Engineering 1 1 .61
g, Environ./Res.Mgmt. 2 i 3 1.82
9. Housing 1 1 .61
10. Law 3 3 1.82
11, Public Admin./Dev.P]. 1 ] .61
12. Pubiic Health 2 2 4 2.42
13. Soc./Women’'s Roles 2 2 1.21
Total: 18 147 165 100.00

c) SHRD-III

SHRD-III has provided training in twelve fields of study:

Agriculture Education
Agricultural Economics Engineering
Business Law

Fublic Administration
Publiic Heaith
Sociology/Women’s Roles

Computer Science
Uemograpny/Popuiation
Economics

¥ M O M 2
3 I e M

SHRD-I1I1 continued SMDP-I1I1°'s emphasis on business, accounting Tor 54 percent
of all training. #Fublic administration/development planning came 1in second,
with 38 percent of the program. The buik of the training in both major fields
was dore through siort courses.

hows SHRD-III's overall distribution by type of trairing and field

N 64
(5]

125
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Tabie 14

Distribution of Participants
by Training Typa and Fiold of Study

Sahel Humon Resources Development (SHRD-I11)

hcadomic Technical

Field of Study Training Training Total Porgentage
Aoy icuionnn e 4 4 1,03
hagric, Toonpnvice s O
Py ine o 171 176 53,9y
rompiter Lo jence i v .01
Damngr apie, Fon, 2 2 . H1
Fconomics 3 4 7 2.15
Faucation } 1 .31
Enginecring 1 1 .31
Environ./Res.Mymt. 1 1 .31
Law 4 4 1.23
Pubiic Admin,/Dev.P1. i 122 124 38.04
Pubiic Health 1 1 .31
Soc./Wemen's Roles i 1 .31

Totals: 17 309 326 100,00

d) Conclusions

The thiree projects evaliuatad here offerad training in a wide variety of USAID-
approved Tieids of study. The highest concentrations were in business
administration, pubiic administration, and computer science, all of which were
the topics of in-country training seminars as weill.

e) Dhaececmmendaticns

The Mission shouid continue to provide a flexibie mix of training
opportunities in fTields of study judged priority by both GRM and USAID.

Repatiiatinn Rates

a) DLT
OFf CLT o fo zeholarships, 1a participants are currently in training, eight of
thase (four weomen and four man) under DLT Tunding. They should compiele their
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traating by PaCD, August 1900, Gable o thews the status of DLT's 63
prart icipante,

Table 16

SGtatus of DLT _Participants

Farticipant, Status Humbar Percentage
Compiated azademic program unde DLT [y 73.02
SLETT in the vd dn Lradning under DL i 2.70
SUETT din Lho UL in training - other X b, 52
Withdrew Trom program < 317
Deceased 1 1.59

Total DLT scholarzhips granted: 63 100.00

A1l those whose programs have been completed were successful in their degree
programs. Two withdrew, and one participant died. This brings DLT's academic
success rate to an outstanding 90 percent.

Only one former participant has not returned to Maii (he is in the Ivory
Coast). ODLT's repatriation rate is thus even higher, 98 percent.

b) SHDP-II
rarticipants have for the most part compieted their programs. Two of
1

11 '
SHDP~1I's 163 participants are currentiy in training. The status of SMDP-I
ticipanic ¢ cummarized in the following table.



Tab's 17

Status_of SMOP-11 Participants

Participant Statusp Number Fercentage
Complirted trainina under SMDP-T1 163 ug, 19
SLITY din traaning under SMpP-11 P4 1.21

Total iraining under IMDP=-1T1: 165 100.00

ATT of *he inZ partocospants whose programs have terminated were successful,
meaning tnat SMQP-11"¢ Lraining success rate is perfect, 100 percent. A1l
SMDP-TI1's 45 offshore trainees have returned.

¢) SHRD-111

17 of SHRD-TII's 326 participaats are currently in training (all men). SHRD-
III had only one withdrawal. The foliowing table shows the status of SHRD-
TII's participants to date.

Table 18

Status of SHRD-1II Participants

Participant Status Number Percentage
Compieted training under SHRD-IIL 308 94 .48
SUiT1 in training under SHRD-I11 17 5.21
Withdrew Trom program i .31

L
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Total Tiaining under SHRD-III:

302 of The 09 participants whose programs have terminated were successiul in
their proarams, ma2aning that SHRD-II1's success rate to dote stands at an
outstanding 40,88 percent. All of SHRD's A2 offshore trainees (14
percent of the total) have returned to Mali.

e
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3)  Gonciusions

A1) three projects had excelient success rates. wWe can thus conciuve that
academic and professional prerequisites for training have been carefully
thought through,

Migh repatriation rates testify to the participants’ commitment to Malfi.

c)  Recommendat ions

o rocommeng Lhat Lhe thiosion and proposed selection committee continue to pav
attenticn "o ceiining acagemic and professional prerequisites for training,
This witl ¢ 5ute treat canoaidatos are seiected appropriately.

7. Tarticipation_ by ¥Yomen
The Mizsion nas maun women in deveiopment a priority, and accordingly, ail
three proiects placed emphasis on participation by women. HResults were mixed.
women's participation was greatest in 5MDP-I11 and SHRD-III which offered
mostly short term training, with less stringent admissibiiity criteria than
DLT.

a) DLT

ODLT uitimateiv proviced women with ten sciholarships (18 percent). These were
granted in three fieids of study, as shown below in Table 19.




Tabln 19

Distribution of women Participants
By tield of Study

Beveiopment Leadarship Training Project, (DLT)

Fercontage

e id el Siady DLT Sehnlarships of O Project
VLU INESS AOMID LAt ion 1 1,07
DUt o ) 7.04
LI g manterraiacasuey, b, 4 0.5
fotais ——T:_— ——:5.87
b3 o e s

H

wWhile the percentage of schinoiarsivips granted to women remained quite low (16
percent), the iiz2ids of study themselves were quite representative. u©usiness
administration, education and public administration were DLT’s primary fields
of study for men as well, accounting for &7 percent of DLT's schoiarships.

b) SHMDP-II

SMDP-TT trained 31 women, 1% parcent of the overail project. Most of this was
techinical training for 27 of these 31 women, or &7 percent of all SMDF-II
training for women., Table 20 shows SHDP-I1's breakdown of training for women
by training type and iccation.

-
&
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D'stribution 3 Homen Participnnts
by Training Type and Location

Sahel Manpower Deveiopment Project (SMDP-1I1)

Acadamic Technical Fercentage

Location of Trainina ir2ining Jraining Total of SMDP-I1
i3 3 4 7 4,24
Third Country i 3 9 5.45
In={ountry ¢ 15 15 G. 04
Totals 4 27 31 15,72




Theun 31 women participants received training in 7 fields of study. Over half
of these were v businegss,  Table 21 below shows SMUP-IT's training for women
by fieid oi study.

Table 21

Dlstribution of Women Participants
By field of Study

Sahod Manpover Development, Project (SMOP-T11)

rcndoemic Technical Percentage

ield of Study Training Training Total of _SMDP=11
Agriculiure i 1 .01
susinerns 17 17 10.30
Lomputer Scicnge 5 5 3.03
Education 2 2 1.21
Law i 1 L0
frubiic tiealth 1 2 3 1.82
Sue. /Women's Role P 2 1.21
Totals: 4 21 KChl 15.79

c) SHRD-III

viomen'®s pant. ipation in SHRD-III has been disappointing. Oniy 14 percent of
SHRD-III's training has been for women. An additional 50 women are due to
undergo siiort-term in-country training under SHRD-III in the near future
which would bring total training for women to 97 out of 376 participants, or
20 nercent.

SHRD-III haz emphasized SMOP-II's trend towards short term training for women.
No academic training has been given to woman under SHRD-III. Most of SHRD-
IIT's training for women was again in-country, representina &3 percent of
SHRD-ITT's training Tor women.



Table 2¢

Distribution of wWomen Participants
iy Training Type end Location

suhed Human Resooarces. Duvelopmendt, (SHRD=I11)

Technical Percentage
tocation of Triining Trodning of _SHRD-T1T
(R 3 LA
Thivd Count oy 0 1.84
In-tountry 34 11,60

Totals: 47 14.42
o metrangisgTente Hre AETETETETmas ST I

Thaszse women rteccived training in seven different 7ields of study under SHRD-
I11. lwusiness was again emphazized, with short term training in public

administration/deveiopment planning coming in a close second. The breakdown
ov female participation in SHRD-I11I1 by field of study is shown below in Table

23.

Table 23

Distribution of Women Participants
By Fiecld of Study

Sahel Human Resources Development (SHRD-III)

Technicail Percentaage

Fieid of Study Training of SHRD-IIT
Zusiness 25 7.98
Computer Scienca i .31
Ecenomics 1 .31
Enainesring i 31
L aw 2 .61
Fuis, Admin/Dev .7, 15 4,60
Soc. /vomen’s Roie i .31

TOTAL: 47 14,42

There are reveral reasons for low femaie participation. Mali is a highly
traditionail saciety, 90 parcent Mosiem, where women are up against a web of

[0
-t



Tegal) oand social constraints, women do onot have the samo access Lo education
as men.  Are trero simply no Maltan women avallablefor training?

hie 15 Ciearly not 5o, whiie it {s true that women represent a smalil portion
of Matli's civil service, women account for 51 percent of Mali's popuiation.
Thera 14 no shortage of women needing training at all Jevels., 1In the case of
academic trainang, the Micsion's WID Coordinator's estimates ohow Lhat women
account for 2 fiith Lo nalf orf Mali's higher education institutes' graduating
clozses,  fouimates on tho proportion of women among Mali's "Jjeunes diplomes”
go as biah an o thnrd to o indf,

wemen' s poor part icination in Lhesn projects 15 thus nobt because of a shortaga
of candiaares,  The noeniem s more a iack of information about the
Opportunt e For o rrarnstegs Tigndticantly, not a single female alumnae
interviewed Tearned ol wwar Lraining opportunity through official GRM channeis.

The current nomination nechanism 1c communicated somewhat informaily. word of
trayning opportunities goes from boss to bnss. Unfortunately, very few of
GRM's "patrons” cre women,  In other words, women are not presenting
themselves as candioates tecause they are simply not hearing about training
opportunities.

Sociatal considerations come into play as weil. Women often cannot absent
themseivos from their family responsibilities for long periods abroad. OLT
required at ienst two years of professional experience for candidates. The
DLT Mid-Point Evaluation zugyested tihat the work experience criterion pe
relaved to allow younger, less experienced women to take advantage of DLT.

Lastiy, women's participation in these projects was primarily in technical
training in third countries and in-country. Steps should be taken to include
more women in academic training programs and in training in the US.

e) Tecommendations

Tae projects’ wesk rocord in Temale participation 1g due in part to sociecal
ang famiiy consideratieons prohibiting woman from going abroad tor iong periods
of time. Mali is 32 percent rural,
maiking rural women the iargest single sector of Mali’s population. Tnese
WwOmen prasent a vast array of training needs. The Mission should offer a
diversity of programs at various leveis and locations (US, third country, in-
country) to enhance women's participation in training. Training for women
should rangs from poiicy-ievel to nighiy specific technicail training.

The rmrobicm in communication and information diffusion is deep-seated. The
means to support women's candidacies must therefore pe buiit into future
praject selsction mechanisms.  Specific recommendations for training types and
maciianisms viill follow in Part Two of this report. We recommend that the
foiicwing ~teps te taken to increase the numpers of women who apply for
Miszion training projactue.



Crorent mechanizms are not preacaing a aropt portion of Mali's female
population,  Mows of tratning opportunitics are dargely pasced by word of
mouth among Triends and colleagues.,  Women are rarely part of this informal
communicaticn network., /Ac further discustod below, it is important that the
Miscion use airect advertising threugh radio and print tn jocations where
women are Tirely Lo see tho announcemants of training opportunities,

The recponcibt ity Tor final candidate celeltion for future projects shouid
Vie witihv an intor -ogency committeo,  Detadle are cpelled out in Section 9,

Cardr oo o dastion Upacadgures,

The ticeren frncfils fren wao corvines of o dyvnamic and ckilled WID

Lo nntor L e s o B ien, ad 1 Lhus bottoer able to represont wemaen't
concorne Yo ikt of Tiarais than an Amorican,  Women will ondy fully participate
1Lt Lraining prognams, when women and o cender issues are an integral part
of cach ttin=inn activity, To encure that women candidates are actively
vdentified for ail Missior training, wo strongly recommend that the Mission
WID Coordinator sit on the propecscd nominating committee.

As calied Tor in the FP, members of appropriate women’s organizations such as
the women’s union should aleo sit on this committee to serve as interpreters
of Maiian women’s concerns and as a =ource of candidatss.

Spousal co-training iz another mechanism for increasing female participation
and simuitaneousiy aliaying iong term participants’ fears of family
disruptions bacause of their lengthy absences from home. The Hission has thus
far been in the forefront in this regard and should continue to encourage
spousal co-training.

g, The Private Sector

A11 three projects ware mandated to strive to increase private sector
participation. The projects m2t with varyinaz resuits.

a)

AT

I=

DLT ultimaz
G opercent o
and aducatio
CLT.

ely racruitesd four privats sector cacres, two women ang two men, or
T the prejsct.  Thesa participants studied business administration
in &merican graduate programs. One is still in training under

rcent) are currently working in the private

or ciemni (4 percant) are currently in training
under aiternste funding, cinar aiumni (7 percent) are working at IPGP, a
government management organizaticn tha: worls with the private cector.

secinr, Two mora wr*“. &

among DLT's 55 alumni, 3 (5 0
- (o4

o



by LMD T

SHDEPCTT wan abie do o veach o ogreater proportion of privete sector participants

than DLT. ATT in altl, tradning was provided to 51 private coctor participants
under SHOP-1T, or 31 percoent nf tha program. 21 of these wero womesn, about a

thivd of private cector participants,

Thoso partrcip o at - qudervent prodrams in Business ard Management.  The buik of
oty oot Lraining unger SMDP-11 was oone through short in-oountry
comitar s, Tnele gave a raboe of business didl1ls inciuding accounting,
Pusiness Gaw, marketing, and stocr managencnt,  Tabie 4 shows SMDP-IT
participante’ diz fl1hUtlU. boetweon public and private scctors.,

Tauble ¢4

Distribution of SHMDP-11 Porticipants by Professional Sector

Frofessional Soctor Number Percentage
Public Sector 112 68.71
Private Sector £ 31.29
Totai: 163 100,00
.

c) SHRD-ITI

SHRD-III was able to build on EMDF-II1's experience, and reached 175 private
sector part1c1pa nts (57 percent of SHRD-I11I). 25 of these were women, who
thus accounted for a mere 14 percent of private sector participation under
SHRD-III.

Training Tor Hali’s privoie sector under SHRD-III was in Business and
Management. The primary vehicie for private sector training under SHRD-III
was the in-cauntry seminar, as for SMDP-II. Tabie 25 shows SHRU-III's
participant distributicn by professional sector.

ct
[
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Tat'a 25

Cintribytion of SURD-TJI Alumni by Frofessional Secto)

rofassionsl Sector humper. Percontaqe
Tl i Cogt ey 114 43,37
T, ate Loactor 175 G, 03
Totat: KA 160 . 00
et e e
dr  foenciustons

Cdycation ana trainang proorams hove traditionaily been government-to-
government an Maii. Existing selection mechanisms practically preclude
participatisn by non-civil zervants.

Maii's private sector 15 small. 7ne post-independence socialist years led
Lo the giewth nf op enormous state sectour. Only recently has the political
ciimate cnangad to encourage private profit-making enterprise,

Changes in the poiiticat climate do na¢ mean the instant creation of a lively
nrivate =ector. ™Maii's private sector alza needs changes at the policy ievel
tn allaviate som> of the raoulations “hat stifle private sector growth and
entrenrareyy iol ininiative, Business people need practical skilis in
nroduction and maraqgement,,

Donors inaiuding el aerress internszt in and commitment to supporting Mali's
private sector. It is gifficult tu pinpoint whera Lo intervene in this
sectur.  Ling managesrs cani ot agusart theaseives from tnheir businesses for tne
time it would tane to yet an Americ.» A, Short term in-country training has
been the mo-t uned vehicie for private cector training 1n these projects.
These have been successzful and well atterced.

e} Recommendat ions

later ncecrions of wnis report will discuss epe2cfin recomengations
for future Mincion interverticns in tne private secter 21t 15 not in the
purview 07 cur scene of work to recommend specific businesses Or magroeconomic
courses of actiun for maii. However, aiven Maii’'s priva’e sector’'s range of
needs, it is imporiant tnhat {uture interventions through ¢raining be targeted
and annrocriate.

2
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ENF matntainsg controil of a1l donor scholarahip proqgrams.  The Mission's Annual
Training Flans ancorporate input from ONF officials,  tounterparts ara
tnerefore futiy aware of the Mission's special areas of concern, support for
g private cector and women an dovelopmont . To ensure adeguate
represantatian by women and the private sector, a woman and a member nof the
thamber of vommerce yere {o 53t on the project selection committees,

DR wa, roctinpaatin Ty

tower e vt tha varaogs oM mainastries and ajencies Lo determine
quetas by copartment ang to Loiiziu canaidates

* actively seeking to increase female participation

* trancmitting completed applications to the Training Officer for
proces~ing.

AT tivrne oo v had cemariiably high success rates.  Alumni responses to the
sualuntian quastiortaire showad that the participants themselves were
matinfind with tiair oren=sration for their training programs. 90 percent of
respondent s said thoeir academic packground was adequate, and 70 percent felt
rhemseives profensicnaliy quaiified for the training they undertook.

Tihe alumni turveyed reported waits ranging from une month to a year from the
rimo the complieted appiization was deposited to notificatinn of departure.
Whiie it 1s wnmerstood that academic piacement especially takes time, better
infermation tirouvhout the process miuht ease tie waiting period.

.

a) Conclusion

ler

Tarrant macntninams require cioee ¢oiiaboranion between Dhir and HRDO.
Feiations hetween these two bodies are Triendiy and cooperative. ODNP's human
rorourne gevelinrment stati are conscientious and committed. However, DNP's
current candidate ceiz2cticon mechanisms are inadequate. This is5 recognized
noeth by HEDD ang iy,

In an unuszuaiiy franit moeting with the evaiuatioun team, DNP officials
themeelves achnowiedged tinat there is no real training policy within GRM to
cerve as a b2sis for a muiti-year %training plan. Goals are not clearly



o e iated, and Phe curtent o moerhori for o siieeating training amontg GEM bodies
wan dongriber o Tty

DN cannot e hedd ocooountablio for dow private seclor participation in Mission
traoning prejocts ince DHID han no responsibiiity for nominating private
coclor candidates,  fThe Hivoon cuttentiy relies on Chamber of Gommerce
participation an tho codostion progecs Tor projects such as DLT.  This has not
worted o Purihormere . tho application forms are biaced Lowerds civil servants,

Shere o ar o wigenpread Teoling thot Uhio can improve in hiow scholarship
sranyncement s sro commungoated Soopotontiad o candidales, Only half of tho
CAaluTli o e dearned o Lhe opporcunity throudh MEL O The remaindar either
veontoart ey ta thie pinaion (00 percenty or beard of the possibiiitly through

fricnds onn rola* dver

P dachos the dactitytional capgsity Lo do massive prescreening to zelect
candivzates 1o thcoron trainaong poejects. DNP has oniy siy staff members, yet
pRiv s ailor:tion for human recource deveiopment is 12 percent of the entire
Biniotry of Pian’s budeet . As oa resuit, DHD dozcribes its candidate seliection
process as pencove, eopecialiy as concerns identifying women,  DNF needs

raining cupport in projecl evaivation and planning procedures as weii as in
infarmation management

b) Recommendations

¥e recommend that training opportunities Tor both private and pubiic sector
candidates te widely advarticed through announcements in the media (radio,
newzpaperst,

Heither HrEDD nor OMP are currentiy equipped to handle a huge voiume of
applications. 1t weould e simpie to devise procedures that wouid minimize the

aedministrative workiocad. A candidate pre-screening process shouid be

injtiated, A summary form chenld be creatod, to be Tivied out by any

potontial cxndidete. Tids fhouvid speil oui basic biodata and the training

reguested. Tn FTacil ‘s management burden, HRDD chould screen these
-

ions” to Zetermine whether the candidate
raininy., This is a simple matter which

re iz no ¢hortages of quaiified Haiians who
I .

T
SUMMArY regussne nr oy p
prereguisites Tor oavod

e ¢
feohangisd by oan intern,

Final faiestion of trainses from among Lisse pre-screened shouid then be the
responsibitity of an official Zelection Csmnittea. This committee should
inciude deingates 7rom ail appropriaze ¢Sif and private bndies. The selection
cemmitree ohould 39T on o2 reguiar bazis a2 should 0 2 final responsibility
Tor rank-crazrics asndidacies py Tield of study.

Fepresartatoon o0 the pronesed selection cemmitiee should inciuce members of
target Tine -iinistriez. For instanca, tinictry of Acriculture officials
chauld T2 oanvited to screen candidezes in agricuiturs, and so¢ on.



Mitoron sector preject afficiais who marage training for the particular field
of tudy chould 2iao be dinvited to it on the selection committee,  [nhanced
conneration between Hikhd and Mission sector project managers wili improve
viadning administeation procedures since HRDO proacesses project P10/P5,  More
impartant iy, an dincussed elsewhere in this report, HRDO has had problems
meet fng the Micoion's rarndate for in country training, HRDU staff igs
promarily experionced in participant training in the U5, Project staff would
Brinag their evnerionce in ryral training at the arass-roots lovel, precisely
tho coctors the MHicsion now wants its training initiatives to reach, FProject
ctaff mombers’ bnawiodse of indigenous institutions would help resolve HKDO's

giftficyitios implementing in-country training programs,

Too fgrt o e e e apation Tn thission training activities, we recommend
Taat the o ian w0 (rorgsnator sit o on this caommitten,  An eneroetic and
freat e daian weman corontly (i tivis potition and can be relied on to
Attend <aoiection committee meetinags,  Her input should be supplemented by
resrorpntataves of Mali'e various women's organizations. Together these
coprezont arivas vould Snterpret genrer matters within the Malian context as
woll an weryinag e g woueen for potential women candidates.

