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FOREWORD
 

The purpose of the Aguirre International evaluation contract is to provide
technical implementation assistance to CAPS project managers in Costa Rica 
through a process evaluation and computerized management irformation 
system. To this end, enclosed are data from the Caribbean and Latin 
American Scholarship Program Information System (C.I.S.) and the exit 
questionnaires of Costa Rican participants taken at the end of their training
prior to returning home. Also from the interviews of participants who had 
completed training and returned to Costa Rica, project managers and staff 
within the Costa Rican Mission, selection committee members, and inter­
mediary agency personnel in Costa Rica. This information is supplemented 
by data gathered through direct observations made by Aguirre/Checchi staff 
during technical assistance visits to the Costa Rican AID mission all of these 
data are integrated into this, the first CAPS evaluation report for Costa Rica. 
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EXECUTIVE SUMMARY 
The Caribbean and Latin American Scholarship Program (CLASP) was es­
tablished by the United States Congress (1) to further positive attitudes 
towards and establish social-economic ties between citizens of the countries 
served by CAPS and citizens of the United States and, (2) to provide techni­
cal training to individuals in support of their individual development as well 
as that of their country. This report provides program managers with infor­
mation regarding the extent to which these two goals are realized as well as 
how they can further refine and improve the implementation of the CAPS 
program in Costa Rica. 

The results of the data collection effort are summarized below. We first 
provide a general assessment of overall program implementation. Secondly 
we provide conclusions and recommendations for each of the following areas: 
selection, training, follow-up, administrative issues, and training costs. 

GENERAL CONCLUSIONS 

The Costa Rican CAPS program is very effective in all areas of program 
design and implementation. Mission management clearly understands the 
CAPS program objectives and has developed creative approaches to reach 
them. The Country Training Plan (CTP) targets sectors of the Costa Rican 
population and training objectives consistent with the Kissinger Report, 
AID's Project Paper, and Costa Rica's social economic situation. Procedures 
for selecting participants are exemplary and are effectively implemented. 
Those sectors of the population that have been specifically targeted for par­
ticipation in CAPS, e.g. rural locations, and women, have been reached. 

The spirit of the Costa Rican CAPS Program can be captured in the follow­
ing anecdotes told by one of the ten Costa Rican interviewers hired by Aguirre 
International to contact and interview over 240 CAPS Trainees who had com­
plcted training and returned to Costa Rica. 

Upon return from his first week of interviewing CAPS scholarship program 
returnees from San Jose, the Central Valley, and neighboring zones, the in­
terviewer remarked with surprise that, "Fhe CAPS scholarship program has 
reached areas of the country where you can't find a telephone." Upon return 
from his second week of interviewing at the northern border with Nicaragua, 
and the southern border with IPainama, he remarked with even greater 
sU"prise--in fact, almost in awe--that "the CAPS scholarship program has even 
reached areas of the country where you can't even find electricity." 
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The Mission has sent a wide variety of Trainees to a broad range of U.S. train­
ing programs at vey low cost. 

Areas for improvement include developing and implementing low-up ac­
tivities and ensuring adequate representation from ethnic minorities such as 
Blacks in Lim6n. 

SELECTION 

The Costa Rican Mission selects Trainees according to established selection 
criteria; women, leadership, and the economically disadvantaged. As of Sep­
tember, 1987, a total population of 742 participants were trained. They were 
selected among the following criteria: women, 309; leadership, 730; economi­
cally disadvantaged, 706; and youth, 294. (As participants were selected under 
multiple criteria, these counts are duplicated and should not be added.) Over­
all 42% of the participants have been women. In addition, the types of awards, 
academic or short-term technical scholarships, offered to women do not dif­
fer from those awarded to men. (Figure 2.1) 

As noted above, almost all participants are economically disadvantaged as 
defined by Mission criteria. Even when more restrictive definitions of rural 
and economically disadvantaged are used, Costa Ric~n participants reflect 
targeted quotas. 

With respect to rural selection, while there is no official policy mandating a 
set percentage for rural-urban distribution, preference has been given to can­
didates from rural areas. Nonetheless, candidates also include those from 
economically deprived urban areas (such as one might find in San Jos6). 

The majority of participants have less than 6 years of education. While many 
of the Costa Rican Trainees have more schooling relative to other Latin 
American countries, in many cases, the Costa Rican Trainee is the first 
generation of his/her family to receive high school or university education. 
These data demonstrated that the Mission is selecting the disadvantaged. 

The Mission also selects Trainees from both the public and private sector. Of 
the CAPS Trainees employed at selection, slightly more come from the public 
governmental sector (38.3% which includes those that work for the public 
school system) than from the private sector (36.1% -- 18.3% from the non­
profit sub-sector i'nd 17.8% from the private for-profit sub-sector). The 
autonomous sector was also well represented (24.1%). 

While the Mission has exceeded its original targets with respect to numbers 
ofTrainees to be trained for CAPS, the number of trainees in long-term train­
ing is lower than that projected. AID/Washington calls for a minimum of 20% 
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long-term training (over 9 months). To date Costa Rica has sent only 15% of 
its Trainees for long-term training. However, it is important to note that much 
of the short-term training from Costa Rica averages almost nine months. 

Thus, the mean length of training for most Trainees in Costa Rica is higher 
than that for all other Missions, which typically range from 2 - 6 weeks. 

TRAINING 

CAPS Training may occur prior to departure to the U.S. and/or training in 
the U.S. Without question in comparison to other Missions, the CAPS 
program in Costa Rica excels with respect to pre-departure orientation and 
training. It is larger and more comprehensive in content. The average length 