Brivate aoctas repcoacontatives must also sit on the proposed seiection
cormittion  Thase eunyld include (GIM, Mali's Chamber of Commerce. Missiof
stafe working on the privote zector should aiso he invited to sit on e
nroreced cormittee.  Fer instance, the Mission ADO has a good FSN working in
i ~ector doveiopment whose input and contacts wouid be of value teo HRDO,

The 1ttoss on application for training should also be adapted for private sector
appiizants. This second form should emphasize professional experience and
should encoursze candidntes to define their interests and training
tequirements an they pertain tu the development of Mali's private sector.

ONP stated that GRM is in the process of revitalizing the Commission kationaie
de Dazijaraticy des Staviaires (National Commission Tor Identifying Trainees).
in the past, this commission has included representatives of the Miniztries of
Pian, [mpiovment and Civil Service, £ducation, Foreign Affairs and Defense.
This commiccion seems 1ike 2 1ngical basis for the inter-agency seiection
~ommittes we recommend, Obviously, the committee shculd only include
repracentatives from ministries or Agencies that are directly concerned with
The training under discuonsion,

tomaunizanson hertyoan candidates, ONP and HRDO shouid aize be improved., The
FTMS Teoumad e Teachk pairticipants through 2171 phases of the seiection
proacess, I woulin ne simpie Lo davelop mechanisms for regular placement

2 orepares ro UMEoand T preauiar letters to unpiaced participants to keep
trem apprised »f thoir placement status.
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10 Thotaantry ingiich Langiiage irviping

Porticipantsowhooe paograms were on inglich underwent TLT o Bamalo and wero
requited Lo peach f0TTL noores of at doact H00 before leaving for training in
the L The dength of (0T Tor evatuation camplo ranged Crom three months tooa
year, ovaraging eigbit meaths,  Clasces vore held an the Gultural Genter,

wWhitio the aerbdrron i o vesnondont o {!r*lw'{"lmly feit comhetant to oo ff‘?i“f‘:f».‘l
opon fhee v thedr o codicavaiuation of Lheir abidity Lo write fnglich
varoondy sverage s Mo wor i ety omoat of  Lhe ronpondents foit o anabio to
uncier b and cnad o s i Toaiichoor 1 mnl e themsolives undeprntond by

Pwoe e o b evauat vone e by e peen b aded iU o LT upen o iea o din
Che T Thieeo sty 0 theee v g Jeii-time ELT during iheir farat
ot Ao, Thnne who Ttopped of ©7 their an-
country FETodn ran 0 were ol ey had done ne, o and meveral of those who did
et orched the b, T other words ) owhile A TOVFL ccore of 00 may render a
e cenhiong sdpic b e 1o an american progeam, it ois apparentiv nol sufficient
Tor day-to-day comprehensicn, especialiy at first. Since these participants
are required Lo adapt ammediately to the fast-paced life of the student in the
U5, they cannot aiford to begin their programs with language deficiencies.

copeee by oo Pies v ooy ichoy st el

a)  Conciusiens

Tn-country LT is an excelient method for imparting a good basic command of

the Tanguage. However, it rareiy gives francophones a good enough grasp to
compete effectivaly in the American environment.

) Recommendations

e recommentd iot particinente routinely he granted & semester upon arrival To
jevo ¢ fe ZLT coupied vith background coursewori,  This wouid enabie
2 Poadn Uhedr arporams with fewer languegs nandicaps. 1In

irants would cain Temiliarity with the American grading system
ecting and registering for courses, facilitating the
i prograin,

Lins 6o

11. Pre-dDenaciurs Counsellina and Orientation

Fre-dapartura orientation 7or training in the US was to be handied jointly by
the ELT cuvier and HRLO siaff.  Trainses for third countries received an
inancizt pra-orient.ation Trom HRDO. The LT center had

vy Tor cultursed ond social counseiiing.  While no specific
exists nt the Migsion, the Training Officer generaily

ing items with tn2 departing participant:

admipizrrative ang
primary resporsio
srientaticrn pachkad
p

discucgsd tho



ot i e Ut by Bian o))

Ao the dentity of Yhe cponcor Gieib, DA, or thicd country
rocciyiney Mioionn

o opractiond detai o abont tho trip snd the pmLicipant’s neyh ctanpe,

FTheo sdumnd cgrce b i Sy crqent otions varfed from five monine tn g
Coohey o bid more onovdsice Trom Drdends and family than on
information pravided o tan cif 5 iai pre-departure orientation sessions, By
ot T et it e Ve b el thoy were inadeoguately prepared for
i v et e e paver, e ot e i the HE L They said thoy
Packed dnformat don on the oo ial ond admdinictralive management of their
cohciarchape anoweddoce en i tor e concorning tha Anorican educational cystem,
their specyiic proarams, and advice for socio-cultural adaptation.

coupin o of g

aj) tonclusions

Pro-derarture ovientalion and counselling are dimportant for all types of
training, copecialiy for participants en route to fong term training in the
U0 Short term Yroinees aloo need meticulously accurate financial information
and tight conrdination for their short programs. FPre-departure counseiiing
cannot be evpecied Lo yield un effortiess transition into the participant's
new TiTestyle or to correct unreaijistic expectations of the American
axperience.

b) Recommendaiione

The departing participant’s final days are often a flurry of administrative
formalities and Jast-minute good-byes to family and friends. Pre-departure
orientation sheould therafore he epread ocut over time.

vrivien materials zhouid be compiled in french to suppiement periodic
briefings.,  Thece could bo he'd jeointly for erours of participants to save
time for HRDG s already overworked statf,

Mre-uesarture criantetion should cover The foilowing topics:

* zph administrative orientation to discuss aili project requirements

¥ & Fivancial orientation to discuzz {iming and amounts of payments
alang with counseilinag in personal budget management -
¥ o2 divcencion of can dwericrn gducstion system (rolse of the
acadentis advicoor, ovading systam, core ceursss, 2jactives,
oradurticn requiramenic) ard itz mechanics fregistration, the
dropsadd cystory o Ahird country ecuivaient
= he dnciieicoal proorar, with catalogs whenaver pessibie



L} e A ATV I I RYRT AN TR PN '\“i”': o e vy Af o 0, advien for
adaptdeee o il cotning te pageg o tand docad peeple, and

pA bR e o e baongp e g aneg A ame abiread,
Bt shen i ot oo v e of oopesdonco s indcrmat ion and anod o wiii
wathin the cdunnos conear by ta peovida votenes i oed pre-deparbure counne i linog,
Pebionne st yhamne oo e which might corve as o a mechanism to
tdent oy v by comtranetor e The Biscaen choygld wort with cthoro suche o
T owho rhare b e e

oo Pevfarmonea of dacocct paniiilatorn,

N A EL I T R TR A Voo sty e odliney Ao ondg of mtgdy Lo
Fortners for Toteroao onad fducstton wdd craining «1ET) or ta the US
Doportment of Aopdouitge e Tanily 0 Contrastor rocrongibi it ies ingiorded
COCUr NG D e anproptintae acodemis and teshmical programs aiong with
AT osopecta ef Vinancaad ond adminictrative management of the projest in the
P, Both HRDD e prodecsts cTumnd evpressad satisfaction with contractor
matpygement coprvices

Farticipants by and Targe wore pleased with most azpects of their experience.
b peroont of the respondents felit their training was appropriate to their
bacigrounds and Tuture aspirations, Moot were satisfied with their sponsors’
cervices, citing avaiiability, communications and understanding as key to
their anod reiationships.

Two thirds of U5 ajunni went tnxougn WIC (Wazhingten International Center)
upon arrivai and vere in general satisfied with thz exparience. Those who did

not attend WIC were ger2raliy unablie to do so because of time constraints.

A special feature of LT was the requirement that thesis topics pertain to

Holi and that ti2sie resgarch be undertaken in-country. AT1 alumni complied

with this mandate, cans ng a WGWILh of un-to-date decumantation on &

variaty of sechocs of 2ot e activities. The information gathered during

thesis research “n H21i has <0 been h2ipful Lo CLT alumni resuming their
IERCH]

! at
provezsrons Fonetiona Hnon o retyrtn,

Oaty s third of the respondentis underwent nrafticai training at the compietion
of their academic programs. Relatively few of these formed part of the
oriaginal TIF; moxt were addad on while participants were in the US. Alumni
frequently wted the importance of iinking tha theory acquired in c¢lass with
preactical expariencas to maximize the project’s impact.

a)  Conclusions

Cverall, the alumni intarviewed ware unanimousiv gliad they had undergone
“raining Thic WAz °~h°c1“|!v proncunced with DLT alumni, who atiributed
vha iy TuCCess tu ving escquired dimproved rancgement technigues, to better
idars shout »iarng ng and communication, and above all, to having experienced
TiTe withiin 1he Apnerican management envirotment,,
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FIEE  mans semens cevygoes were gmaformdy baghly teted, The project would
biove ocen moee g i Pheoret 5501 cournowo b owere seppiementoed by practical
ovnorionce.  Hore attention chonld bo paid Yo ddentifying practical training
apportunitre s For oo vkt en ge povided for by Handbook Ten, Tarticipant

froinineg,

Ve pe g o T e ey et e e hee Y eady overweri ed bigEDD taff, The
T ity eer ne ot Act ina Wity S we b gver o year,  Thin two BTN

wort e DT f s oSt e s cSect e and wedl informed, However

'

HE TR RN R AR oo tragsangy ha cawaioned from Tona term training an the
Gt e b b e e Y ey BiEDT e qtafi e raenpont it 19U i0s have g
coit o AR RN Sty ot o aeasie tey o meet tiheto ney ~haddonane 4

(-’ﬂ!!:
Coertve o s e sape b e n i ens o indescribabie Sevel of moticuious ke
g0r i Settang upoand monngina In-country training reguires inastitutionsd 5?-3
conracty e e T ar s e o mingtiae, Mission should cleariy identify and ’& 1

4

v pecaareahijitios vt n the office.  The Misnsion should taire steps to
identitTy an a0 and to datineate responsibiilities among the ctaff for future

projects. Torveng st neerds training in human resource pianning and
management, aspacially if Micsion cannot replace the HKDO.

The missien’s PTMS i3 an excellent vehicie for tracking participante from
cangidzcy throgah repatriation,  Breskdowns of time for ELT versus academic
rams and practical training sihiould be added to the current system. The

FTMS was inztaiied by external consultants, and consequentiy, the oniy reports
the system can g9nerate are these predetermined by these experis. The
Training Asziziant wha operates the PTMS chould be civen training in

32 23 to e abie to generate additionai, more appropriate reports
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tion Tor thiz reonort, it turned cut that in the case of 3MDP-I1 and
T, only 37 ' f the 4491 teotal participants, or izss than a quarter,
tered into wWe racommand that time be set aside to enter ail
nants into o To enadie the trzining staff to utitize this
mant Tond pofantial.
The Trainins TTioar compuier ckiils and is tierefore utteriy reliant
on tie Trzining Assicisrr. Cosngter Loaining for the Training Officer would
remady this prebiem and heip hiim streawmiina his workioad.

Future particinants Tundsd Tor gradua
o do a mast a2 thesis or doct
antionstodn vidual proaram

i .
Tighmirs tro dzores enyivalonsy oro
g i

te education in the US should make sure
aral dissertation, even 1T a thesis is
A thesis is an invaiuable teclt in

bie~, adding weight to the cliaim that the r
o

deores chouid pe evuivalanied o the francophone "doctorat oo
cvite, Tho decres eguivalency maiter i3 Turther discussed beiow in
Trinnueietion and Brofessicnsel Rsintagration,



P oo e e g te S e a0l congquet thedr Lhesys o rencar choin
P Pne oo St hieoye bopa e oo Ggornane 1o theit future
profocaran st caepancey it aen, ihe ooty LT theses now provide Mali with a
wenith af orraansd vecoarch on topiss colated to development . We pecommend
that an cddityensd cateaory <or {hosio titles and research cite be entered
pete the IS te Lpach ot of aetiyaty,

Soopecneerppog s U o R Torm Tondunt ton, the frofessioned Advisory
Comuatteo hegif te olxganntod an feture roch projocts. A compelent
Do e s qeeese ey bhe s enn sy s an nacament services,  The PAC cannot

J
el pet o sttt wit e poreanal sefygetment uniens placemont is Vimited Lo FAC
et oo o T e e L Acngeer b0 iy ar s see airegdy responcibie Tor supervising
ovdeno e ra . v e o oo sebod Lo plan thecos tordice that reiate (o
MG e s et p e i racearch o in Heli, Any oraanization Tikn

P Ad b oo et e of  Traduate Dears coutd cerve the Mission!
Purponec g e wedloae i ha TRC At araat 1y reduced cost,

P keoeteiation and Crofessional Raintearation

Repetriaiicn 2ng professinnal reintegration present the most prebiems for
participants returning from Jong term iraining abroad. This section wiil thus
focus on anatyzing mebiiity among DLT 2iumni as an indicator of project
impact.

o

)
=
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For the mest part, CLT alumni hold decizion-maiking positions in both the
pubiic ard provats sectors., The foiiowing are representative DLT atumni:
+  Zecretary Generai, Governer's Office
* State Controiiar uener&?
* Froaran Officer ) UNICEF
3. Tinancial rianagar, Cpération Haute Valige, a Mission-—
funded rural deveicpment project
X Divizion (hief, Piannina Divizion, HMinistry of
SaulATIon,
Two thirde oFf the gvatuztion caaris cane back to the jobs they held before
feaving. The time reporied waiting for this first jobh varied from immediately
to ter montihic.  Roughly Half 2re 21111 in the Tirst job since their return.
Tebie 20 shows the distribetion of DLT atumni by professional category.
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Table 24

fristribotion of L1 Aluani by Professional Gector

Prrofessional Category Humber Parcontago

Compietod SV Tos e s

GitM 34 n1, 8y

i International A aiD 7 o ¢!
i fropact at g i 1.82
Tivate hector 3 5.4%

Zub-Toetal: 45 31,82

Qther:

Withedrow ¢ 3.04
Sti11 in Training - Public Sector 4 7.27
Sti11 in Training - Private Sector 2 3.04
In Ahidjan i 1.82
Decearsad i 1.82

Sub-Total: 10 18.18
Total DLT Alumni: 55 100.00

Table 27 shows that GitM has =ctually sustained a significant loss of cadres
since DLT. While 48 DLT alumni (37 percent) were in the public sector before
their ULT programz, this number has been reduced by a quarter to 34 (62
percent). The international sector gainzd most of these participants. Ee
DLT, only one participant (2 percent of alumni) worked with an internations
organization. Thie number has jumped to 7, or 13 percent. Tabie 27
illustrates the impact of DLT on participants’ professional szector.

ore
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Impact of DLT on
Atumni rofessionad Sector

sl fore DiTeeee e Ginen DLT emee - e Ghan Qo
Sector Humber  Tereentage  tumbers Percentiage  Number Pereentane
Gl ad Wil 34 01, o - 14 - ¢oh, 45
Toternat ionad 1 1,00 7 12,753 th 440 0
Pravato Jootor i T 3 H.45 - 1 - 1,a
Proaraee gt ! I ) 1.0
tnampioved f IR - - 1.Er
Ot b 10 18,16 + 10 + 18.18
Tet iz LA 100,00 re, 100.00

b) LMDP-TT and SURD-TTT

The majority of SMOF-1II's training was short term, so professional
reintegration posed less of a problem for these trainees than for DLT alumni.
Participants under SMOP-II generally returned to their prior responsibilities
after their brief absences for training.

~

¢) Conclusions

These projects are ,apparently affecting ali’s deveiopiment., There are alumni
stafi in mapy of ¥ali’s key daveiopment institutions. Project aiumni work in
all sectors of Mali's ecenomy. The largest concentration of alumni is to be
found in GRMTo varicuzs szievices.  This is not surprising since CGRM has
traditionally been resporsibie Tor seiecting the majority of training
candidates,

However, 0L

L‘SY‘\I]CQ 1"

agancies

rarticular is seesing a trend towards alumni Jeaving the civil
ept positicns in the internaticnal sector (UNDP, cther UN
uch as UNICEF, World Heaith (roanization, USAID).

This is understandabie. Job conditions in the civil service are difficuit.

GRi4 occasionaliy has no funds Tor zalaries (civil servants today have not been
paid for ovev Tour months). Fotitical r0uswoerat1ons often siow down the .
ceturnee’s iriencded ceontribution, creatt ng frustration. Only one DLT alumnus
han onot returned to Mald, and tne alumn’ in the international assistance
sector are indeed contributing to Mali's davelopmant.

Tha dearge equ*vaiency jssua aisgo contributes to this trend. GRM statutes
tmz'wcxn mastors deygrse 23 equivaient to a French or Ma
aa Apnrofondies). This affects civil service and salar

cope

ian

bes

‘.I
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claccifications more than the devei of responsibility grantad to alumni of U4
gradunte Lroieng programe,

The Mission i not yot having the inpact destred on Mali's private sector,
I'ost

A DBrivate ceoctor teivicg uador there projects was short tarm in-country

mominare gnoor SRS TT and ThED-T1T. There provaded participants with ganerai

busainnne wbadic,  Sooh i i1y are o sorely needed, vet barely make a dent in the

cveruboiming pnoods M1y e fiodgling private sector prosonts,

)  Prcommnndat inng

Pavy retyroae (LT partacrnant - ropnrtod that GRM was not prepared for their
ety Deldaye an Toviing gobs varved Trom threa months to a year. The
Mission sneala provade copneret o BE to overcome administrative shortcomings
That contripute to dalays in most training projects,  DHF staff could benefit
from management and adains o eat ion yorkshops in Bamako. ONP's planning
functions for returning DLTers and similar projects need to be ctreamlined.

The degree eauivaiency iscue remains a thorny problem. Anticipated in the PP,
reported on n the DLT Mid-Term Evaluation, the problem enduresz,

Equivalenries are estabiished through CAMES (Conseil Africain et Malgache de
1'Enseignement Supérieur, or African ard Malagasy Council for Higher
Education), of whicih Mali iz a member, The Mission should work with this
regional organization to estabiish appropriate eguivalencies betwean American
and francophone seuntries to lay the degree equivalency issue to rest once and
for all for the entire reginn,

The Amerisan masters degrene iz currently equivalenced to a French or Malian
0EA (Dipldme d'Erudes Apnrofondiecs), and the PhD, to the “"doctorat de
troisiéme cvele.” One can argue that the masters degree is closer to the
French or Matian “doctorat de trcisieme cycle” as per the following tabie.



fahle ru

frocommondod fquivalencies Betwean
fmerdcan and Tronch feademic begree:s

S American Hysteme-es s = Francophone Gystoem: - - e
fiogrene Timn hegree Time

2 Hich Sohood ioyenrs 1 [acocalawéat 12 years
Tinaonn
| teonse 7 ovears
T Dathedors 4o o oMaitrice { year
{'learan DA 2 oymars
¥ Mactors Denreo Joyears ¥ Doctorat de ¢ vears

froisiéme
cvcle

A

¥ Fh.D. =0 years * Doctorat d'état no time

Pimit

kecompended eguivaiency.

The Micsion should continue to promote private sectnr training, in line with
cuirrent Mission policy in Mali, Further {ollow-up on returned private sector
alurni is warranted to reascess needs tn mel2 sure that training has the
maximum impact peoszsibie.

of pa2rticipant training
nroviced graduate educaticn in the
o potential., DLT alumni are now

»
£ jans who hed demonzirated de i
in gecision-mahing positions <hrougnout Mali's civil service and in its
Tiadsiing nrivatae wacsnr

-ant group. The focus con academic
'm technical training. The number

SMDP-I1 and SHRD-T reached out to !
o
iy reduced in favor of third
s

11
training gave way to an emphasie orn
oT participants trainad in the IS wa

country Trztitusione ang in-courtry

s

Yy LY (9

hezmezing tia rngs A training categoris: bos o aliowed us Lo draw general

0
cenciusiong o coeendzTt oo xbout prrticinant training for Mali.  These
are pacsd on onzive doata anaiseis oo ided zarlier in this repori. We
e ey om viocuiunT e Tor o the mission’s Tuture training



Iv.

From

acrivities s

e P i e e iy e e B g Uhe ddead training for the
cuttent and forare aeneration of leaders and poiicy makers in ali
cectore of Hati' ocanamy,

Technical trcinde g dnccountry and in Lhivd Cogntries is a good vehicle

for attractang the octors of Mati's papulatiocn that tha Miscion wants

toote s veneny g pacticudar o wey not have tho background required for
forer Toros T adade oAby ond s and famidy recponcibiiities and traditional

tovier i pravent then from Teaving home fop o tended periods,

Car s T et Ty SR ool pree ot oo b r_i\,p”v\"s@ it :1"] ]Q\le]g a'“;”g with
Cohoed o e s wibhe s cd Lens e of purpose. Individual alunni
ot ot e s e e v ot it ution Of thedr dnstitutional environment

vere more accommodtating, A meant of aecompiishing this would be to
train covars]l noonte within a como dpatitution, A corrent example of
thie typo af dintervention in IPGI, stafferd by four DLT MBA holdare, or
Aalmnat o donth of LT ajumni,

Gt current selection procedures do not attract the variety of
condivgetes the Mizsion wants.,  In particular, the current mechanism has
trouiie jdentifying women and private sector trainees. O[NP's staff are
capedio and conscionticus yet do not dispose of sufficient resources for
adequate pianning and management of donor activity in training.

Current HRDO =taff lack the time and the training to implement in-
country fraining programs. The two FSNs managing Mission-wide
participant training are taiented but overworked. Additicnal staff is
needed along with tr=ining for avrrent staff to manage the future
Training proaran.,

OVERALL RECOUHTROATICHE

these cenzral conciuzianz on the Micsion’s camut of partizipant training
tem cverall recommendations {or Tuture activities,

Fuibure tHiacien marticipant training prejects should be hisihiy fievibie,
offering a varigty »f choices to enabie the Mission to respond to
evoiution in the 12031 snvirenment and to meet needs as theay arise

A nortion of the Migsicn’s training should stiil be reserved for US
cracduarte degrees Tor leaders and policy-makers throughout Maii's .

Ol'l'.?."].\'.

size short-term training in third
icie Tor attracting the

The diraion ohoutd oot ivea 1o omnh
i

Tooo o hrsaon dhoute prestoe refrecpar courses 1o thoce who have airsady
tonsliced frem tratnine and whose skilis merely need upgrading. There
g



in ng pepd ty start frem areately eyery tamp. Formes participante in
acadomic *raining would often qain from snart term renearch on mpecafied
topics. Technical training shoyld te cffered to thoee 2lresdy an the

fiald,

e Mi-~inn ~hogls woric Yo pravide vlgmmi weth 2nlleantges ang an

i vr s fenat ey et canelyciya vty affastoating onange

BEDD s aff g respg i Tt von b gt egrag trear teaindng MEDG st afd
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1. BACKGROUND AND SUMMARY

A. Policy

The basic policy guidance to which these proposals respond
war ostablished by the May, 1989 lountry Development Strategy
Statement (CDS3). Priorities of the (CDSS are expressed in six
"blocks": economic and public sector reform; agriculture; health
(stressing mother and child health): the rural population; the
private sector; and opportunities for women.

Other documents that shape this plan include the July 1987
Project paper for the Human kesources Development Assistance
project (HRDA), and subsequent Mission Action Plans and budget
submissions. The Scope of Work for this study summarizes policy
guidance established after the CDSS. Specifically, relatively
more training is to be carried out in Mali, relatively less
abroad; the "grassroots", or rural population base, must receive
the effects of the training (its beneficial impact); and

additional attention is to be given to private sector and women's

training.

B. Prior Studies and Sources

We have drawn on the recent Labat-Anderson study on HRDA
training for the private sector, and several studies relating to
women, including the recent Arthur Ycung drait report on women in
private enterprise in Mali. We also consulted documents prepared

or used by sectoral divisions of this Mission, others by other

donors, and many by the Government of Mali (GERM), (See

p



Bibliography, annex.)

Our raesearch, our only original research, is that
constituted by over one hundred interviews with actors and
observers and visits to a number of national and international

organizations working in these matters,

C. THE_HRDA to Date

The task, stated one way, was to carry planning for the HRDA

project into FY 94. (HKDA is itself a continuation of other,
ending, Mission training projects -- which we have evaluated --
and will in some degree, carry forward their experience and
training directions.)

HKDA's purpose is to "...facilitate...training programs
{providing] ...technical...managerial...and [policy-planning
personnel], to strengthen development institutions, [stimulate
the] private sector" and enlarge women's contribution to
development.

FY 19828 and FY 1989 agreements obligated a total of $1.8
millicn for the project. They specify a two-year training
schedule, with dollar amounts and numbers of trainees, for
training: (1) in the U.S.: 26% of the funds; (2) in third
countries: 20%; (3) in Mali: 15%; (4) private sector: 34%; for
omen: 3%. And for technical assistance, 2 percent of the funds
were to be available. 1In each case, the precise field of study
is named, leaving copen the question of what would be done if

or those fields were nct found. (A problem in the
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matter of planning for training, one that we have attempted to
solve or at Jeast clarify lies in the fact that the training
blocks are usually misread as being discrete (mutually
exclusive), allcwing the inference that, for example, no private
sector training s to be done in the U.S , ~r that womgn would
scarcely benefit at all. This was not the intention of the
project agreement, of course, and we note the matter because of
misplaced criticism of our own allocations among blocks.)

HRDA has not implemented a significant part of its obligated
funds. Nor has it developed plans for the future, beyond those
of the agreements. It is the purpose of the present study to
move that planning process forward, within established policies
and on the basis cf the valuable Mission ersperience in training

that we have just evaluated.

D. STRATEGY CONSIDERATIONS
1. It would be unrealistic and simplistic to propose equal
emphasis for the training to be undertzken in each of the five
policy blocks. 1Instead, we sought to discover and define
activity that is amenable to action with the "tool" at hand ,
training. What activities can be significantly affected by
tra.ning? and in what sub-sectors can one expect to find viable

training institutions and mechanisms? As a result, for example,

we tarcet extension a2s perhzps the top priosrity in agriculture,
in terms c¢f needs; bur we prepose less spending on it than on

p—t
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high-technology and researc ining in agriculture.
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2. The proposed plan shown at VI below represents a substantial
increase in funding for HKDA alone, over what has heretofore been
projected, but is a net decrease in average annual funding levels

of the HRDA's three predecessor projects.

E. The Sections

The sections immediately following are original with us:
IT1., A Sector Study, and III., A gross (national) Training Needs
Assessment, both in the human resources sector, together with an
inventory of training being done under other donor and GRM
sponsorship. Thus is provided a global frame of reference within
which the USAID contribution can be described. This makes clear
that, in orders cf magnitude, USAID training altogether
constitutes a small part of the whole, one that should increase,
we believe but, in any case, one that can focus on critical
unfulfilled needs provided a carefully conceived strategy
(part V.) and implementation methodology (in part VI.) are put in

action.

F. Principles and Precepts

In the succeeding section, we develop principles and
precepts that ought to guide the elaboration of training
schedules and actions (part IV.) 1In part V a "strategy" fer
applving such concepts in a selective program focussed on U.S.
pclicy goa2ls is formulated. It consists of eight statements,

wed by explanation or reascns for
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including the item in our strategic thinking on the project.

G. Action Proposals

Section VI. consists of action proposals. These are
presented succecsively with, (a) a brief discussion of each
policy "block" concerned (the five of the six areas identified by
the CDSS and later policy formulations); (b) a listing of
specific proposed activities within each block, totalling 31; (c)
a discussion of training "mechanisms, "i.e., institutions with
which HRDO may make contracts or arrangements for carrying out
the selected training activity (the training "micro-project"),
and, (d) proposals in the vital matter of reforming and improving
the organization and process of candidate selection (and other
implementation guidances). Finally, (e) the whole range of
potential actions, from which the Mission will make choices based

on feasibility and its own growing experience and confidence, is

summarized in tabular from.

H. Staffing

Part VII addresses the new staffing responsibilities this
program imposes. The program, with emphasis on in-country
training, is to be carried out by a larger number of implementing
agents than is the case for U.S. training (two U.S. agencies have
managed mest of the U.S. training); and the contracts or
arrangements needed for it are varied and complex. We propose

increasing, and training {or retraining) all staff.

X



I. Annexes
The number of annexes following tert was limited as strictly
as text references allow. Those included will be essential to

any thor»ugh study ~f the renort.

J. Scope of Work

One print should be unmistakably clear: what this study is,
and is not, according to the Scope of Work and Mission orienting
guidance.

1. The study does not attempt a project design -~ a detailed
operational training plan: it provides '"suggestions" and
"assistance" for the Mission to do that later.

2. The suggestions and assistance take the form of a wide range
of possible activities and implementing options, with supporting
argument. This is the product of a succession of idea

developing analyses, conclusions and recommendations. 1In the
brief duration of its work, the team was obviously not in a
pesition to conclude or recommend with any sense of final
authority as to any of the concrete details. We carried our
general and particular proposals as far as our time, research,
analysis, and judgement permitted -- no further.

3. Moreover, we urge the viewpoint that the Mission should
never attempt to "f%nalize," that is, harden, a training plan far
in advance of the vear immediately zhead -- until it must for

operational planning purposes. Instead, it should give the

V}K_



process continuinyg improvement, with the acquisition of
experience, knowledge of the industry and judgement as to what
will work or won't. Tn thls manner the staff's professionaliam
will increase and each annual plan will improve on its

predecassor.
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IT. A REVIEW OF THE HUMAN RESOURCES SECTOR, MALI

A. Training Opportunities

The Government is the first provider of training
opportunities. Tt mesks training projects and prodgrams,
negotiates them and submits them to interpational donors. The
regular oppertunities given by the Government will be reviewed
here, as well as the rcle played by other donor agencies in this

field, including USAID.

1. Opportunities given by the Government through different

national institutions. The first opportunity offered by the

Government is its educational system: the system is secular,
democratic and open to all within the limits of available

resources. The folleowing describes the Malian aducation system.

The Malian Educational System

a) Pre-school *ducation

The Ministry of Health and Social Affairs is responsible for
nursery schools and kindergartens that receive children

between the ages of three and six years.

b) Bagic Tduczation (Years One throuch Nine)

Rasic Tducation is divided into twe cyrcles:

a) Basic Education Cycle (Years One through Six), after which is
granted the Certificat g‘Etudes Primaires (CEP).




N W

ne o herond cyele Lerondary fducat inn (vears seven throygh nine)
The diploma granted at the romplet ion of Rasic Education i3 the Basic

Fducation Lipioma (Dipiome d Ftudes Fondamentaies - DEF),

by tre waato FOLGAT o deyal tnere are a4ino roranic cohonls that

proverge ctohnn i an Arabic,

o) Secondary tcucatyon fGeneral and vocational)

sotn tracks of tne General Secordary Education accept only the bearers
of the Basic tducation Diploma.
i) The academic track trains students in high schools for three
vears. This training is then verified by the second part of the
saccajaureat.
1) The wocational track trains students in establisnments
specificaily for professionai training, though unlike academic

training, they may also choose their participants through

cnmpatitive avaminations., The Technical %accaiauréat nr the
“rofessional Aptitude Certificate (Certificat d Aptitude

“rofessionneiie ~ (CA~) verifies this training.

g} Teacher Trainira

Twacner Training inciuges two tvpes Of ecucation:

[+9)

V1 Education in tre Teacher Tra‘ning Institutes of leveral

£3uzation (Instituts Pédagogidues d'Ensezrement (énera

Lo

2



providges four year frainceg for reaorang tre st oy e of mano
tdurat ion,

ii)  fducation in the Lecongary leachers’ (olieges (kooies
norma ez Lecondaires - ENSEO) proviges Toar wear traraiog fo
tedoning the secnng cyC e of gasio FQuecatYon, whigh invriyes

specIatisatton oo iagtvingal fieids,

1 omagner syl T an
tnraiiment 1n nignher eaucation mist pa gone after nayv1ng passea the
second pirr of The pacciytayraat.  The 3reas of training are varied and address
different needs tagricuityre, education, etc.).
Two types of nigner education:
Jhor= term: paccaiaureéat pius twc years
i3 Scnoni for nigher ¥ractical Education (Eco’e des Hautes ttudes
Fratisues - EWEP)
i) National Schoni of Fostal Services and Teiaecommunications

(Eroie Natiorale Postes et Teiecommunicatinng -ENST)

m

1111 Ryral Polytechnical Irenitpr

WD

- nr 2 -echnical gdegree

TIrSTITLLS Poiytecnnigue Surat - 18R - cysie fecnnigient,

Long term: 3accaiaureat plus fTour vears
1) (Ezole Normaie Superteure - INSupl
1) Natignal Schoel ¢f aAgmsnistration (Ecoie wNationale
g7 damimrgtratinn - INAY
11 =urad Sntvgesnhnical (natiriie - Tor arcingering sesrea

SASTAITUT rFOiYTECNNIgUR Pural - ISR -« ovgle nganiayr

A=



ivy Natienal “chnal of (ngineering rfenie Natinnaije 'j'l'ﬁgpniﬂur‘s
END)
v) National Lchoal of Medicing and Pnarmacy (fcoia Mationale de
mMeder ine et vharmacie - tNMP)
o cost University fducatron (Master’s Degree pius three years)
Tra o andy anetaitytion o post universiry
AguCatinn e tne migner institute for Tra-orna and Applied kasearch
ti'tnstirgr Suyperienr de Formation ei ge Ferherciae Appiiguee ~ ISFRA).
Training 15 arovided far specialicts n various fieids to earn their

“vroral degrees.

Tha Natinnal School o Medicine and Fharmacy (1'Ecole Nationa'e de
meqecine et ae Pharmacie - ENMP) is in the process of setting up studies
‘eading to a three vear Medical Specialist degree (Certificat dJ'Etudes

Speciaies - CES).

aV diniversity of Mali

In rpenry, tre university of Mali has been created for two years, but it

ris s27 To pecome a reaiity. It wiil be a gecentraiizad pr.fessional

-

institution, receiving graduates cf the &acc

w

ayreat and eguivaient gipliomas.
TaL University will use competitive testing T2 rec¢ruit gragustes from other
universitias, SO 2s not Lo render OtTher SEHoC1s ragungant,

Tha MIversity cannot guarantee ampioymant 1n Those wno atiena,

"

@
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ny Training Institytions
Sacondary Institutl tons:
a) #rofessional Training Center- Central school for JTnaustiy,

Sommer e and Aaministration ((entre de Formation Frofessionpe !t -

-

- Fooie cantraie pour 1 Inaustrie, je Commerce el L Aami ctra® i
A B

| D! Acnont of wigner dracticoal fdycaticn (Tgoule des Hautes ftudes
Demragan - THEE

£y Narsangl Inhond of Pnetal Serviges ang Telecommunications
iFrnla Natinnale #nstes et Telecommunications - ENPT)

d» Natieonai Institute of the Arts (Institut Nationale des Arts -
TNAY

e) Scnrool of veterinary Nursing (Ecole d'infirmieres vetérinaire

TV aa-icuitural Animation Center ((entre d'Animation Agricole -

@) Point G, nospital (WApital Ju Point G,

“igher Etdycation Institutions:

e Normalie Suparieure - ENIun)

D) National Schooi o¢ Aominis<tration 7g:so e Maticnaia
d’Administration - ENA)

) National Schoel 5f Madicine and Pharmacy (instituts

Onirtachnigue Pural - Eccle Nationale de medecine et Pharmacie -

ENME

)



Post tinfversity Tnstitutions:
a) PFost Graduate School for Training and spplied kesearch
(Institut Superieur de Formation et de Kecherche Appliquee -

PTERA)

7. Uppnrtunities throuygn USAID,  USAID heips the Government implemant its
“rainyng pilans tnrouan 1T1s Human Resources Development Proiect. Training may
be ionu-term, sucn as AFGKRAD or OLT, or miadle or short tarm such as SMDP anc
SHRD.  1C4aID i+ Snvnived in academic fields of training that are not available
in Maii such as management.; the evaluatior '~ . shown that such training is
highly praised vy participants and employers alike.

USATU has trained to date thousands of government and private sector
employees in differant fields (agricuiture, health, education, ousiness,
etc.). Iiliterate communities gain from USAID opportunities for eccess to

instruction in order to ensure their own autonomous deveiopment (DHV case).

3. Opportunities through Other Donor Acencies. International organizations

(worid Eank, LUNICEF, EDF, EEC, GTZ, etc.), internationai and nationai non-
govarrmentail nrganizations, and the malian private sector are ail invoived in
providing training. Training througn these organizations is in the form of
grants or low interest reimbursable inans. Such training is weneraliy

targeted toward the agricuitural, heaith, and education sectors.

s
Al



TR

B. Conclusions

The Malian training landscape i3 well covered. Hundreds of donors
provide training opportunities but there 15 no coordination of nationai human
resources activit e, wnich would determine what has bean achieved, who does
what in what fieid(sy, etc. Thus, the onutside chserver wno s somewhat
interested 0 tne guecton v struck by the dupiication, the waste of human
physicad and finans1adl racoyrsec and the difficyity of «olid national nlanning
as far as human resources e concerned. A reecpmmendatinn to that effect i1s

in order,

14



TTT. GROLS NATIONAL TRAINING NEEDS
The National Five Year Flan (1uis]-1u91) apacifies six fialds for
amphasis in human resources:
fmployment
- Training
- Gporte -Art- (ultyre
- Infarmation
Anministration,
Funnoing ailocated to the human resources sector reprasents 12% of the
total amount. for the Mintstry of Pian. The training sub-sector represents 3
percent of that <ame amount.
Several readings of the Plan documents on our part have led us to
question why. 1Is there an overiap between different development sectors? Can

one speak of deveinpment for a sector without proposals for training?

A. Training Needs Formulated in the National Plan

GRM's training opjectives which can be considered here in terms of needs

reyoive around the foilowing points:

- T*meiiactual, phvsical and social weifare nraining Tor Malians
rTomments: tnis is difficuit to transiate ‘n terns of T+aining
objectives or plans);

- Continuing ruraiizacion in aeducation

(Comment: the impact nf ruralizatinn on the sncio-=conomin

seveicpment of <he ccountryv remains to be determined);

- Tre use of national languages n education;
- the 2ragication of jliiteracy oy the rga= 1000
15



The country’s sOC 'm-24r Omic acT

tCommaent - can 1E50 Titeracy centers in the interaa: return
condit iong ~f Viteracy stop illiteracy?);
- The deveiopment of technisail and profaessional training at tha
aiomant ary and miadie level
Lomment o tne market effectiveiy hires penpie wontly in trig
sector because of petter tachnical ang practroad quatifacations,
Tower (05t
Tre mprevanent af e training of trainers
vfommant - tratning cnanneis artend to all sectord and the needs
for trainicg trainers increase with Lhe socio-economic development
perspectivas);
- The ceveiopment of profe«sipna‘tized higher educational training
for zerdor ijevel staff of the University of Maii and the higher
educatiun institutes
chomment: tie Maiian educztional system is hydrocephaiic —- too
much higher level training and too 1itsie wiocie ievel and
short-term training. 1In 1339, about 4500 Mal-an students are
atudying in Maili and 2500 othere ara <r . dying aproad. woulid 4500
ar aven 700N students, 1nciuding'those studving abroad, constitute

3 "cratical mass” large enough t0 warrant Tha creaticn of 3

]

University and its Colieges?):
- The creation of 3 center oFf rural i1ife and a training center for
female rural life promotersi"animatrires rurales”).

Training nsacs > _Tihe nTher 3ectore <—aka into arrount 311 The needs of

-

vity sectors but there is no imniementation

scheme “nor 2acnh of them, tne M>’s document peing 2 "hasket A Training ang



inyentment pee fes s from o wnich aill o donors can draw,

B. How Could tne Supply Cover the Training Demands?

it tan he rtareg without any doubt that the national training
inetatygtings chype e naaetin . A need s meant here to be the traitned profduct
wnicn veogsgiie by tre SEMO taa priyvate cector or tne commynities.  Thys tne
GRM o nac pirpycddeg Teavetny ferog o syffacent ngmper of tegchers gogctors,
anGneers et s T R0 nes Lt paT e giizang thaerr gse
trayning gur:rg empiovment . Tnis s wnat AiD’'s, nternatinnal organizations’
ang ven-anvernmental (rgantrations’ training programs agaress, given that GRM
15 Alreagy overwneimea ©vogr duates of academic programs.

Rasije:s, it 13 nrte wirthy that GRM efforts mostiy cover academic and
that thic demand s gereraliv adenuately weil covered.

Interventior py other gonors shouid be ueared toward training fieids

wnich are not adequateiy covered (training during emplioyment, rural population

trainirg, training Yor the promotion of the private cector, etc).

Thus the trairing supply should primariiv cover tThe P an’s priority

Lo ds
fasn ceiatad): fight

-t

Abiectives afob:gft\\fes 1o which CDSS as a matter o

-3yt

i)

e

S
[

against gdesarmificatiar, nromoticn of food rency, nealtn, “ne

Driveie secier, Ang alve :rlant: ne training

Q
o)
)
(W0

; tne training of women,

=s it Joesn'rt ize to U 3

1]

\,‘

W0

opment

[}

Suppty Coulid pe ponriy utiiized sc ion T

73}
(%3]

(3¢]

orj2ctives as deftined. To that effect, the Mission s ~DRA program is in

perfect harmony with nzc-iopment prinrity ~hiactives,

. ang tnus tnelr

©



IV, PRINCIPLES, PRECESTS, PRE-REQUIDITES AND REFORMS

A DEVELOPMENT

we haven't seen a current, wigely supported, mndel of what Mals would be
whan deveicoed 0 some o Ltomum manner,

But 10 15 a4 pastoral country, And presumabiy snoutd remain so. A
preguminant patt of The Doputat ton wrilope engagea o aarscultural production
YHtooTne gistant Tuture. A small Dul o arowing e pattoron will work o an
agricuitural njustries and seryvices. ~ne npn-agricuiture related segment of
the private pusiness sector witi remain emall, cemalier, perhaps, than in any
West African courtrv., 3duch less than precise development guidelines are
sufficient for prezent ourposes.

Rural innoustry snouid grow, but so must food production, at an even
faster rate. Trere remain tne less obvious possibiiities in production (from
domestic or imported raw materials) of import substitution-goods and other new
products. £Entrepreneyrs and services assisting them wiil be especiaily

chalienged by this sub-sector, where, nowever, the rewards mavy be greatest.

B8. DEVELOPMENT AND INSTITUTIONS

we agnere =g strictly as possibie n our training orooesats Tn the

20VioUs Dutl negliected truth tnat devalicpment is ngt the

-~

consequence of training but of deveicpment institytisns improved

with training, Training administrators hava the orofessional burgen of

2s5ess'ng tne va'ue 1Ing charaster of traines-receiving institutions (ana,

wn

garn coo? candigate 1 ih

144]

ps, of rui*na cut

"
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improvement ef forts during the pervod of training. we hnnru“{he participants
difticulty in trying to pursue development objectives from within the
institutions, USALD ¢hould work to make the institutional snvironmant more
accommndat ing,

ke most ampartant acpect of the institution matter s that, in the long
run f geveliopment, oniv Mailan inctitutions count. Externaliy operated
nroyects fade away;, ANG tnev will nhave fariled if tne concerned Malian
et Tytion’s aevelopment ACtivity past-project is not at ieast as dynamic as
Jurinag tite LOP: Ysygstatrapiritty’ an Taroe perspective.

C. TRAINING

Several disturbing questions were voiced during our inquiries that go to
the neart of the work, With aii the training accompiished by ai) the
orasnizations over fie years, is there a surplus of trained peopie in relation

to demand Tor them? ‘The pooi has been augmented by unempicyed jeunes dipidmés

znd former civil servants.) what effect has training nad on development,

wnich remains <iuggish at best? 1Is training peopie a hoiding action, in lieu

2T ysing tham”

The questions are too breoad and indeterminate to bDe immediateiy usetul,

xcept in the weight they give to the imperative of wise selection of

M

tn

candidates and institutions, and of adopting shrewd priorities and strategies

in gevelopment assistance.

TALIST HERITAGE

with = zertain aeiirerata <lapticism, we 2iso guastion whether, overaii,

cotlicy ziznners naven’'t putl 100 MuUCh 8mphesis ¢n <@ Darrigrs 10 private

14



warter develapment imposed by Mali's sociaiiet experimant., This would lead to
disappointment, possibly, if the removal of those barriers did not bring the
davelopment anticipated. Mali has a long history of heavy~handed centraifsm,
dirigism, empire, and the like. Some generic phenomana produced by that
history may ~utiive constraints deriving arnlysive’y from sncialfam,
lnderstanding of cause e a pre-requisite for solving a problem. How, for one
instan-ne, will the monepoly tradition, in porth publiz and private sectnre, ha

nrovern:

F. PRIVATY SECTOR DEVELOPMENT

4 caytinn is warranted as to the ready assumption that business skills
(the lack of) constitute the principal constraint in this sector. Management
training presupposes something to manage: the activities of producing goods
and services. Financial management and accounting are reeded when money
starts fiowing in and out -- a flow not created by accountants. The true
entrepreneur, source of ail business growth, emondies a drive to produce

something ~=- a drive coming 7rom eiements of character such as courage,

s2if-confidence, ang icve of work and advancement, “*cse are sing gua non.
“"Tysiness”’ training 5 not -- not at fUrst.

A bialancen ~pnroach to private sector deveiopment shouid nave in mind
the reiative importance in the overali economy of various subsectors,

Does the non-agricuitural, non-statist smaii-tn-medium enterprisa
sub-sector, in which this project is mainiy interested, amount tn more than
ten percent of G0P?  Some estimate the commercial sun-3e~tor at perhaps

w2=Tr1733 ©F “hat, and e«<port-import commerce 3T V(-)13 parcent of tha two-

ne
feal)



wa are ot concernad with Fiogres tut with ardere of magnitude,  The
nead for training will grow with growtn in taraeted private sector

sub=sactors, and, of cocurse, trha purpose of training s to promote tLnat

growth.  But tne need for trainaing, and the sector's training abscrptive
capacirtv st mecant - oara net great
Theortraining praposaia diacyssard an Chia repoars give empraciceoas da ngr

poidoy ytrectiies, oo stimuiating rurad Cnduatrv,  There, as eisewners
Oy AN NG etn . A Tt eraat i innayi comperes Srerprt o de oo S we note in
Lae o ass e e 5 ana T gnce gf trygitienal community-based systems of

Fi“d”f’“g Trade An artisanal My rst e} == SUyCh 4% the ggﬂ&.

F. LABOR

Tr=ee 15 2 net20ie absence v Titerature and discussion of serious
refarence to tne iancrer, other than as a production factor to be motivatad

ang dizcisiined,  Tre status of labor; its contribution historicaliy as
producer ang consumer in ail sccieties that have deveioped; the stake iabor
may have in private sector development, as suyhj2ct, not object; and how

ahbar’s antimym azcistance to business activity migrt pe hHrouant forth, are

naarrartag cuesraane, [0, 10 consaquence, 't the questiin of now & human

noment proiect can tacklia <re arnnijem, Jver ~he five-yezr

w

7 be aiven gar‘ous theoggrt, if oniy through

nerigg, Tpe mantter nar ang ghoy -

ciarifying study of the gravity of tna issues and of what action this project



. ACTIVISEM AND ROUTTNE . THE PENDULUM
Studies predecescr to ours yrae “azsertive  rather than reactive’
Any ()rgn(lifa[i(UW neciiiates

administration and proaramming of training,
the

netweon advances and “onsnlidacion of adiancrea, whan yp to strength)
Micginn s HED staff anng ' prenare for pew jqvanced, taverai of which ar-e

reary for espliartar ion,

M. GRASS-ROOTS AND SELECTING THE (EVEL OF ACTION

1

o QU ST oy

nf where 1o appliy the pressure of ageictance o progucse censequences broader

thar. tne

hecomes., at what ievei, aiong the iine from central to regional to aistrict,
How Lo produce the

and on gown 1o peopie, choulid thea project intervene?

nroadest effect in the general population withaut empioving an army of prnject
interventions with

agente? The prapesed etrategy refiects a conciusion fnat

the grassrontls goai 7 rnia proiect shoyid pe mage at nigh and midgdie leveis

cdirect interventicons at the bottom jevei are the province of government

2., Note, however tnat therae are soma,

irwe 3

L

rervines and il e /NGOS

>

that hnave Jirect

interventions

0o00ds modeis nof hiah Jevel
ig TLCA'e &amako miik arpduction recasrcn,

effects., Mne
testirs uniza, They panefif,

Tarmars are made researzh and

resuits, and treir neivinoors can emyiate their metrons, ang penefit fou

L.

Tre team taw TOC many

44
3
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3
C
3
]
D
Q.
¢

ang curricyia Tnat muest have de

e

nra yer oy Lo geveiopment piannars tnan tre tacticat ore

pressure, in »FDa’s move rowarg grass-roots effects the question

ot o not manpy,
Tmrevd:
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from researcnh
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wh) the yzears might e The falaee gzoumptoran hetiing cucn product s,
apparent ly, ieg that neo =yhject is plare-zpecific  if it is right and works in
the 11.5,, then send 1t tn mMaii,

Fut o f the noew cidents are satisfied, daitan users may be simply
confused, o bored,

There s an entire curricyium in  finsniqd aanagement of pusiness
entarDrice TNAT, N0 aur ot oa, ang pac 3pc eventygl iy of the Wil wignt he
drorred in faver o say. of a3 <emirar rased 0 oone of tha trainees’ pwn haliance
creats. rne Trainer ant otner parvicipants working out the practical problems
it precente,

In the converse situation, a negative model came to our attention: a DLT
partisipant got =« fi-at rate edycation in aicbal fipance -- useful were he to
be hired py IMF  hyt not pertinent in Maii,

A Common Treme in intaerviews wis that trainaes, especially in WID and
rural areas, and in the private sector, hava difficulty relating to some
training: “we gon’t understand it...it's not iike my problem,” until they
drop out, saving, 'it's credit I nsed, not courses.”

tencitiveiy 3dapted courzes. ariwaring arpressed ngags, would

disarm this enrt of compiaint.

J. TRAINEE-INSTITUTION LINKAGE

Participants, ang inca’ trainaes, ~ftren raturrn T0 institutions as
individuals and to an institutional “environmant” Jacking encouragement or

support: ii<e mr~Aas amang ¢otleagues and 2 c<a~se of common new purpose. The

-
t

LOTe 3TOUD CC2A, COMIINEY WITH INSTITUTI0NAT 2SIeSSMANnts 2ng susfort, Y& ousua

20T nrueiTs., It oancyid pe ntroduceqd ' MRLA TS The maxtmum

(V2]

among USAID



ertent oixz-nie Poamnignte b jpaigning egch mklA *'a""!f,! Tyl A Yiyity s A

king of micrn-proiert

The linkage hegins with simglitareny,s training oif 4 grouyp - as fow ag

twor nr three, many more whan appropriate From the decignated traines:

ser oty oo pany DAt Son The group would rtetyrs to the arganaratine, in

it farer & s oy teraryiag diyarsinng witnoa sommen userataniing, *ha spyergl

Yrefividgatae shile vt allaberate mocg effart icgiy n Mot the oot it ian

Towir st cLelonmarta’ go37a Tagether | they mign® eeertuaily hecome demingnt Ty
T : KLotnerr o Trgteang Wy 0o Lot angte mure tnat tne sgm of

Tne Tragioaeag % g ipals who nad o particutar fyrther aziseciation,

the ev-ryutipns

v >

Teorernt e the effact of (cre jroup training

3t nstance for micre-project attention shouid be carefully

rt
D
3+
~
r
D
[
3
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)
@
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seiesred.  Trey shn,'d have important deveiopment-related missions and they

J e rated, a priori, as improvaoie, either Dy the training proposed or
Dy “instrtution ouitding” measures coilateral to training. The latter might
'nciude mogest measures such as offering an O&M analysis or zimpie

mprovements 1 pudgeting technigues.

TRAINING DELIVERY MECHANISMS

S.STAVNEQ Qeveizpment Jgemands LKL INSTITLULICNS remat’. onie Tne IoNers

Tavz . T2 a2t 3Cte. Tne wey 10 tmplementicg tne =RDA project suclessfuily
w117 Le the institutions through wnich tre 3420 will wors. (arefuiiy
Tcentifvang these institutions, assessing, stuCying, i2arnini -- ali are

sren Wit mave to nzertave 0 maxTmile The

[ERR

2gcazimant TunCTiane wRigh Tne M

oW
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mat’er will be discussed and solutions to the administrative hurden proposed
in the final section of this report.

Our scope of work ¢id not ask us to perform an assessmant, institution
by institution, nf the variety of mechanisms available in Mali. We do,
howevar, feel that the matter needs to be addressed, and offer the following
to serve as frame ~f reforence fnr the Mission,

we racnmmend that the Mitgion devate staff time and resources to a

thorough evalyat oon proceduyre of dpzal instityutinne,  This assessment should

range from management capahilitics to likely impact py the institution in the

inng tarm,

Training institutions in Maly are almost too numerous to list. +are

~ -

pretend to be exhaustive. Instead, we offer these examples to show the range

of inveivement at a'i levels in a variety of fields of training,
% Association Maiienne de kecherche Action pour le
avaioppement (AMRA[)

* Bureau +'ttudes, de Conseil et d'intervention au “ake)
(BECTEH

x (en-res d'Animation Ruraie ((ARS)

* lentres “dminins d'Animaticon Rurate ((FARS)

* (hamnre de Commerce et d'Indusirie cu Maii (((IM)
* Different Ministeria) depzrtmants

x Oirection Nationale de ‘a Formation et re 1'Animation
Rucaie (DNAFAR)

2 {irection Nationaie de  ‘Action Coopsrative CONACOP)

raction Nationaie de 17 aiphapétisation Fonct onneiia
R

ge Ca Linguistique Appiisude JINAFLAY

{

1
*
i

(D L]

nac03ie diEirseignement Tecnnigue

e
(A]]
A
(21
-1

"
21
2y
(5]
T
(2]

iiows a list of key institutions invo.ved in training. This iist does not



t Gesellschaft fir Technische Jusammenarheit (GT7)

2 Inutitut Malien de Pacherche Action pour le
Déveioppemant ({ [MRAD)

t Ingtitut de #radoctivite et do Ges' jon prayicinnnelle

It
¢ Inctoryr teégagogigue National (IeN
r Internatonal Lapodr grganisation o
o2t onal teaaning v titutes
¥  Non Sovernmantai Qrganizations (Noeos)

x Office national ge ia Main o'oeuvra et de 1'Emploi
(ONMOF

. (Qpe:ationc de Développement Fural (0D

S
®)

cidté Natinnale d'ttudes pour le [éveloppement
NEDY

o

g

* United Nations Children’s Emergency Fund (LINICEF)

t United Nations Development Programme (UNDP).

L. SELECTIC

As discusced earlier in the first cegment of this report, according %o
cLrrant zalastirn nracecurag, NP ‘e rasnarcinia far anpouncing training
nooertunities throughout GRM. ONP's resporcinilitissz inciuda warking with
varigus HFM agencies and departments to soiicit candijacies; 2stanlishing

training guotas for each department; acti.aiy seaking to increase

participation by women; and transmitting compieted applications to hRDO for

TNP officials themseives atvrawiadge T™at Tha curran® nrocess 1§
iragajuata, rzintr g AnAcrTyYNITes 3ve 1ot wonelv oudlicized; few  women

aj an
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cangrcscias are identifieq; aepartmental trivning nuotas are nct o2



head, [DNF has nn responeibility for private nector candidacies,

we recommand that these shortcomings be addressed in the foliowing
manner. Training opportunities should be widely advertised *hrough the media
iradio, printh and posted in locations where wpecial target aroups {(women,
private «octar) are “ikely to be informed of them, The announcements shoultd
be carefuilv drawr ap and should =tate axplicitlv what minimum Zandidacy
nualificatinne and criteria will appiy,

Neither Do ner Wi “c - prartiy equipped to handie the larage voiume of
interested appi'cants such a process is likely tn gener=te, Not ail of those
evpressing interest =2re likely to be quaiified for a ¢ /en training
opportunity, Wwe therafnre recommend a simple nre-screening mechanism,

A short “pre-appiication” should be devised to request basic bicdata,
academic and profeszsinnal background, anrd training reguested. Interested
parties responding to open advertising shouid fi11 out this pre-application,
7o faciiitate UNP's administrative purden, these pre-applications shouid be
screened at HRDO T see which of the various respundents meet tne
prerequisites for a given training opportunity. Only those mee%ting the
“arounced oreresulsctes as described above would be ‘nvirtad to compiete
appiication forms,

Pre-arreening ie a simpie process that couid be randied oy an HRODO
‘riern. There 1s no shortage of »ailians who ¢nutd De trained to do pre-
ssreening.

Final selection should than be made from among =nose wno <. piete the

- Ti

ne

n

an2 Citern Jouid xeep Trac. oOf appiications,

L.

TarwiEraing oty tnoca wnicn 3re comoiete for Tinal celection,

Jivern That tratping 15 & IDOPEreliIve venture DaTe2ern IIM o ars Tne



Migssion, we recommand that final salection be the responsibility of an inter-
agency selection committee., Applications should be forwarded to selection
committee membars who would then discuss them in a meeting, and vote together
to put in rank-order the applicants for placement,

The proposed ~electinn committea shoyld inciude appropriate
representat ives from SRM  Missicn, and other concerned parties., WwWe recommend

that the following tbe parmanant members of the <plact inn committee,

x ONP representatives

*  Representatives from the GRM mirictries or departments concerned with a
particular field of study (for example, for training in health,
appropriate officials from the Ministry of M hlic Health and Social

Affairs)

* Mission cector projiect officials who manage training in the given area
to appiy their in~-depth knowledge of the field, of local institutions,

and of potentiai candidates

x Tne Mission's Wil (oordinator so as to interpret gender issues within
the Malian context and to enhance the possioiiity of femaie

participation in ali categories of Mission-funded training

*  Pepresenr=2tises from Mali's women®s organizatizns to serve 25 additional

r
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ma'e cancdidates, when appropriate
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' Eoproacentar e from apprapriate privata sector =gencies ¢ hamber of

commerce, others) to iientify private nector trainees

X Migqeion ceronnns’ airaady working with priyate sectnr deveispment

Leltectien committas montiragsg choygla e ornary o 'J|u7ar‘f v fiald ~r
“upe nf .f;iw*mg, A otne oy ome of appiications would warrant, QDV*OUS‘Y the

meet iac Thegin o peoattennaeg Oniv Dy Thecs members appeepr fates 1t e ajven

M. CODRDINATION, COUPERATION

1. The HROO Cffice represants AID's traintng function in active

reiationsnips, =37 vi-:1 to its success, with i3AI0's own technical projects;

nther donor wnari: arr tha kM -- especiaiiyv tha Diraction Nationale du Plan,

2. The USAIR's training programs, in some wavs discrete, c<hnuld not operate
autonomousiy. The =27 office is the cbvinus piace for 2 vision of the whole
af training,

LRATD profect managers agree thnat m=nA .g0 ne tpurrznt xgoa suppiement
1O 1her Dwl Trainirg activity. Tnere 4¢2 congitions: ' a) tnat ~F0A Da ebie

o povige Tiex1012 response to a ree@ rne TraT tne ooojest itss - <annot

uifiii); and (b) that greazer mutux' awireness te I=.&lijpec 3s {0 The

resources and tne act:.-ties ¢ning on, and piarnred, on Th2 twd sijes. Tre

apning tratning given Dy Tn2 Two

T g

-
i

3vaiyatirng re eaian initances nf aver

canvarse” , of rrainieg frt ownrvad inta HRTLT: Tandg rre~eceazarn nrnieats’)

3cheduies that mrgrt »3.e fean rzz tne sectov-proiect need naen tnown,

1
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Mareover, ot ooocacoen aBLA hag daee training clearly witnin tne scope of a
sector project without *he cagnizaco e ar adyire of the latter,

It is required that «&00 hyild its capacity to keep track of all USALID
training work: to roavert radundancios; o sgize on opportunities fn which an
mEDA micea-nrcdact miiant he mutualiy supportive of a sector-project training
pian; and te advice divicrane on teainea mecnanigms in-country that tney
minht e The of frce che 7 boeoma Tasger Tadvienr for nhuman resources

Mireinn-wia Lan artda s sae teoadmanicteatnr af ite Awn o poenject it

3. Less continuousiv, pbut in the same manner, HRDO shouid reach out to stay
abreast of and ccorainate with training activities of other donors. The

danger of cveriappiny training is greater among the many donors than within
AID irseif. If HROA i3 a rasidua’ fer tactically important training others

are not doing, % ne=j3 Lo whow whather or not they are doing it.

4, The GRM
(a) Gand conrdination and coaperation with the Government of Mali is a

cenjition of a sucseciful =PLA project. Zrrject funds cannot be obtigated

Withﬁﬁf ThE acresment

nar can trainicg antiyitise mave forward,

‘D) Tha a7 iy raam focussed mush attention on the GRM, ang in particyier
rthe [P, we fird rhat nhe USATD/UNP relationship is good =- co-diai and
matualily respactful; but that it s subertantivaiy daficien.., Wwe conciude that

this situation must chirge and ~hat <he z2dvent nf the "rew” -%0DA ‘g the time

TA WwWArk An T

«*

‘a0 TRz 3cope of wari bac nn 1anZuaze urging us to make propesat: Tor

3RM reoryarncZation, putl implicitiyv It requireg LS TO 2xamine aiil major factors



infigercing *he progrecs of tre project. Among mF{A's reiationsnips, that
with the Ministry of #ian, particuiariy the TNP ic a4 principal concern

we find that the [N® unit handiing the Ministry of ®ian’e trarring
Activity, with ta many Giaicong to other government carviges and donnr
organizations, has a1 staff of siv, The tnree top peipie, with whom we -1 beg
infengiveiv, are firer e in cegretence; ¢lear--eaded about tne gimensicns
af Tt narge, conscoruus of amportant fones tney are negiectirg for Cack of
P wE. Ald st eeh, 1nterentean an gty ways L0 Droaden ang strerginen
the gnit ' performanne.

©3)  The nymber one area of rosufficient performance (the Directeur de

Ja Directinn Ju Pi3n i “r3a1F characterized their work on it as "rudimentaire”)

in cangidate ceiectinon, (lipoger tn the sources of candidates than is the
vialD, more girectiy invoived with first triage of appiizations, and with
zoping when tno few suitabie candidates for a given training have been
found, thne DNF has at teast as much motivation as H3AID to see reform and
‘marovement in o vivae TNP nperation.

(el The propiem of generating and selecting tra‘nee candidates is
Jigsezizd 1n 2 Titer cection, with ittenticn to how tO remedy its inagenuac,
v, 2n3, oarticuiarly, in recga-d tc womer, Other araag of N2
Tn FEsdency oF caspurces and methodoinuias ara: a3cesament and
Time-projecticn of Iiaining needs; niinning of Trairirg altivitieg;
conrgination with other minictries' services; nrogram pudgeting; menitoring of
ragy’

te, and other, 1In short, the pre=ant c¢eonscientinus efforts are “ledoiing

T aVY gimergint: of the arapiem
(S wrIncuT g 6g Far SrT) Tgesigr’ Twhigch we are neT e3uipded o
ainag Ty oar w2 make tha Toliowing recemme Taniane witis COrTigence a0



ampnasie

* The USALD, along with nther donor agencies interagted in the

matter nayid eeyne at clase range the DNP's ifficuities and needs.

' The roods ave on orecpyrees chyman snd materiallt o oan rraandcat dnn
“np e sa rm s Farmatidioan oo rnp tryining naeds of present ang fytyre NG
eravy

' a. melra, e the NP would weicome cych eraminatior, and a

a3k rstie arfaer 5 j2fira remadial measures,

' Qre of srege, noted iiiustratively, might he tnhe estaplichment of

seminars for UN® (ang other services with training interests) in methods for

3

genaerating ang celecting nandidates {see above); in Jata management; ir

5o2Teesiona’ xspects of human resoyurces deveiopment activity; in assessment of

trajeing ingt o i oons, and other. Such seminers neag only inftiation and

n

rrgantzating, AT T ortie COST, because instructors/tecturers 'n aiil these

<

avaiiadle in the Torei n :nd durer communitiaz, and

ava pronar Ty ssaee 1o contripute Tire Wwithpgyt rharaa: the rasuits could

x Lrary feam such traising fat tna very certer of rthe GRM'S training
pianning funcion, St 1T 10 D2 motedl, funairg of ~zaurce, nrganiretional,
g 0thEr spiisTiage epacht faoereil, Foans e the resd for it waz cleariy
1gent fray 2 d arulell;

G
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* Such an “titiating task seems tn ys appr ptoate to tha ¢5AT0, and
might gain the support not oniy of the M) Qffizer and ‘e GH0G, but at:o 6f

the Tt oo e arnt tna dmhigmeager
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V. STRATEQY

The strategy for the program follows from the five US policy
priorities. Within these categories, it emphasizes targets
selected in large part on the criterion of what targets the
training "tool" can most significantly affect, ie. what
beneficiary groups can be efficiently reached by the trainin-

resources this project commands.

A. US and developed Third Country education and training

will continue.

The country needs, and will need increasin;ly in the future,
highly qualified leadership in the analytic, managerial, and
policy-development fields, as well as specialized professional
expertise in agriculture, health, education/&raining (human
resources development), and other major economic and social
sectors. This includes research, as well as operational
capacities.

The rroposition that the country c¢an progress at the
"grassroots'", or in the women ~ector, or in private business and
iree market development, or in restructuring of the Government -
non-Government relationships, or otherwise is based on a false
premise. That is: the grassroots can, without such leadership,
be influenced directly without the intermediation of institutions
in :11 arsas of public affairs, at all levels.

The objection has been heard that Mali already has many,

34



perhaps a surplus, of highly trained people who meet nho demand
for their services. But, inh the near term, such people might
well be candidates for training that updates or makey appropriate
to demand their academic and technhical training: inexpensive,
short term training, in or outside Mali. This would make it
possible for Mali to utilize their talents. And in the longer
run of development the demand for such leadership is bound to
increase: people with a sophisticated education. Their training

must begin during this five year period.

B. The emphasis in the USAID program will nevertheless
shift to training in this repgion., especially in Mali.

The study understands and agrees with the argument that

caused this shift in USAID training strategy, and

articulates them as follows:

1. In-country training already has, or acquires more easily, the
training styles and materials appropriate to the Malian trainee's
knowledge needs and to the develcpment institutions' personnel

needs.

2. Such training does not require the great cultural adjusiment
needed in all foreign training. A larger proportion of the
training dollar can therefore go directly to the subject-matter

training itself.
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3. A larger number of Malians, inhcluding women and

ehtrepreneurs, can benefit.

4. A great many types of training, now needed with urgency, can

be done best, or only, in Mali.

5. USAID can monitor and adjust its in-country training
activities far more than is possible for distant overseas

training.

6. Lower unit cost.

C. HRDA will

than did its predecessor projects (DLT, SMDP-II, and SHRDP-
I111).

Some short-term "technical" training abroad will continue
under this Plan. The training to be provided in Mali is largely,
if not exclusively, short term -- as is "third country" training
in other West African countries.

The shift to in-country and regional training is nearly
synonymous and co-incident with the shift to short-term training.

(The shift to short-term training is a major departure from
the past:- it is HkDO's entry into a nearly new field with which

it has little experience.)

D. The rural population majority will be reached by an
36



"administrative strateqy":

1. Carefyl selection and monitoring of training implementat jon

orasnizations

2. Ensuring that the training organizations have a 'message" to

_deliver (as an extensicn '"package" of researched information)

and,

3. Training trainers who are likely to meet, live, work near,

and generate interest among, the "people"

The people, that is, the rural target groups, are: producers
of food and agricultural raw materials; entrepreneurs in
industrial transformation‘of agricultural products and in
marketing food and industrial products; women engaged in such
activities; rural, small-scale credit institutions; women engaged
in child care; children; and the population generally, which
requires literacy and other expansion of its educational
horizons, and which benefits from preventive and curative health

care.

E. In the "technical" sestors, agriculture and health, the
‘administrative" strategy is to be implemented by the
proposed heavy emphasis _of HRDA on_training of trainers

reaching "agents de vulgarisation" -- the training of

-
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extensieon agents (using the term from agriculture for
gimilar activity of rural "agents” in health c¢are),
All the criteria of strateg, applicable to other "blocks"

are approptiate in these sectors:

1. FResponsiveness to US prierity policies;

2. Availability of institutions that can transmit the training
package to the target groups -- extension services and personnel

are in place;

3. The feasibility of training the latter through administrative
arrangements with ODRs and the services themselves (for whom the

trainers of trainers would work).

persuasively, and fruitfully with credit institutions,

This study differs with the Labat-Anferson report. The

prepcnderance of evidence and cvpinion we analvzed points to the
proposition that the ability to produce, the capacities of the
producing entrepreneur and of his producing assistants and
workers, in meost small or medium sized undertakings, is the first
training pricrity among those utilized by this project. Other

donors, national instituticns, and a few large businesses
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themselves, are training in "business'" (as opposed to production)
skills such as management, accounting, financial control, and
business planning 1t is important to note, however, that paople
thus trained are likely to get jobs in established, large-scale
enterprises and in international institutions, if not in priority
policy blocks.

We think that an even more significant impact, fostering
diversification and growth of the small and medium enterprise
sector, in both urban and rural areas, can be imparted by
developing production and associated skills. Moreover, the
management and financial skills needed in the kind of enterprise
targeted by USAID policy priorities are rudimentary, and not
difficult for an ambitious entrepreneur to master.

Finally, if the business-skill fields are reasonably well
covered by others, the production-skill field (with its potential
for innovation as to new impact-substituting products, export
development, and especially, rural, micro-agro-industry) stands

neglected and it is a territory in which the USAID can lead.

G. The development of women's capacity to produce, and of

their opportunities to improve their social, economic and
health status, should be undertaken more aggressively, more
systematically, and with a stronger institutional base --
(a) in this project, and (b) in the USAID projects
structure.

In this, we refer to our proposal to institute a WID
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project.

The case for putting gr=at emphasis on women's devalopment
in the HKRDA project is precisely the same as -he argument for
having an HRDA project in the first place: it, “he HRDA, is
complement of, and a flexible supplement to, sectoral projects.

With the great and justified pressure on USAID to increase
its impact on the WID sector (and the USAID's own dedication to
that goal), the fact that WID is "cross-cutting," i.e., not a
traditional and "technical" sector in the project sense, ics a
spuricus and retrogressive argument against projectizing it. All
projects are to some extent '"cross-cutting." There are as many
urgent things for WID as project to do as there are in any other
project. Moreover, the fact that other "blocks" in this Plan do
much for WID, but that a WID block in HRDA is still necessary, is
analogous to the proposition that a WID project is needed along-
side other USAID projects.

Our study need not and does not reiterate the goals in WID
expressed by the USAID WID Coordinator, nor the sound and well
justified activities she urges in HRDA and other projects. Our
proposals go toward those needs and identify practical ways of
meeting them (and, we think, go beyond other recommendations):
(a) an overhaul of HRDA candidate selection methods generally;
(b) in that reorganization, adopt especially vigorous and
inventive specialized procedures that reach out to organizations
{such as the rural communitvy associations, wvolunteer groups, the

nion Naticnale des Femmes, the Chambers of Commerce and
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Agriculture, Government gervices and international orgyanizations)
in order to identify active and ambitious women, (c) for such
women, training designed for them, individually, and recruitment
for it;

A WID project wnuld incorporate most of the WID
Coordinator's program; undertake a numbcr of new activities, such
as support to animatrices enabling and encouraging women to
develop their maraichére production and marketing business;
support women's national organizations; and support to modél

rural organizations in which women dominate.

H. HRDA's final substantive decisions -~ its annual

training plan and_schedule -- will be based on "feasibility

Qrogramming?L_ja) Quality assessments and judgements to
identify viable and effective training institutions; (b) its

candidate sielection _and recruitment efforts (outcome of);
Assessments of the ality and state of curricula and
of training procedures.

Such "feasibility programming'" recognizes that HRDO cannot
decide on training micro-projects in the abstract. Accumulating
knowledge of the industry and alert administration will narrow
selectively the number of training sub-activities actually
undertaken in a given year. This does not lessen the importance
of micro-projects selected since all of the activities proposed

in VI below are admissible.

The zdministrative burden of this kind of implementation,
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an inescapable one,

staffing that is addressed in section VII.
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VI.. THE PROPOSED ACTIVITIES

Listed here are 31 categories of possible activity.
Descriptions are followed by a table of activities number the
same. The table shows:

-in which "policy block" (of the five CDSS/USAID priority

areas) the activity falls;

- The target group (people) ultimately (indirectly) to
benefit from USAID training;

- The trainee group, i.e., the individuals or organizations
directly reached by the USAID training "micro-project " (the
trainers of the trainers who reach the target). These are the

training institutions ('"mechanisms") with which USAID would

arrange or contract to implement its program;

- Duration of training, abbreviated as long or short. (Long

will generally mean overseas; short, in Mali or the region. In
some instances, long may be local, and short (technical) may be
abroad, wherever the needed specialized courses are available,
e.g., air navigation/meteorology in Casablanca);

- Budget allocated for the category (expressed in

"illustrative" dollars, for an average year of the five-year

program.
The 31 activities are distributed among the policy
blocks in an order indicating the

study team's view at the time of writing as to relative
importance. (This does not necessarily correspond to relative

cost.)
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Preceding the activity description under each "block" are
brief comments on the block itself -- seven in all: the five
policy blocks, plus a group attributable to several or all policy
blocks but not to any single one; and a block of potential future
non-budgeted undertaking.

Note: an activity category does not mean a proposed activity

as such -- which we differentiate as a "training micro-project."

A. AGRICULTURE

1. HRDA's contribution should go primarily to Extension -
in its various forms and training mechanisms. Extension
activities fall under the Ministries of Agriculture, of Natural

Resources & Livestock, and the Rural Development Organizations.

2. The second priority is Food Technology - leading to or
supporting the development of agriculture-based industries

and services.

3. Rural credit, and the entrepreneurs' access to it, must
develop as agro-industry grows. We identify specific

trainee "targets" for these purposes.

4. The higher sciences, technologies and research efiorts

(in, for example, crop and seed improvement,

protection/improvement of soils, reforestation, and

hvdraulic works) cannot be overlooked by HRDA, (althcugh the
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recources it gives them would be relatively small, and only
complementary to similar sector-project training. They would
be made available largely in relation to "targets of
opportunity" identified by project and other experts in the
field. One purpose of such training is to enhance the GRM's
capacity to prepare, package and deliver the '"messages"

extension agents carry to farmers.

B. HEALTH

5. -~ 10.

Our activities in health number six, but emphasize the same
five fields in which the USAID projects operate. But there
is a difference: HRDA is directed toward the delivery of the
health care services. Thus, as in agriculture, the project
would target, through training intermediaries, '"agents" at
the Arrondissement level (and eventually, perhaps, at the

village level).

C. RURAL POPULATION

11. A pressing need in the rural areas of the country is
access tn information, and instruction in the basic elements
of rural health and development. To satisfy it, we would
support, train staff of, and funnel material to, the popular

RTM programs already engaged in this mission.

12. Literacv and numeracyvy are directly correlated to
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decreased child mortality, among other indicators. Obviously.

literacy and numeracy training must go forward.

13. kRelating both to food technology training (under
Agriculture, above) and to several program elements noted
under Private Sector (below), training tending to promote

transformation of agricultural products is necessary (Rural

Industry).
14. The Village Associations and organizations of various

kinds can be thought of as the grassroots action-response to
training introduced into rural society. They can themselves
benefit from training (as they already are, via the Peace
Cofps and a number of PVO's and NGO's). They could contribute
significantly to objectives having to do with women, with
private sector development, with health, and, in general, to
raising the sights and development standards of the great
majority of the Malian population. We list this zone without
great detail. It is difiicult to affect in any direct manner
(there are great numbers of good organizations scattered
across the country). As Governmental services go further to
the village Jevel in coming years, HRDA training there will

become increasingly important, and more practicable.

D. PRIVATE SECTOR

15, Number one in this zone, we believe, is greater attention

46

T~



to froduction - i.e., planning of, and skills associated with,
producing goods and services. "Business'" skills I!skills
related to no particular product or enterprise) already have

sufficient emphasis.

16. The entrepreneur cannot him/herself carry the full burden
of assessing whether, where, and in what volume his product
will =ell. We urge training assistance to those people and

institutions capable cof helping him/her in such asgesémgnﬁg

(studies).

17. M"Business" Skills must continue to he developed, but at
a reduced level of HRDA funding -- through some of the

established means, and with some proposed new mechanisms.

18. Entrepreneurs: We urge the development c¢f training that
is case-based, and "inspiratiocnal"-- encouragement growing
from seeing how others, no more favored, managed to create
enterprises. (A model case exits: a women, former secretary,
without training in "business" or in engineering, but with
the opportunity by employment to see how such businesses
operate, has created, owns, and runs a successful enterprise
in construction and building maintenance. She wants training
cnly now, Zor expansion. She has gained the respect of
competitors and sub-contractors (who no loncer differesntiate

her as a business woman, nor discriminate against her) by
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demonstrating competence, the fact that she knows what she is
doing. Asked what single quality or qualification was most
critical in making this possiktle, she answered, thoughtfully,

and significantly, not training, Courage.

19. Credir: We agree with the Labat-Anderson report that
"eerncitization" of credit officers has a place. We doubt that
it can or should ccocnsume much HERDA effort/money in urban

aregs; but it i important to bring 1lenders and rural

-4

borrowers together.

20. We recommend continuation of work bteing done toward

locating Jeunes Dipldmés and Ex-Civil Servants in the private

sector - with proposed changes in this effort in the
ocut-years. We are somewhat concexrned, however, about fostering
or being overly influenced by the "entitlement attitude”, one
that is not rare among these groups and that tends to place

responsibzility for the individuali's futurs on those helping

timately responsidble Ior himsell.)
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Zzl1. A businsss z2dvisory firm: ©On an 24 hoc basis, a number

of people, well eGucated, knowledgezble in business matters,
are, in their spare time, counseling individualis wanting to
nTer business 2as sentreprensurs {scme oI them are Jeunss

who are alirsady smaii-business owners/managers.
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of such a group into a business firm. Indeed, such a grouping
is under active consideration by the Ministry of Plan, which
has in mind a quasi-autonomous unit with public £unding.
USAID may consider developing the idea, with the Ministry, in
private form, or with mixed financing. In any case, the
creation of some such counseling firm -- bringing together
selected individuals with expertise in different aspects of

business -- appears feasible and desirable.

22. Supporting Studies: There is general agreement that
planning for development of the private sector would be
accelerated and focussed by a number of studies to be carried
out with technical assistance. For example: social/
historical factors in development applicable to Mali; present
and future status of labor and women (delineating "opportunity
foregone" as a result of their status in the sector, wherein
they have little stake, and, consequently, little motivation
to contrikbute up to their potential); and projection of future

evolution of various markets, domestic and foreign.

23. Sector Leadership: Also in the idea-development stage:

we find a need for enlightened and somewhat disinterested (or,
at lcast, self-interest in the sense of identification with

the sector as a whole) leadership in Mali's business worlg,

Hh

such as is provided in the U.S. by business federations,

0
Yy

lzpbyving roups, better- business bureaus, hamkers o

(9}
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commerce, etc. There are few promising vehicles to build on.
A rejuvenated Chembsar of Commerce may be one, in the future.
Possibly something can be made, in this dimension, of the
Public Sector Advisory Board, whose capabilities,
representational claims, and functions are narrowly conceived.
If it is to be activated, as we think it should be, a broader
scope of leadership responsibility should be envisaged, and
distinguished reprecentatives of the sector should be invited

to join.

E. WOMEN

Women are discussed last because of a logical progression in
the sectors presented. In fact, the issue of women, and activities
promoting their development that would both benefit them and
increase their contribution to general development, is a constant
through all the preceding categories. In these activities, wcnen
have the same place as men, without differentiation. 1In the

WID-specific blocks below, we include only those activities that

+h

arse differenciated.
Cverall, we suggest that, in the oscillation that is normal
in any organization between consolidation of existing plans and

moving out aggressively into new areas WID, may be ready to

Hh

y its work. In addition, women themselves can be

intensi

ancouraged to initiate social action.
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The process of women's development consists of:

a) opening of opportunity
b) eliminating arbitrary sex-based obstacles to their
development, including legal and public policy obstacles; -
c) equipping women with the knowledge, skills, and group
awareness needed for advancement; and,
in general, letting or encouraging, greater
But:

d)
selfi-confidence to emerge.

Women must formulate and assert demands.

e)
Epart from women participating in all or most of activities

listed above, we foresee fruitful action in the following:
24. Development of basic family living skills and work skills,

utilized at the village level.

Supplying specific "equipment" for greater production as
relating to item (c) above.

25.
and

well as personal rsvenue,
25, Measures (training) giving women access to credit,
lenders more coniidence in sxtending it.
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27. Increazed knowledge among women of their present status
(legal and other); dissemination of same to the society at
large; and, similarly, knowledge and dissemination of it that

opens minds to changes of status.

For these activities, there is an array of implementing

(trainable) institutions, numbering at least seven (see Table 1).

Finally, and outside the scope of training, we are proposing
that WID activities be made a project, alongside USAID projects in

other vital sectors.

F. CROSS~-SECTORAL

28. Othexr: This is an allocation for any training needs that
cannot be identified long in advance but that will certainly
arise in the course of operations. Valuable targets of
oppcrtunity would be defined, of course, in advance of
implementing commitments. This category could also
accommodate sectoral-preciect training needs not manageable by
the projects but having proisct expertise behind them

("flexible response").

G. LONGER RANGE VISION

The study team 1is convinced that current activities in

training can benefit -- in structure and dynamics -- from larger
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and longer-range HKD goals. The vision of such goals would shape
decisions now as to kinds of training that would contribute both
to present needs and, simultaneously,to developing talents for the
future more sophisticated needs and institutions that Mali by then

will need.

29. Human Fkesources Develcpment Center (or Institute). This

would be staffed in part, or advised on brief visitations, by

U.S experts in HRD -- a comprehensive and professional field.
Such a center wculd provide long range planning for HRD, and
it would advise, and train personnel of, planning and training
institutions. It would become a thoroughly professional
resource center in a field that is increasingly important in
both developed and developing countries. It could counsel
USAID's own HRDC and, eventually, could become HRDO's

princip&l managing agent.

30. Ecole Nationale d'Administration: In the Eurcpean

12s

tradition, schools with this title play a dominant role in
the training of top civil servants. That should be the
function of this school in Mali. It is not now equal to it,
but some observers believe it may, eventually. Our proposals
here are: to kKeep in mind the possibilities and prospects;
perhaps to steer some graduates of U.S. training, and Jeunes

Dipidmés, toward association with the school {(as instructors
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or professors); and, to work on the possibility of the school
developing short-term training programs for recyclage,
updating, or making adaptable to job demand in Mali, well
educated individuals not being utilized. Studies migh* be,
as example, practica. aspects of development planning; project
analysis techniques (with World Bank instruction, on locan);

and budget and taxation principles.

31. Nucleus of a University: in the larger
future-vision perspective, we mention, with all due caution,
the question of a university. It seems inevitable that some
day Mali will have one. The U.S. will undoubtedly have an

input as to how it starts and on what standards it would qrow.

Obvicusly, it should emerge slowly, unit by unit. Local
and foreign professional and academic people will collect around
2 nuclear organization -- such as, for example, an institute of
agricultural research (which already exists, in scattered form),
and work toward gathering its resourcses, reaising 1its standards,

attracting local and foreign contributicons {as made possible the

American Universities of Beirut and Cairo), so that at some point

the institute could be declared a "faculté."

Ths current value" of such preparations 1is that, with
ccncrete future aspirations, the present stzndards of learning and



performance are stimulated.

H.  TABLE OF ACTIVITIES AND COSTS

Here follows the team's recommended Table of Activities and

Cos%s, calculated to serve as a departure point for discussion by

the Mission.

N B R e
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Sector or Training
Need

A. AGRICULTURE

q

vigrgiot

Focd Processing and
Technoiogy

Syral Credit
Penorting 2nd
bccourting

Training suppart for

research; Crop and
seed improvement;
S0i1 protection;
keforestation:
Environmental
arotection;
Wydrautic works

Target Population
or Institution

img’t farmerg

Entrepreneurs

Pural popuiation

Professional knowledge

Affected

TABLE OF ACTIVITIES AND COSTS
Institutions/
Trainees Training Delivery

Kechanism

vimrsiry of
kgriculture, ODFs,
extension agents

Business advisors
and entrepreneurs

Credit mechanisms,
entrepreneurs

UNHE, IER, ODRs
(Farmers)

Vinigury of
Agriculture,
General Dets, ODRs,
Livestock Service

(S, third country,
regional

Training
institutions

Ministry of
Agriculture, DNHE,
00Rs, IER; other

local, US, visiting

professors

Type of Cost
Intervention (4000}
§ 1,08
Shors cerm I
training
Long and KN
short term
training
Short term 1{
training

Short term
research

>
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Sector or Training

Need
B. HEALTH
§,  Primary Wea'th Care

L(1=4
-

Maternal and Chyld
Health

Child Survival

Family Planning

tpidemiology,
Disease Prevention,
AIDS

Rural ®hzrmaciens

Target Population

or Institution

Rural poputation

kura) population
Chitdren
Individuals, society

and economy

General poyulation

Rural popuiation

Institutions/
Trainees Training Delivery Type of Cost
AMfected Mechanisn Intervention (4000)
$18
Arrondissement [y, de Sinté Short tern 11
level services; Familiale, Drry, Lraining
“agents,” inciuding Uiv, wed., Dir de
mobile teans 12 Plan. Socio-
Samitaire (Div,
tpid, et Pévention]
Same as 1tem 5 Same s item 5 Short term 1€
training
Same 35 item 5 Same as item 5 Short tarm 14
training
As determined by To be identified Short term {
USAID project training
Win. of Health At same Short term 11
{nigher levels!, training
research
institutions
Pharmacies, At same Short ternm 12
druggists, “centres training
de canté’
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Target Population
Sector or Training or Institution

Need

C. RURAL _POPULATIO

11, Access to Pural porulation
information,
education,
communication: “[EC’

12, Literscy, numeracy, Rural popuietion
extending into
business neegs

1, Rural industries Pyral poputation
(e, 830,
Agricuttural
progucts
transformation,
marketing

id, Training for village RFural popuiation
associations, “tons
viliageois,” coogs,
villager exchanges

Institutions/

Trainees Training Delivery
Affected Hechanisn
Animgtion Rurale, Target

RTH

OURs, UNAFLA

Industries and
promoters of
industries

The grassroots
organizations

58

institutions, some
regional

Business training
oreanizations

Type of Cost
Intervention {$000)
$ 1,33
Short term i
training
Short term 4
training
Short ternm kL
training
Short term 17
training
,
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Sector or Training

(2%
e

Need
D. PRIVATE SECTO
&, DProduction skills;

production planning

Studies: varhet
potential for ‘mport
substitutions; other
new progucts]

"Business” skills
(management,
financial controis),
mid-level
{accounting,
clerical)

Entrepreneyurs

Credit:
sensibilisation of
panks

Jeunes Diclomés and
ex-civil servants

Somsulting serviges

Target Population

or Institution

Ertrenraneyrs

The sector

Business emplcyees

Selves - 1nspiration of

essential qualities

SME borrowers

Selves

flegeling businesses

Institutions/

Trainees Training Delivery Type of Cost
Affected Kechanism Intervention ($000)
1,31
Entrepreneurs and PGP, Direction de Short term 20
future employers la Main d'Osuvre training
“esearcners &s 1% possible, "HKD Technical 1t
counselled by Center’ assissance
"treiners’
{resigent
directors)
Private enterprise Technical 1
assistence,
Short tern
training
CASE STUDIES: Tlocal Short term 1£
seninars (active training
search for
aggressive
participants)
Bank personnel, Distinguished Short term ¢
especiaily toen lecturers training
decision-makers
Employing Short term
organizationg training
Businees advisory 196P, Mzin Technical v
firm ¢'Oeuyre, Min. cof assistance
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Sector or Training

Need

.,

4

v

Supporting study

Sector leadershig

Target Populaticn
or Institution

Orivate sector planners

The sector

Institutions/

Trainees Training Delivery Type of Cost
AMfected Kechanism Intervention ($000)
Social and IMRAD, CEPT, SNED Technical 16
historical factors 155igtance
in private sector
gevelopment
gopiicable to Mali
linclyding espec.
status of che
worker ang women!

Private sector Short term I
advisory buard training
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Sector or Training

Need

E. NOMEN

4,

21,

iaal

o>

L5

L

Basic skills,
vitlage level

Groduction
fsgricultural 2no
snoustriall

Sensibilisation of
credit institutions

Status knowledge and

dissemination
{Tegal, policy,
other)

CROSS-SECTORAL

Other

LONGER-RANGE

Srofessiona)
eadership

izote Nationale
d"Administration

Long range planning

for 2n eventual unit

of university
calibre

Target Population
or  Institution

Pural women

furs! business people

Borrowers

fomen

A1 targets

Deveiopment leadersnip

tevelopmens teadership

leveiopment leadership

Institutions/
Trainees
Miected

Training Delivery
Mechanise

Type of
Intervention

Cost
($000)

Bank loan officers

fer circumstances

A new institute

61-
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UNFM, ONAFLA,
CFARS, village

‘evel grganizations

UNACGP, Ministry of

Education, D,
Fem. Prgzection

EEAR, Peace Corps,
AFCEM, other

EFAR, Peace Corps,
AFCEM, other

Per circumstances

brefassionalism in
puran resources
development for

Vaii

Ses iayt

See f2xt

Short term
training

Short term
treining

Short term
training

Short term
training

Per circumstances

Tachnica)
assisiance
Short term

training

See tert

Sse text
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I. SAMPLE PROGKAMMING

We offer the following sample programming of funds from FY
90 through FY 94. These assume funding levels similar to those
alrezdy planned for FY 88 and FY 89 under HKDA, as noted in
column Z of the following table. Totals for the five-year period
are to be found in the last column. Illustrative breakdowns of
these funds by fiscal year are shown in columns 4 through 8. The
percentage allocaticns by sector block and as recommended for

cross-sectoral interventions are shcwn in column 2.

Table 2

Sample Programming

FY90 - FY91
($000)

Total Total
Sector Percent 88-89 FY90 FrVvY9! FY92 F¥YG3 FY94 90-94
Agric. 19 126 136 245 296 246 1,050
Health 14 87 95 177 215 176 750
Rural 25 162 175 313 375 313 1,338
Woman 13 =¥ 135 187 225 188 802
Private 23 154 175 313 375 313 1,340
Cross-Sect. 2 26 26 25 22 20 120
Total 160 1,770 682 7iz 1,282 1,508 1,250 5,400

L
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VII. STAFFING IMPLICATIONS

A.  STAFF RESPONSIBILITIES

1. W= j cts: The study team's evaluation
of training projects predecessor to HRDA concluded that HRDO was
nct equipped in staff to perform adequately certain functions
that should be ranked as essential for completing those projects.
While the projects offer no new training starts, attention should
be given for some time to come to returned overseas participants
and former trainees of in-country and regional activities. HRDO

will need to:

Task One: Track these individuals more accurately, and

monitor their current activity;

Task Two: Help them, where necessary and possible, to

achieve job placement commensurate with skills acquired;
Task_Three: Evaluate those not so placed for the possibility
cf additional short-term training to increase the changes of

useiul placement.

(Training is only the start of a well-rounded human

resocurces development program.)

2. Increasing Follow-Up Responsibilitv: The burden of these
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follow~up tasks will increase markedly when the new HRDA

program reaches full productivity. There will be many more
individuals to monitor and place, as a consequence of the new
emphasis on in-country and regional training with larger numbers

of trainees.

3. New Functions Kequired by the New Program: The character of

USAID's HKD program, as defined earlief'this report, will change
in significant ways. It will have enlarged scope and a number of
new parameters. As a result, project management will have a

number of tasks hitherto not performed at all, or performed only

sporadically and at a minimum level of effort.

Task Four: Intelligence gathering on the private sector.

Task Five: WID intelligence prerequisite to micro-project

planning.

Task Six: Intelligence on, and coordination with,

cther-donor training.

Task Seven: Intelligence and coordination as to GRM

training (all ministries and levels).

Task Eicht: Close collaboration with USAID's other training

activities.
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4, Additional New Functions: Other new functions derive from

new characteristics of the future program concerning, (a) linkage
of trainee and trainee-receiving institutions; (b) active vs.
passive trainee-selection systems; (c) identification and
evaluation of, arrangements™'%ontracting with,and monitoring,
training delivery organizations, (the "agents" or "mechanisms" of
the project); and, (d) certain cultural institutional
undertakings, including: reform across the board of the system of
generating and selecting trainee candidates; and initiation of

activities involving technical assistance to provide the

information needed to suppcrt this program.

Task Nine: 1Identification, assessment, selection of,
and arrangements with, the training delivery

organizations.

Task Ten: "Linkage" requires a more careful planning
of "micro-projects", with clear assessment of the
receiving institution, and with readiness to provide
elements of institution-building support (occasionally

and at modest levels).

Task FEleven: Follow-up as to progress of "linked"

micro-projects: similar to tasks 1.,2., and 3., but

with different criteria and sharper focus.

(e 1)
(o]

. \\\\



Not listed above, but additional to these new or enlarged
responsibilities, of course, are the on-going office-oriented,
purely administrative and clerical tasks that HRDO is already
doing:

Task Twelve.

B. STAFFING
1. Present Staffing Pattern: On board as of now, and

responsible for the entire professional and administrative burden
of operating a complex and iabor-intensive project, are four
people. One is a clerk/secretary; one is, or will be, a training
assistant; and the other two, at the senior level, deal with all
matters connecting the office to its multiple activities outside.
It is an overload situati&n, even without the new burdens, and it

cannot continue.

2. New Staffing Pattern: The twelve o0ld and new tasks listed

above fall into seven natural functional groups, i.e., potential
branches and sub-branches of a reorganized HRD Office (or other

pProject~-implementing agency).
(a) Task Twelve: Administrative/Office-oriented back-up.

(b) Task Nine: Relations with training delivery

organizations.

6.7
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(¢)

(d)

{e)

(f)

(g9)

Tesk Ten: Micro-project linkages, and all other

specific activity planning/preparation.

Task Four: Private sector intelligence.

Task Five: WID intelligence.

Tasks Six, Seven, Eight: Intelligence, coordination:
GRM, other cdonorvrs, USAID,

Tasks One, Two, Three and Eleven: Follow-up and
placement.

Staffing Reggiremen;é:

(a) above: One senior staff, plus one assistant;

(b) above and (f) above: One senior staff for (b),

plus one assistant for (f);

(c) above and (g) above: One senior staff for (c), one

assistant for (g);

{d) above: One senior staff;

68

NN



{e] above: One senior staff.

4. Filling Staff Requirements: Eight professionals are

required. Three are on hoard. For these and the five additional
staff, there are several assignment/recruitment possibilities, of

which we recommend the following:

a. Administrative {(Task Twelve]:

Use two of the three on-board staff, one senior,

one assistant;

b. For relation with training deliv o) izat

(Task Nine): and Intelligence/Liaison/Coordination

Tasks Six, Seven, and Eight): cne senior:
on-board; plus one recruited, highly qualified,

assistant.

c. Micro-proiect linkages (Task Ten) and Follow-up

(Tasks One, Two, Three, Eleven): Senior: transier

to HRDO the most competent and knowledgeable staff
member now responsible for training activities in
sector projects; Assistant: a similar transfer.
Note: this does not imply, nor will it lead to,

sectcr-proiect training management. On

iy

neglect o

-

the contrary, given the brcader, mcre coordinated

vantage point of the new location of these staff,

(¢4}
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entuisg,

it might improve such management for the sector

projects concerned.

d. Private Sector Intelligence (Task Four): Recruit.

e. The WID requirement, (Task Five): If a WID

project is created, the cooperation/coordination
recommended between HRKDO and all sector projects
would apply to WID. Some of the WID project
manager's time would go to assisting HRDO in this

function, with no recruitment required.

C. Cost of New Staff:

Transferees from sector projects to HRDO, and a WID staff
member working with HKDO without transfer (from a WID project),
represent no additional Mission expense.

As to the cost of net new recruitment of two staff, we
speculate that the Mission will find it feasible to fund some
HRDO stafif (at least two) from the project account, in addition
to those already on project. This would leave Operating Expenses

unchanged as against the present level.

D. STAFF TRAINING

Specific reccmmendations for reorienting staff to the new

ial training they might require,

- = 3 < 3
¢b parametars and Zor the spe

9]

individvally or in groups, will depend cn the individuals
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identified for these positions. As a general approach, we

propose certain areas of staff development that seem needed.

1. Computer skills, for the office/administrative tasks. Along
with that, on-the-job refresher training in data management, and

management in the larger sense.

2. When a new HKD officer arrives, he/she should prepare a

seminar/workshop for all staff to introduce new program concepts,

new areas of operation, and new operational methodologies.

3. Further in this direction, field training tours, both in Mali
and, with REDSO help, in other countries of the region, should be
arranged to orient staff to the working end of the program --
the training delivery organizations, private, international, and
governmental (including ODR's). The same could be done in regard
to places where target people and population groups (the

e2nd-of-line purpose of the program) gather or can be met.

D. ULTIMATE GOAL IN PROGRAM MANAGEMENT
Presumably, the tempo and administrative burden of
implementing the new program will increase over time. Otherwise,
HEDO staffiing would soon be more overwhelmed than it is now.
Indeed, the management of the program at optimum levels

of annual effort is likely to =xceed what the USAID wants to, or
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should, handle directly.

We have menticned in the activity listing the
degirability of a "Human Resources Development Center'" or
"Institute." Should such a resource develop, it would be a
naturali choice to become the overall agent of USAID training
activities in both managerial and professional matters. VWe see

no other potential ageat, existing or on the horizon.

Note: The sheer minimum number of potential training delivery

mechanisms/organizations on which the program will depend gives
some idea oi the task USAID will undertake or delegate to a
managing agent. Some 50 or 60 will have to be acssessed. The
selected and utilized mechanisms from among that total will

number some 25-35.
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ANNEX 1

[ T e

ABBKEVIATIONS

The use of initial letters and acronyms, instead of words, to
name organizations and programs, has become de rivueur, the

ua _franca of Mall. It is bewildering to non-residents and
stylistically awkward. We tried throughout to use names, before
initials, and try here to provide a key to all initials/acronyms
we used ~-- excepting those, such as USAID, that are generic and
universally understood.

AAT
ADO
ADP
AFGRAD
A.I.D.
BECIS

CAMES

CAA
CAP
CCIM
CDSS
CES
CFAK
CFP
DEA
DEF
DLT
DHV
DNAFLA

DNET

DNESG-TP

DNFAR

DNP
ECICA

EEC
EHEP
EIV
ELT
ENA
ENI
ENMP
ENPT

ENSEC

African-American Institute

Agricultural Development Office

Automated Data Processing

African Graduate Fellowship Program

Agency for International Development

Bureau d'Etudes de Conseil et d'Intervention
au Sahel

Conseil Africain et Malgache de
l'Enseignement Supérieur

Centre d'Animation Agricole

Certificat d'Aptitude Professionnelle
Chambre du Commerce et de l'Industrie du Mali
Country Development Strategy Statement
Certificat d'Etudes Spéciales

Centre Féminin d'Animation Kurale

Centre de Formation Professionnelle

Dipldme d'Etudes Approfondies -

Dipldome d'Etudes Fondamentales

Development Leadership Training Project
Direction Haute Vallée

Direction Nationale de l'Alphabétisation
Fonctionnelle et de la Linguistique Appliguée
Direction Nationale de l'Enseignement
Technique

Direction Nationale de 1l'Enseignement
Secondaire Générale, Technique, et
Professionnel

Direction Nationale de la Formation et de
l1'Animation Rurales

Direction Nationale du Plan

Ecole Centrale pour l'Industrie, le Commerce
et 1l'Administration

European Economic Community

Ecole des Hautes Etudes Pratiques

Ecole des Infirmiéres Vétérinaires

English Language Training

Ecole Nationale d'Administration

Ecole Nationale des Ingénieurs

Ecole Nationale de Médecine et de Pharmacie
Ecole Nationale des Postes et
Télécommunications

Ecole Normale Secondaire



ENSup
FED
FSN
FSK
FY
GEKM
HRD
HKDA
HKDO
IER
IMRAD

IPEG
IPGF

IPN
IFK
ISFRA

LOP
MEA
MFPE

MP
MSPAS

NGO
ODR
0GI
ONMOE

PAC
PACD
PIET

PP

PIO/P
pPSC

PTMS

RTM
SHRD-III
SMDP-II
SNED

TIP
TOEFL
UNDP
UNICEF
USIS
WHO
WIC
WiD

Ecole Normale Supérieure

Fonds Européen de Développement

Foreign Service National

Foreign Service Keserve

Fiscal Year

Government of the Republic of Mali

Human Resources Development

Human Kesources Development Assistance
Human kesources Development Office
Institut d'Economie Rurale

Institut Malien de KRecherche Action pour le
Développement

Institut Pédagogique d'Enseignement Général
Institut de Productivité et de Gestion
Prévisionnelle

Institut Pédagogique National

Institut Polytechnique Kkural

Institut Supérieur de Formation et de
kecherche Appliquée

Life of Project

Masters in Business Administration
Ministére de la Fonction Publique et de
1'Emploi

Ministry of Plan

Ministére de la Santé Publique et des
Affaires Sociales

Non Governmental Organization

Opération de Développement Kural
Organisation Gouvernementale Internationale
Office Nationale de la Main d'QOeuvre et de
1'Emploi

Professional Advisory Committee

Project Anticipated Completion Date
Partners for International Education and
Training

Project Paper

Project Implementation Order/Participant
Project Steering Committee

Participant Training Management System
Radio Diffusion Télévision du Ma.i

Sahel Human Resources Development, Phase III
Sahel Manpower Development Project, Phase II
Société Nationale d‘'Etude pour le
Développement

Training Implementation Plan

Test of English as a Foreign Language
United Nations Development Programme
United Nations Children's Emergency Funds
United States Information Service

World Health Organization

Washington International Center

Women in Development
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SCOPE OF WOURK

BACKGROUND

USAID/Mali‘'s strategic objectives are more efficient
resource allocation, and increascd rural household
production, productivity and Incomes Lo obtain sustained
economic growth. The main prcecblems to be adlressed are
slow economic growth, hunger end malnutriticn, aend
maternal/child healih deficicenct

Based upon a review c¢f the GRM political and economic
development priorities, humen reccurces Zevelopme:nt
needs, manpower constrainis, 8n2 fecources aovaeilable in

Mali from the donor community, toning into account the
respective roles and comparetive alventages c¢f large
donors, USAID/Mali's overall program strategy will
continue to promote food ané agricultural production and
improved management, improved maternal child health care
for improved productivity, and development cf the private
sector. . )

The Mission's Human Resources Development activities
complement and support .ts overall development stratejy,
thereby assisting Mali in developzng its Human Resources
potential and strengthening its public and private
institutional capacities.

USAID/Mali has provided assistance of approxzimat

2lv 812
million for 2n extensivs training program through its
bilateral as well zs regional projects. Frecm FY'85 to
present, a total of 321 &.I.D.-funded Malian participants
have received training in tha U.S. and third-countries.
Thousanis of Mzlians heave bsen trzinad in-ccuniry throuch
bileteral and regicnal orojects.

Mission's training initiztivas s=2zved azs %he Dase or
implementing activities in €esicnzted aceas cof
concentration through sroiects specificailv fors ftreining
designed to upgrade the skilis o GRM civil serzvice 216
Private sector citizens.
The specific areas cf concentraticn heve =aen in the
sectors of agriculturce, livestock, wabter and natorel
f230urces management, Iurestiy, menecement, znd puliic
health and family plianning. Discrete trainmims components
Of other project assistznce hzve z22=2 tg voral trzinins
previded. These include zraiscos inmvglvine Sarming i
Systems ra2search znagd ex:ehsibn, S le) :e:nnél;:y p;l:c:
-3
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dislogue, demographic methodology, maternal and child
health, and accounting and financial mansgement.

While technical training was being carried out mainly
through sectoral projects, msnagement improvement
training has been given special cross=- ~sectoral emphasis
in the USAID/Mali training program. This management
improvement thrust was addressed through general
management training which was done through bilateral and
regional managemant projects, and specialized planning
management training through A.I1.D.-funded projects.

VISION FOR HRD SECTOR

1t is Mission's view that Human Recources Development
through academic and technical training is one of the
development activities alongside agricultural
development, natural resources management, public health
and family planning, etc., that provide considerable
potential for increasing sustainable economic growth.
Upgrading civil servants and private sector citizens'
technical and managerial skills underlies the development
of all the other sectors of the national economy.

The participation and active support provided by former
USAID participants (holding decision-making or
influential positions in the GRM administration,
international organizations, and private companies) to
the various economic reform and management improvement
efforts are a source of encouragement for continued human
resources development activities and training projects.

Although the mission will continue to address training
needs at the leadership level (through selective long
term/academic treaining in the U.S. &nd in third
cocuntries); it is our intention to devote more efforts
and a larger share of allocations Zor treaining at the
implementztional &nd grassrodts levels, especially
emphesizing woman in cdevelopment (WID) and private sector

treining. TFTor ezcmpl Mission feels that it ;raining
&.S. level nu;rz:lonls;s and hezlth care experts is
important, treining large numbers of mothers in hesics of

child nutrition and health or training large numbers of
trainers of these mothers is another dimension which
gusrantees instant and assured impact on maternzal child
health and finally on maternal productivity. The new
emphasis of the Human Resources Develcpment 2ssistance
(HRDA) project gives us thes mandate tn make a shift in
this direction. Therefore the Mission is planning %o

resch down to the cgrassroots level in zddressing private
sector znd WID training neecds, thus complying witi
A.ID.'s intent to raise tha lavel of pa::ici:aticn of t'.=
;riya;e sectcr and of woman in ~A.I.D. participant
treining activities.



III.

Whether incidenteally or purposefully planned and
implemented, this type of private sector and WID training
will contribute to achieving the objectives of c¢conomic
reform, maternal and child health care, and other
development projects, that is, improving and enhancing
the well-being of the majority of the population and
contributing to economic growth. At the same time, it
will drastically reduce the per participant cost of
training since most of this type of training will be
conducted in-country for larger groups of incdividuals,
1t allows for on-the-job training in I'rench or in
national languages, and makes it possible to train
corsiderably larger numbers of citizens at relatively
lower conts.,

HWe hove already begun this process using more and more
HRDA project funds for such training. For example, Peace
Corps managed training of groups of women in nutrition at
the USAID financed Rural Women's Training Center at
QOuelessebougou and UNDP managed training of unemployed
young graduates in how to be useful employeces of
traditional businesses. b

PRIMARY OBJECTIVES

A. Evaluation of Three HRD Projects: Sahel Manpower

Development II, Sahel Human Resource Development III
and Development Leadership Training (SMDP II, SHRDP
III, and DLT). The objective of this evaluation
would be to assess the implementation/progress of the
three projects and make recommendations in the design
and implementation of future projects. These are
expected to be the final project evaluations of all
three of these projects. The following project
components should >z evaluated:

1. Candidate Selection Procedures: Evaluate the
appropriateness and effectiveness of the
recruitment process, determine how training
opportunities are diffused throughout the country
in order that zll potentizl cazndidates are made
aware of training opportunities. Evaluate the
effectiveness of the coordination and
collaboration of the entities involved in
participant training (GRM, A.I.D. Project
Officers, a2nd institutions) and suggest ways in
which these efforts might be improved znd/or

trengthened.

n

2 in-Country ZLT: EZvaluate znd assess the
effectiveness of the A.I.D.-finenced English
language training progrem to detsrmine if it is
cost-effective and suggest ways for the
improvement znd strengthening of the school.
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3. W&MWW
Evaluate the existing orientation package and
recommend ways for its improvement,

4. parformance of Proiject Facilitators: Evaluate
the effectivenass of coordination and
collaboration of project facilitators (GRM,
A.1T.D. project officers, institutions, and
contractors) and suggest ways for improving and
strengthening their efforts,

Returned Participants: Evaluate the relevancy
and appropriateness of the fields and levels of
study in relation to returned participant's
current employment, acsess problems encountered
by participants upon re-entry into the workplace,
for example, degree equivalency, promotion,
employer/employee relations, recognition for
skills acquired by participants through training,
etc. The impact of training on the participants
(personally and professionally), and whether
their presence is making a difference in the
performance of their organization and the
country, should also be assessed.

Human Resources Sector Study: The objective of this

study is to take an overall assessment of training
needs in Mali in relation to the CDSS and in
consideration of the activities accomplished by the
mission in order to optimize our training program's
impact on the development of Mali. Based on this
assessment and the evaluations (Objective A) of the
Human Resources Training activities undertaken by the
Mission, suggest options for future activities, and
ascist mission in developing a multi-year country
training strategy and plan. The study should also
assess training needs for mission staff and assist
mission in updating our staff training plean.

w

ADDITIOIAL STUDIES

At the end of the exercise, Mission would like
consultants to conduct a bibliography research on
available documentation on Human Resources Development in

Mali.

This will include cond}acts with GRM and other

conor.agenc1es such as the World Bank, UNDP, and the
Canadian Internationsl Developmant Agency.

COMPOSITION OF TEAM MENMBERS

The
evalueation and & Humzn Rescurces Development expe

b
iect

team should be composed oI a specialist in »

l

11 |
QO
nu

Both consultants should heve good experience in tle
areas of expertise and Francophone &frica, and flu ﬂncy in
French. A local consultant will be hired by mission to

per

form certein coordinastion functions, inciuding the

-6-
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scheduling of meetings and interviews, and other
logistical support services deemed nhecessary.,

SCHEDULE

The V.S, consultants should receiva bLriefing f£from the HRD
Project Backstop Officer in AFR/TR/EHR prior to departure.

The team will be in Mali for a period of about seven
weeks. During the first tvo to three days, the team will
be briefed during a team planning meeting to first get to
know cach other, review relevant documentation, (hen
define and plan the aclivities to be undertaken, prepare
outliners of reports, assiagn tashs, and assure that
everyone hknows what Lo expect from cach other.

Weel Cpa: Team planning meeting, presentation of
detailed action plan and schedule to review
committee. Interviews of HRD and ADO project
offirevs, program, and management officer.

Week Two: Meetings with pfficials of GRM
implementing agencies, English language training
program director and the returned participants alumni.

Week Three/Four: Interviews of selected returned
participants, mission staff, and project officers,
and otner donor agencies.

Week Five/Six: Preparation and presentation of draft
reports to review committee members during mission
svmpos.um on Human Kesource Development.

Woek Siy/feven: Finalization of reports and
assisting Mission in developing multi-year Country
Training Stratecy and Plan for submission to the HRD:
Project Committee in AID/W. &lso, completing
bibliographical review, especizlly while Mission
personnel are reviewing reports.

ELEMENTS OF EVALUATION
l. Personnel:
2. Review Committee: The Review Committee consists
of the National Director of Plan or Designee, the

USAID Director or Designee, tha REDSO/WCA KERDO,
and the regular Mission HRDX Project Committee.

0}

Zvagluaticn Te2am: The team consists of one
Expatriate Evalustion Specialist, ons Exvoztriate
Human Resource/Treining sxpert, znd onme locsl

-
Human Resource Planner.

A\

\
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TEAM

A.

C. wuopert/logiastics bPersonnel: Thete will ba one
person who acts as TPM foacilitastor, and another

loyistics/administretive assistant.,

Gtudy. . of Raferences: Some of the most usefnl
documents for these studies are:

a. CDES

b, PSS for SmMhp 11, SHRDP 111, and DLT

C. FPrevious Evaluation Reports

d. Annual Training Reports

¢. Annual Work Plans

{f. Private Sector Training leeds Assescment
0. Letion lans

MEMBERS COMPOSITION, QUALIFICATIONS, ANID SOW

Team Leader: This is not 8 position but rathe
attribute which will be added to the

responsibilities of the team member who is cho
team leader, based on the following qualificat

r an

sen as
ions

in addition to those required by his/her technical

position.

1. Besponsibilities:

a. Coordinating the team's work for the t
completion of studies.

b. Assigning, evaluating, and coordinatin
other experts® znalyses.

c. Drafting, editing, presenting, correct
and completing the final reports.

2. Qualifications:
a. &Academic achievement

o
Management/administ
Masters level.

in

b. Minimum ten years professional experie
at least five of which was in training
assessment oI evaluation preferably in
Francophone West Africa.

C. ZEZxperizsnce zs study team leader either
Tra2ining Needs ZXZssessment or sector st

d. Demonstrated skills *ﬂ writingrsediting
a8 French S-3, R-3 minimum ability.

imely

g

ing

i
ation at a Ph.D or

nce,
needs

on HR

ucies.

with



B, ECQucelion Treaning Speciglicl

1. I:: zpons ‘biA}_LAi

a. Determining skills needs as related Lo CDSS
and Mission'% vision.

L. Petermining training needs as related to
skills availabiirty an Mali.

C. Determining hew well training wvhach was
received hass bheen applied.
2 Cunalaificnations
a. Academic schievement in education al a
tfasters or Ph.D level.
b. Minimum five years professional experience in

Training Needs Assessment preferably in
Francophone wWest Africa.

c. French $-3, R-3 Minimum.
d. Computer Skills.
C. Hu 3 Tvaluati WID S {2l
l. Responsibilities: |

a. Determining effectiveness of training
procedures.

b. Determining impact of training as measured by
activities of alumni especially woman

€. Determining lesscns learned and
recommendations for Iuture actions.
2. R EE abyAAn
2. Academic zchievement in education at a
bachelcrs lavel
. Minimum five y=22rs professional eyperionce in
Human Resources Develr .ent preferably in
progsreamming/desicning :alwznc activities.
c English &-2, R-3 preferrac
= SLT2QIN/0cistiss FTersonnel: Tha following personnel
@I2 ncT zZart o the study t=zT ozs such but they zrae
reguired to a3llci tha2 team ts concentrate Lo the
Qe

vy
-



maximum extent possible on therr professional
ascignment 5.

1. Facilitelor: He will facilitate the Leam
planning meeting, beginning as leader and
gradually turning leadership over to the team

leader . '
2 Erxpedater: e may be recruited {from the HRDO
staff or hired locally. He wi1ll bLe recponsible

for the {ollowing tarks:

a. search out, uvather, reproduce, and distribute
Sgoecuments solalr e the ovaluation foro tha
toam;

D, facilitate all 1n country travel arrangements

for he team;

c. assure qualified secretarial services that
can provide gquick and accurate typing and
copying services in firench and in englicsh;

d. make available all office supplies required
in a timely manner;

e, work in close collaboration with the
facilitator, assure that all logistical
arrangements are made for the team; and

f. perform all other tasks which contribute to
the smooth running of the studies.

CROSS-CUTTING QUESTIONS

In addition to the informaticn:irequested in the text of
the terms ¢cf zeizrence, the evaluation/assessment team
shculd inciucde their observations and findings in
response to the follcwing guestions:

1. What local institutional caracities are being
ceveloped to continue project benefits? Will
they be in place once conor financing ends? Wwhat
policy conditicns are required to facilitate
continued longeterm impact?

2. What project benefits are likely to b2 sustzined
giter A.I.D. Zfinancing ends?

-"o..
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oo70d

.

Wemen in Develepment

1. How are the interests and role of women taken
into account at the Jdesign and appraisal staqges?

2. What steps have been taken to increase the
participation of women the project’'s activities
and the equitable allocation of resources?

3. What are the effects (impacts 3f avaizlable),

positive or negative, of the projeclt concerning
women's access to education and training.

-11-
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PROJECT DATA SHEET

Country: Mali

Project Title: Development Leadership Training

Project Number: 668-0211

Project Dates: ¢ April 1981 - 20 August 1990

a.
b.
C.

First Project Agreement: 9 April 1981

Final Obligation Date: FY84

Most recent Project Assistance Completion Date (FACD):
2 August 1990

Project Funding: (amounts obligated to date in dollars or
dollar equivalents from the following sources)

a.

b.
c.

AID Bilateral Funding (grant and/or loan): US$
4,566,000

Other Major Donors: US$ 0

Host Country Counterpart Funds: US$ 138,000
Total: US$ 4,704,000

Mode of Implementation: AID Direct

Responsible Mission Officials: (for the full life of
the project)

a.

b.

Mission Director(s): David Wilson, Eugene Chiavaroli,
Dennis Brennan

Project Officer(s): Jean Durette, Sherry Suggs,
Boubacar Diallo

Previous Evaluation(s): July 1985

12



Country: Mali
Project Title: Sahel Manpower Development Project 11
Project Number: 625-0460

Froject Dates: 15 September 1983 - 30 September 1981

a. First Project Agreement: 15 September 1983
b. Final Obligation Date: FY85
c. Most recent Project Assistance Completion Date (PACD):

20 August 1990

Project Funding: (amounts obligated to date in dollars or
dollar egquivalents from the following sources)

a. AID Bilateral Funding (grant and/or loan): US$
1,349,000

b. Other Major Donors: US$ 0

c. Host Country Counterpart Funds: US$ O

Total: US$ 1,349,000
Mode of Implementation: AID Direct

Responsible Mission Officials: (for the full life of
the project)

a. Mission Director(s): David Wilson, Eugene Chiavaroli,
Dennis Brennan

b. Project Officer(s): Jean Durette, Sherry Suggs,
Manlafi Keita

Previous Evaluation(s): April 1985

13
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PROJECT DATA SHEET

Country: Mali

Project Title: Sahel Human Kesources Developmant
Project 111

Froject Number: 625-0977

Froject batezs: 30 August 1986 - 30 August 1993

a. First Froject Agreement: 30 August 1986
b. Final Obligation Date: FY88
C. Most recent Project Assistance Completion Date (FA:'D):

30 June 1993

Proiect Funding: (amounts obligated to date in dollarese
dollars equivalents from the following sources)

a. AID Eilateral Funding (grant and/or loan) US¥$
1,100,000

b. Cther Major Donors: US$ 0

c. Host Country Counterpart Funds: US$ O

Total: US$ 1,100,000
Mode of Implementation: AID Direct

Responsible Mission Officials: (for the full life of
the project)

a. Mission Director(s): ©Eugene Chiavaroli, Dennis Brennan
b. Project Oificer(s): Sherry Suggs, Manlafi Keita ‘
Previous Evaluation(s): None

14
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INGICAL FRAMIVORK EL12ARY

Gonal To incraeane the capacity of Mall's public and
private pector institutions to serve the nhesds . .
and enhanca the wall-being of its population ‘

Measures of Goal hchieverent s -

1. Incressed G capacity to provide tralncd staff
for naw donor prograzs and projecta

2, Improvements Iin CPM support cf doner pfroqrars

\

3. GPM proyran planrning torgets realistic and
belrng et

4., GRM initlates sdministxutive zefnrm

POV ‘ l. USAID and other donor repoxts

. te .

Assu~optionsg:

Puroose:

2, Officiel GnH publicatdions
3. Project records

4, .yuwspapér

S.. évaluation f%ndings

GRM placement of hich priority on irproving the
ranagerent of its institutions and GRM pesitive
Teaction to reasonable sugcet.ions akout adrini-
stzative reform from its returmned pa::icipdﬁts

Denor cormitment L0 provicdl ;! édontinuved asristance
to GNM throuch expansion of cavelepnent projects
and progTams 5 ' '

To L~prove the ranagerent of =ajer Malian public
* and private instisuclons



+ Ae “Ioproved management of irstitutions:

(1) 80 of project-trained Malians have been placed in high-leved
managemont positions

(2) 60t of chese posivions are Mocated in institutions contribue-
ting to developrent

(3) 1CON uf project trained Mallans are employing improved
managemant techniques

(4) Iwproved %uchrilgues have increoasad i:ficiency and «ffectivercsd
of the units 4in which they arxe employed

(£) I=oproved rmanagement techniques passed on by preject-trained
Malians to professicnals above and below them

1}

(6) Projecttralned lMalizns ara teaching at mancgement training :
institutions ) o

(7) They are all teaching improved managezant techniyues learncd
in U.S. institutions . S

.. . .
YOV
(1) Reporting System
(2) Ecfore und 1£ or nan;gamen: studies
@ Ev;luation'?inESQgs
Assumwptionc:

(1) U.S. graduate progroms in managment and .:lated fiolés °ru
relevent co Malian manzgement needs

(2) Peturrecs will keep cermitments made regarlding their tenuse
in GPM garvice

~

(3) 7o irzrove managerent of institugions, GFM will place retuwmed
trainees in responsible and agpsdpriate zositions.

(4) Incentives provided fcor in civil service laws are suffici'ne

to cenvince returned trainees to stay within the sys*cm after
cormitrent satisfied

.
.

-16-

3



(2)

(3)
(4)

veoslecte

D iy

Sixty future Malian laaders trained st Mastex's level {n
mantgenent and related fialéds

Sixty in-depth theses dealing with nanagecert preblers in
Mall

Five managerani gyrposia

At least four U.S. rrofessors with significantly incroascd
expertise in Mali's mansgepent cvoters and its problers

cf Outnuts:

(1) - Master's cdecrec studies corplezed as follows:
1] &s 13
15 20 25 -
(2) In-cdepth theses corpleted as follows:
- e e 5
15 20 25 )
(3) Managerent syrposia held in 1984, 19es5, 1986, 3
‘ (1) Project recoxéds. :
(2) GPM recoxis
;nbﬁt3° -
Sixty :an;gera ::aineé in U.S. at tie followi: ; cost %0 AID:
_¥Ys:r Entering Nrher ) Cest
FY 89 ) . 10,000
Y 81 . 15 . 611,322
FY 82 : 20 1,341,601
Y 63 25 2,169,190
rY 84. . 1 133,235
-17~=
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neT YETE 3 (3TEY

PROJECT DeSIGN SUMMARY
LOGICAL FRAMEWONX
7/

Project Tita B Murtes _S:he]l Maamowss Peyslogpert Toajact: Phase 1T (A25:-0960)

Lils of Noject:

FremFY __fY____wFY__¥°
. TotlUS. Ferdirg _ -

Dty H-p-:-.h__lm_,

KAFAATIVE SyalaARY

T 0asCnveLY VERIFIABLE 1HDICATONS

MEANS OF VERIFICATION

UAFORTANT ASSUVPT., -

Nogem or Secior Gosl: The brosder ohjeciie 1n ..

which: tlds ;yajet epntzibnec i

to Improve Sshelfsn Institutions vith
€larct or indirecl ve.poneJbLility for
rupp1t or Implesentziion of AID funded
ricircts, 2nd Incrcase thelr copacity
o cffrctively utilflc development as-
sinlnnre

U asnw o of Gowd A evement:

Sahel Natfomal M’~fstries of Flan,
Finance, Rursl nevAclopa.ent and
other executive level fmstitutions
develop policies end sdofnfstrative
oechaalzxs that are conafstent
vith AID prograa goals in each
State

Routine ecoocmlc avalysis by CRH, U3
Embassy and USAID; AID level of
ssslstance over tize; Development of
Natlonsl Developaeot Plaos that re-
flect AID's progrom priorities

Aoumgtiars for schioving puel Lren.

1D project success is .

erpncity of Sahel fnstliter.

utilfze develcpoent ass{szr z-, 13
‘will cantlnue té proeide develzident
assistance to the Sahel; Sakel sovern-
ments vill centinue to accepe LSS
desclopment asslstance.

I N

Tn ddentify 30d alleviate those develop-
wrel constralets vhich respond to  loag
rid rhort terx tTaloning, In Institutlons
impacting vron the puccess of AID-fmeded
proiccts i the Sabel. Sulpurpose: In
areuze that scatce 3t21led personnel are
svalisiic 1o everlnp vith and replace
Yecheloal arslatance duting the early

. R
rlages ol yralect development

Concitlre 2wt w3 Indicsts pawixoce ha been
schiterat ol of project matta.

{tsined partlcipsots fo key Inscitu-
v loos vi1] be wtiliziog nev akille
ho create a policy and adminictrativ
Fnvirotmest that {3 ccoplesestary
L1th end supportive of AID's

stogtan goals.

“1. Evaluatfen findings

2. Miselon records -

3. CRM-USAID relatiocar

&. SER/IT records

S. Contractor/Cractee recerds

6. Country Tralolog Strategles

Acsurestion fot echiering porpeea.

Froject purpose fulifi® - z.- 27 eed
need; Tealning 13 3 .7 B
foproving individua! -fthin
fnstitutions; Tralne® o - - .. ot wiil

return to jobfcountry sfi-: tTilalng;
Sahel Institutfons utilfze trslin-d
participants to achieve project purpose.

Apumpiions 1o¢ achiering outouer

Demrne agrirety of Duguac
:I:a‘:-’r.cﬂ raftkﬂﬁm::: J.‘tulned participants over ;' i‘;:;;;::;’c;:ut:’:xmd! Benellcisries percclive the pes? 234
fmr“TS:a ‘I.;S,) \ Lile of Troject i ]. AlD Evnln;ilonm recognize benellit of tralnir: sefcl-
':::“—‘“3 iffz 1 ‘. r1o/fs . pants respond to training - -.orstdn
g e (T : tmproved skille; Queliffe’ -
:1‘-- :c—n f\:n-\,:mniry) . exiet; Space is availsbl:
She:t Tein :rrgzcma]) , Countzy Inatftutions; USAT®

otal Ts X speciflc tralning stracsgi-, . the

’ pecsannel to laplesent tozz.

bt Tmidemantstem 1ot [Type snd Coae 'y Amumedions ler g0 ding Iomry

* Tl Miiiien

Cr2nt
Loty 1.0P Funding
TT$774.000 esch
$BR0, 000 rach
(3323 Mlges, Upprr Velte $1006,000 cach
VI¥Y Mal1, Senegal " 61242,000 cach

ad, Tape Terde

=bla, Maurltanta

ez Th Iy Tudy far FLY
Siavtrert der Pinjees Memt [Handheok
®vrca ey Ty ‘.:-.(v-'.r.g Cillcete

Sre Flaancial TPlan {Page )

Mlsslon, contractor sod AID/Y recotrds

Funding {3 auatlable In the drescribed
amannts; The folloving extst ac 3
triveasale cost end are poetlatles
Epercloe Lo orod le

contrictor b admi~: - 0 . utrridae
Loe fearlutilly amgr.

srcs coafaing
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LOCICAL FNAMEVORK

Gatiel Numan Resourcos levelopement Frojeot III

(625-0971)

LOP Fundings
Paco

£11,000,000
C6720792

iR T

ORJECTIVELY YERIFIABLE INDICATOR]

HEAKS OF YERIFICATION

gy ey ST Ics

Trhnt s ptrengihen Lhe

copehll vty of jubiic and
private ingtlitullons In the
Gnhel 1o pohleve develepmont

nlirctiven,

1. Tublio and Privats Inetitutione {oprove
thalr pnlicien end progra=e tov achleve
dovelopnont direotives.

2. Thlrd counliy unlverpitlies and roscarch
fnntltutionn expand end foprove thsir
wbilitles to tsain humen rosources,

1. Pollov-up satatus of
pasticlgante.
2, Rational Eoonoanlc Tolley

rapers.

~)
.

oot canniry governnente
suppert key development
raintad tuatitutions,
llcat ccuntry governmente
conlinye to llberalize
connercle] eeclor.

asilil To fdontily end

1 by

inin develnpmant
ralnin lreatsble

non
3 ene

ity
S TIY I

wng- end nhert-lora

Perticipanis {n koy inetitutlons and in
private secter utllizing nov okills In dn
almosphoere complomantiary to and supportive
of &ID reglonal stralepy,

1. Evaluation findings.
2. Nleslon records.
3. S1T/17 records.

-
.

Terlicljgatls return to vose
thotr training In A1D-financed
areas.

Retur~ed participante excrclee
influence in pallcy decislona,

eined participanta
2inving vonunss US
Annziehort-tnrm}, third
cauntty (Tong/nhuri-1erm),

vl In-cauntiw.

In accordance with Individually-propared
country lralning plans

1T 4 S0 participants
ST WS 75 particlpante
LT 7CT 130 partloipants
ST TCT 150 partifcipante

IC/REC 1600 participanis

i. Contreotlor Heports.

2. Project laplscentation
Reporte.

3. Eveluation Reporte.

A. FI0/Pa.

Cuoalliled candidatne are
avallnble $n a timely foshlon,

. lost country governmente wvill

sate cvallable appropriele
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Diallo, Kokiatou

Gakou, Salamata F.

Gueye, Cherif H.A.
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Nationale du Génie Rural;
Conseiller Technigque,
Ministére Administration
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SMECMA
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Kassiho, Boubacar Deputy Director General, GRM/
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USAID

Atwocd, Tracy : Agricultural Development -
Officer
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Officer
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Controller

Health and Population Officer

Division Formation, IPN

Ancien Ministre de 1 Education
Nationale
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Directeur Adjoint, DNAFLA
IMEAD

Directeur, DNP

Chef Division des Ressources
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Directeur, Planification et
Equipment Scolaires

Directeur, EHEP
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Ministry of Finance, Eccnomic
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Directeur, Enseignement
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Traoré, Mamady

INTERNATIONAL AND OTHEK DONORS
Condé, Nicodeéme
Diakite, Daouda
Getachen, Bulfeta

Hossenmamode, Hakim

Keese, Alice

Siegfried, Debrah

Sylla, Anthony

Sylla, Antoine

Techalen, Negash

PRIVATE SECTOR
Karembé, Amadou

Lambert, Richard

Ouattara, Fatoumata Kaba

Sylla, Baba

Traoré, Daba
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Directeur Adjoint, Direction
Nationale du Flan

Consultant, UNICEF
Admin Officer, ILCA/Mali
Computer Indexer, ILCA

ILO/ Office Nationale de la
Main d'COeuvre

Animal Nutritionalisf,
ILCA/Mali

Economist, ILCA/Mali

Inspector of Accounts,
ILCA/Mali

Accountants Inspector, ILCA

Financial Analyst, ILCA

Informant, ILCA/Mali

General Secretary, Banque
Nationale de Developpement
Agricole/ Mali

"Tacheron Agréée",
Entrepreneur, Construction
Company/ Bamako

Bank of Africa

Secrétaire Général, La Chambre

de Commerce et d'Industrie de
Mali
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Buchmiller, Jane
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Burns, John
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Culpepper, Fatty
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Gerber, Daniel
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Pringle, Robert
Pulley, Tilin
Rea, Julie
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Whitaker, Hilary
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Economic Officer, US Embassy

Public Affairs Officer, US
Embassy

AID/W, AFK/SWAP/FD
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Political Cfficer, US Embassy
Program Coordinator, USDA
International Training Program
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Associate Peace Corps
Director, SED

Director, Africare/Mali

Project Officer, Worlsd
Vision/Mali

US Economic keform Program
(Ministry of Finance)

Teacher, Ecole Normale
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US Ambassador to Mali
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of Ghana

Public
Administration/Financial
Controls Expert, Bamako
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PROGRAMME ACADEMIQUE AUX USA ... Homme vene.. Fomme

Procédures de sélection:

Comment avez-vous pris connaissance de la possibllité d'une
bourse d'études aux USA?

.. A.1.D. e MF Médias
Autre: Qui?

La procédure de sélection a pris vombien de temps du moment ou
vous avez complété votre demande de bourse jusqu'au moment ol
1'A.I.D. vous a confirmé que vous aviez re¢u une bourse?
(mois? années?)

Jugez-vous que votre formation antérieure suffisait pour les
etudes que vous avez faites aux USA?

formation académique oui non
expérience professionnelle oui non

Pourriez-vous quantifier votre appréciation de votre niveau de
formation académique et professionnelle antérieure telle qu'elle
se rapporte & votre programme aux USA, de 0 & 5, 0 voulant dire
que vous n'étiez pas du tout suffisamment préparé, 5 voulant dire
que votre préparation était complétement suffisante?

0 -1-2-3-4-235

Remarques compiémentaires sur la sélection (information et
formation antérieure):



PROGRAMME ACADEMIQUE AUX USA Homme ... Femme

e

Cours d'anglais:

Aviez-vous pris des cours de langue anglaise avant de partir aux
USA?
a l'école?
combien? e - e ... mMois? anneées?
dates: de e .. A

a l'universite?
combien? mois? années”?
dates: de a

au cours d'anglais financé par 1'A.I.D.?
combien? _ mois? années?
dates: de a

autre? lequel?
combien? mois? années?
dates: de _ a

Quel était votre niveau au TOEFL (Test of English as a Foreign
Language) avant de quitter le Mali?

- Peurriez-vous quantifier votre niveau d'anglais & votre arriveée
aux USA de 0 a4 5 dans les rubriques suivantes, 0 représentant
aucune compréhension, 5 représentant la compréhension totale:

lire l'anglais écrit 0-1-2-3-4-5
écrire l'anglais 0 ~-1-2-3-4-5
comprendre les américains 0-1-2-3-4-25
vous faire comprendre par les am. 6 -1-2-3-4-25

Avez-vous fait des cours de langue anglaise & votre arrivéde aux
USA sous les auspices de 1'A.I.D.7 oui non

Si oui: intensifs?
4 temps partiel pendant votre premier
semestre académigue?

Dates des cours d'anglais aux USA: de a

Quel était votre niveau final au TOEFL?

Remarques sur la formation en langue anglaise:



PKOGRAMME ACADEMIQUE AUX USGA __ Homme __ Femme

Conseils/orientation avant le départ:

Avez-vous bénéficié d'un programme d'orientation ou de conseils

avant votre départ? i OU P ¢ 1¢11

51 oua; qui vous l1'a présente’ _ __ USAID ... GMK
Autre - Qui?

Guelle était la durée de votre programme d'orientation avant
votre deépart?

Fourriez-vous guantifier votre appréciation de votre niveau de
préparation avant vcotre départ dans les rubriques suivantes, en
utilisant un systeme de 0 &4 5, 0 voulant dire que vous n'étiez
pas du tout suffisamment prépare, et 5 voulant dire que VOuS VOus
estimiez complétement preéparé?

information administrative 0 -1-2-3-4-5
information financiére 0-1-2-3+-4-25
information concernant le visa 0 -1-2-3-4-25
social/culturel 0 -1-2-3-~-4-25
systeme acadeémique 0-1-2-3-4-25
info. sur votre prog. académique 0-1-2-3-4-5
identité de votre sponsor 0-1-2-3-4-25
conseils pour 1'adaptation 0 -1-2-3-~-4-25

Quel est le conseil gque vous n'avez pas eu avant votre départ,

qui vous aurait été le plus utile? Quel est le conseil le plus
important gue vous donnerez & un ami qui part pour étudier aux

USA?

Autres remarques sur l'orientation avant le départ?
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Erogramn

FROGRAMME ACADEMIQUE AUX USA ___ liomme  ___ Femme

mme academique et gestion du_proqramme

Qui était votre sponsor aux USA? o PIET/hAIL o USDA
auntre(qui?)__ .. .

Etes~-vous passeé par washington International Center pour un
programma Jdlorientation? _ MUl _ . _noen

51 oul: pourriez-vous guantifier votre apprréciation de 7@
programme de O a H, 0 representatl.. la dissatisfaction totale
aAver ce programme, 5 voulart Aire que vouz dtjez tren

zatinsfain’ 6 -~ 1 -2 ~ 3 - 4 - I

Avez-vous fait une these? LUl non

S1 oul: quel étaxrt le sujet de “Votre these?

Avez-vous collecté les donnéer pour viitre thése au Mali?
oui nen

Avez-vous fait un stage pratique suite a votre programme
académique? oui non
S1 oui: était-ce prévu lors de la planification de votre
programme de bourse avec 1'A.I.D./Bamako avant votre départ,
Ou est-ce gue Vvous aviez eu & ajouter ce stage lorsqgue vous

etiez déja aux USA?

faisait partie du progzramme original
stage pratique ajouté des USA

—

Avez-vous eu & changer d'université au courant de votre programme

acadéemigue? oui non
51 oui: pcur cuelle(s) raison(s)?

changnmenb de alpiéme envisageé

programme original n'était pas convenable

awt*e raison: laguelle?

Avez-vous esu a demandser une prolongaticn cde la durée de vetre
“rogramme aux USA, ou est-ce2 1t tamps prévu dans votre rIC/P

original suifisait?
le 2I0/% original prévcvait assez de temps
pas assez de temps

——-

5 avez eu a demander une prolongation, c'@tait pour
(s) raison(s)?

cours rde langue anglaise non prévus
pDrogramme académigue a pris plus de temps Qque preévu
-— ___ prolongation pour faire un aurre Aipidme gue orévu
autre raliscn: laguelle?
-36-
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PROGKAMME ACADEMIQUE AUX USA ... HOmme ir. Femme

Avaz-vous eu a demander une augmentation du montant de votre

FIO/P, ou est-ce le montant original prévu suffisait?

le PIO/P original prévoyait s:zez &'argert
vas assez d'argent dans le 1w,/ P original

A e e B

i wous aver eu A demander une augmen' -t ‘non, c'était pour
gqueilnia rajzon{s)’?

—————___Cours e langue anglalse nNon prevus
A programme académique a pris plus de temps que
prevu - pourquoil’? 3

_ auvamentaticn pour faire un autre dipldme que preévu
L __augwmentation pour faire un staye pratique
autre raaiscn: lagquelle?

51 vous avez eu a3 demander une augmentation, combien de
temps est-ce que la procédure a pris?
. {mois? années?)

Est-ce 4que vos allocations financiéres ont été interrompues?
oui non

Si oui, pour combien de temps?
(mois? années?)

rourriez-vous quantifier votre appréciation des services suivants
de votre sponsor, toujours de 0 a 5, 0 voulant dire que les
services n'étaient pas du tout convenables, 5 voulant dire que
les services étaient sany reproche:

l'orientation 2 votre arrivée? 0 -1-2 - 4 -5
gestion acdmin. cée voire sejour? 0 -1 - - 3 -4 -5
disponibiliteée du spensoer 0 -1-2-3-~4 -3
communications avec le sponsor Q ~-1-2~-3~ 4 -~35
ccmoréhension ¢de vos problemes 0 -1-2-3~-4-235
action rapricde guand necessaire 0 -1~.-~-3-4-235
visas renouvellés a temps 0 -1-2-3-~4 -3
ia cesticn financieére? 0 -1-2-3-4-5
chégues 2 temps 0 ~-1-2-~-3-4-~-23
mnnmant 22s alleocaticns 0 -1-2-3-4-2735
l'assistance avec votre départ? 0 -1 -2 ~«3~4-35



PROGKAMME ACADEMIQUE AUX USA e HOMME wnnn: YOMME

Tout compte fait, et en vous distanciant des contraintes
financiéres imposées par les réglements de 1'AlID, etes-vous
satisfait des services fournis par votre sponsor pendant votre
gséiour aux USA? . _..oui u ..hon

Pourriez-vous quantifier votre niveau de satisfaction de 0 &4 5, 0
voulant dire que vous etes complétement mécontent, 5 représentant
la satisfaction totale? 0 -1 -2+ 3 - 4 -5

Est-ce que les responsables suivants auraient pu mieux faire
guant & la vestion de votre programme de pbourse? Pourriez-vous
suggeérer comments 115 auraient pu mieux faire?

responsables du GRM - qui?

responsables de 1'2.1.D. - qui?

~v———

sponsor aux _A:

Autre™ remarques sur les resporisables du programme:
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PROGRAMME ACADEMIQUE AUX USBA Homme ... Yemme

[EEE . i

Réintegration au retour au. Mali:

Quel est votre poste actuel?

Est-ce le premier poste que vous occupez depuis votre retour du
programme aux USA? ... ouil s non

e,

$i non: quels postes avez-vous occupés depuis votre retour?

Votre premier poste, était-ce une réintegration (poste repris) ou
un nouveau poste pour vous? poste repris ancieh poste

Combien de temps est-ce que vous avez dQ attendre avant de
prendre ou reprendre votre premier poste?
(mois? annees?)

Votre premier poste était de quel palier?
Al A2 Bl B2 C N/A

Et votre poste actuel?
Al A2 Bl B2 o) N/A

Pourriez-vous quantifier la pertinence de votre formation
théorique et pratique vis-a-vis les postes que vous avez occupés
a votre retour, de 0 &4 5, 0 voulant dire que votre formation aux
USA n'était pas du tout pertinente, et 5 voulant dire qu'elle
était exactement ce qu'il fallait:

premier poste:

formation théorique 0-1-2-3-4-25

formation pratique 0 -1-2-3-~-4-25
poste actuel:

formation théorique 0 -1-2-3-~4-25

formation pratique 0 -1-2-3-4-25

Pourriez-vous quantifier les aspects suivants de votre période de
réintegration a4 votre retour des USA, toujours de 0 &4 5, 0
voulant dire que vous n‘avez pas du tout subi de probléme, 5
voulant dire que vous aviez eu de trés grosses difficultés:

réintegration professicnnelle 0 -1-2-3-4-25
equivalence de dipldme 0-1-2-3-4-235
réintegration socio-culturelle 0-1-2-3-4-25

\p
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PROGRAMME ACADEMIQUE AUX USA ... Homme .. Femme

Est-<ce que vous maintenez des liens avec les institutions ou
individus que vous avez conhus aux USA?

SRR

Ul _— e hon

Lesquels?

professeurs
membres de l'administration de votre université
agsociations professionnelles

amis

autre contact - précisions?

o :

— e

- a

(R

Quelles sont les contributions que vous jugez gque VOUus avez
apportées a votre service ou institution suite & votre programme
de formation aux USA?

-

Que jugez-vous etre la cause de votre contribution?

Auriez-vous pu faire une contribution plus importante si vous
aviez été formé ailleurs qu'aux USA? ——oui —__non

81 oui - ou?

Autres remarques sur la réintegration & votre retour des USA:
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PFL.GRAMMI. ACADEMIQUE AUX USA en.. HOmMMe

.. Fomme

L'avenir des proijets de formation financés paf 1'A.1.D.:

Comme vous savez, nous sommes ic¢i pour évaluer trois programmes
de formation financés par 1'A.1.D. et pour faire des

recommendations pour la suite de ces activités. Selon vous, que
devrait faire 1'A.I.D. en matiére de formation? Pourriez-vous
suggérer cu 1'A.1.D. devrait intervenir?

oo Droorammes académiques
aur USA
i
dansz des tiers pavs

programmes de stages

aux USA

ici

dans des tiers pays

programmes destinés auw. fonctionnaires

4 d'autres personnes - qui?

Autres remarques sur l'avenir des projets de formation financés
par 1'A.I.D.:

MERCTI !
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BTAGES A COURT TERME wwess HOMME s FOMME

Procédures de sélection:

Comment avez=vous pris connaissance de la possibilité d'un stage
financé par 1'A.1.D.7

A.1.D. .. MP . Médias
_ Autre: Qui? _ o N o .

La procédure de sélection a pris combien de temps du moment ou
vouss avez complété votre demande de stage jusqu'au moment ol
1'A.1.D. vous a confirmé que vous alliez partir?

(mois? années?)

Jugez-vous que votre formation antérieure suffisait pour le stage
que vous avez fait?

formation académique oui non
expérience professionnelle oui non

Pourriez-vous quantifier votre appréciation de votre niveau de
formation académique et professionnelle antérieure telle qu'ellwn
se rapporte a votre stage, de 0 &4 5, 0 voulant dire que vous
n'édtiez pas du tout suffisamment préparé, 5 voulant dire que
votre préparation était complétement suffisante?

0~-1-2-3-4-235

Remarques complémentaires sur la sélection (information et
formation antérieure):

-fD=
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S8TAGES A COURT TEKME ... Homme orn. Femme

Courss d'anglais:

Votre staye était en guelle langue? fran¢ais ... anglais

8i ¢'édtait en anglais:

Aviez-vous prig des cours de langue anglaise avant de partir aux
USA?
a 1l'école?
combien? e _mois? années?
dates: de R -

P

-

a 1'universite?
combien? mois? années?
dates: de _ a

au cours d'anglais financé par 1'A.I.D.?

combien? mois? années?
dates: de a
autre? lequel?
combien? mois? années?
dates: de a

Quel était votre niveau au TOEFL (Test of English as a Foreign
Language) avant de quitter le Mali?

Pourriez-vous quantifier votre niveau d'anglais a votre arrivée
de 0 & 5 dans les rubriques suivantes, O représentant aucune

-

compréhension, 5 représentant la compréhension totale:

lire l'anglais écrit 0O ~-1-2-3-4-~-273
écrire l'anglais O~-1-2~-3-~-4-5
comprendre les américains 0 -1-2-3-4-275
vous faire comprendre par les am. 0-1-2-3-4-23
Avez-vous fait des cours de langue anglaise a votre arrivée sous
les auspices de 1'A.I.D.? oui non
Si oui: intensifs?

——._ & temps partiel?

Dates des cours d'anglais: de a

Quel était votre niveau final au TOEFL?

Kemarques sur la formation en langue anglaise:

\o?



BTAGES A COURT TERMFE s HOMME e, FOMME

Gonseils/orientation avant le départ:

Avez~vous bénéficié d'un programme d'orientation ou de conseils
avent votre départ? . oui . — non

§i oui: gui vous l'a présenta? -
. kutre - Qui? e e

GMK

USAILD

Quelle était la durée de votre programme d'orientation avant
votre départ?

Pourriez-vous dquantifier votre appréciation de votre niveau de
préparation avant votre départ dans les rubrigques suivantes, en
utilisant un systeme de 0 & 5, 0 voulant dire que vous n'eétiez
pas du tout suffisamment préparé, et 5 voulant dire que vous vous
estimiez complétement préparé?

information administrative 0~-1-2-3-4-5
information financiére 0-~-1-~2-3-4-25
information concernant le visa 0-1-2-3-4-25
social/culturel 0 -1-2-3-4-25
information sur votre stage 0-1-2-3-4-235
identité de votre sponsor 0-1-2-3-4-25
conseils pour l'adaptation 0 -1-2-3-4-5

Quel est le conseil que vous n'avez pas eu avant votre départ,

gqui vous aurait été le plus utile? Quel est le conseil le plus
important que vous donnerez & un ami qui part pour étudier aux

USA?

Autres remargues sur l'orientation avant le départ?

-b4=



"AGES A COURT TLRME —r.. Homme e, FOTME

Frogramme académique et gesticon du staye:

Yui était votre sponsor” o FIET/AA]
. autre(qui?)__

USDA

S5i ie =tage etait aux USA: etes-vous paseé par Washington
International Jenter pour un programme d'erientation?
oul — .Lon
S1om pourriez-nouvz guantifier votre appréciation de ce
Trosran R S . i1epreészenianl .a Gissatasiacticn totaie
Iver Te Trozxvancocs, Iovouiant 4dire gue vous etie: trés
T37:zfait’ O - i- 2 ~3 -4 -5
Avei-vcus eu a demander une proleongation de la durée de stage, ou
est-ce le temps prévuy dans voitre PICG/P original suffisait?
le PIC/¥ original prévoyait assez de temps
TS5 assez de temps
$i vous avez eu a demander une prolongation, c¢'était pour
guelle({s} raiscnis)’?
— cours ¢e langue anglaise ncn prévus

Trogranme a pris pius de temps que prévu
autre raison: laguelle?

Avez-vous eu a demander une augmentation du montant de votre
PIC/P, cu est-ce ie montant original prévu suiiisait?

le »10/7 original prévoyait assez d'argent
pas assez c'argent dans le »IO/P original

Si vous avez eu a dermander une augmentaticn, c'était pour
guelle(s’® raiszcnis!?

Si wvous avez eu a demandsr une augmentaticn, combien de
TeT>s esT-Ce Que ia proceédure a pris?

{mois? années?)

-4

Est-72 gue ves zalliczaticns financieres ont eté interrompues?
cuil nen

{mois? années?)

v -
-l -
-



8TAGES A COUKT THRME __ Homme __ Femme

Fourriez-vous quantifier volre appréciation des services suivants
de votre sponsor, touijours de 0 A 5, 0 voulant dire que les
rervices n'etaient pas du tout convenableg, 5 voulant dire que
les services étaien® sans renroche:

i1'orientation a votre arrivee: O -1-2 -3 -4 -5
gesticon aamin. de votre séjour? -1~ 2~ 3 -4 -5
disponibilité du sponscr 0O-1-+- 2~ 3 -4 -5
comnunicatlons avec le sponsor 0 -1- 2~ 3 -4 -5
compreéhension de vos prohbhléemes 0O ~-1-2 -3 -4 -5
action rapide guand necessaire 6 ~1 -2~ 3 -4-25
visas rencuvellés a temps 0 ~1-2-3-4 -5
i1a gesticn financiere? 0 -1 -2-3-4-25
cheques a temps 0 -1-2-3-4-25
montant des ailocations 0-1-2-3-4+-5
l'assistance avec votre départ? 0-1-2-3-~4-5

Tout ccmpte fait, et en vous distanciant des contraintes
financiéres imposées par les réglements de 1'AID, etes-vous
satisfait des services fournis par votre sponsor pendant votre

stage? oui non
Pourriez-vous guantifier vsoire niveau de satisfaction de 0 &4 5, O
voulant dire que vous etes complétement médcontent, 5 représentant
la satisfaction totale? 0-1-2-3-4-~25

Est-ce gue les respecnsables suivants auraient pu mieux faire
Quant a la gestion de votre programme de bourse? Pourriez-vous
suggérer comments ils auraient pu mieux faire?

4

responsables du GEM - gqui”

~
- — & 4

es ¢u programme:

P

hutres remargues sur les rasponsabp



STAGES A COURT TERME ____ Homme ___ Femme

Réintegration au retour au Mali:

guel est votre poste actuel?

Est-ce le premier poste gue vous occupez depuis votre retour du
staoe’ oui e __non

21 non: quels pontes avez-vous occupés depuis voire retour?

Votre premier pouste, était-ce une réintegration (poste repris) cou
un nouveau poste paul vous? poste repris ancien poste

— P

Combien de temps est-ce que vous avez di attendre avant de
prendre cu rerrendre votre premier porte?
(mois? annees?)

Votre premier poste était de quel palier?
Al — A2 — Bl B2 C N/A

ot p—— a4

Et votre poste actuel?
Al he B1 B2 C N/A

Pourriez-vous quantifier la pertinence de votre formation
théorique et pratique vis-a-vis les postes gue vous avez occupés
a votre retour, de 0 a 5, 0 voulant dire que votre stage n'stait
pas du tout pertinent, et 5 voulant dire gu'il etait exactement
ce qu'il fallait:

rramier poste:

formation theéorique 0 -1-2-3-4-~15

formation pratigue 0D -1-2 -3 -4 -3
pecste actuel:

formation thécrigque 0 -1-2+~-3-4-5

formation pratique 0 -1-2-3~-4 -5

rourriez-vous quantifier les aspects suivants de votre peériods de
réintegration & votre retour des USA, toujours de 0 & 5, O
voulant dire gue vous n'avez pas du tout subi de probleme, 5
voulant dire gue vous aviez eu de trés crosses difficultés:

réintegration proiessionnelle 0 -1-2+-3 -4 -3
réintegration socio-culturelle 0 ~-1-2-3~4 -5
7 -

3



BTAGES A COURT TERME enw HOmMme .. Femme

Est-ce que vous maintenez des liens avec les institutions ou

individus que vous avez connus au cours de votre stage?
L 0uid . non

Lesquels?

professeurs
membres de 1'administration de votre universiié
assorijations professionnelles

amigs

autre contect - précisions?

uelles sont le=z contribhutions que vous juuei qgue vous avez
apportées a votre service ou institutiosn suite a votre stage?

Que jugez-vous etre la cause de ‘otre contribution? _

Auriez-vous pu faire une contribution plus importante si vous
aviez été formé ailleurs que la ou vous avez fait votre stage?
. oui non

Si oui - oUu?

Autres remarques sur la rédintegration & votre retour:

MERCT!!!
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Rense’ gnements pour mettre a jour les données de 1'A.1.D.:

Hom et Freénoms

Programme A.71.D LT SMDF-11

Frogramme de bourge de 1'A. 1 D

ates de formation
en iangue anclajoo au Malae de

Pates du proaramme

ace ey Lae o VT G
LATES & SUaa0 pratigue
complémentaire éventuel de

Universitée aux USA:

SHRLP-111

é

1

Loy
k-
o)

[»}]

me : Discipline:

ion:

(e}
ot

P

Formation anteérieure:

Dernier dipldme regu:

De quelle institution?

Matieére/Discipline:

Dates des études préalables: de

Emplei(s) avant le programme USAID:

1. Titre:
Organisation/section:
Dates: de
2. Titre:

Urganisaticn/section:

Dates: de




W

|

FTAGES A COUKRT TEKME

1.

oy

. HOMMe oo Femme
Emploi{s) depuir Je progromme USALID:
Titre: . .
Crganisation/section: N .
Dates: de a
Titre
Craganlcgaticnceriion
lates de a
Titre:
(rganisation/section:
Dates: de &
MERCI
5¢
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QUESTI INNAIRE A 1.' INTENTION DLS_EMPLOYEURS

Nom du Service:

Niveau de formation du Responsable;

,,,,,,,

Cadre Juridique du Service: EPAS

5.

EPIC
PRIVE

Dans le cadre du Preogranme AlD de Formation, combien de
participants votre service a-t-il envoy& en formation?

Ltait-ce: .
- Je court-terme?

- le long-terme?

Etiez-vous au courant du dépert de votre (vos) participant(s)?

Oul NON

P- ‘vez-vous dire ie genre de format.on auguel votre (vos)
pa.ticipant(s) a (ont) participé?

Quelle était votre appréciation professionnelle du participant
avant son départ?

Notez de 0 4 5, 0 voulant gsignhifier que ses performances
professionnelles sont médiocres, 5 voulant signifier qu'elies sont
excellentes:

Py O 1 2 3 4 5
Py 0 1 2 3 4 5 -
Py 0 1 2 3 4 5



6. Votre appréciation au retour?

Méme systéme de nolation:

P, 0 1 2 3 4 5
Py 0 1 2 3 A 5
Py 0 1 2 3 4 5

7. Quelie qualité profesvionnelle particuliére votre participant
a=-1t~11 acquistpar sa formation aux Ltats~Unis?

8. Souhsitez-vous toujours que vos agents participent d de tel
genre de formatlion? Oul NON

Si OUl, pourquoi?
Si NON, pourquoi?

9. D'une maniére générale, que pensez-vous du programme A!D de
formation?

- les programmes;
- la durée;

- la co-opération (circulation de 1'information entre votre
Service, le Ministére du Plan et 1'AlID/Bamako, etc).



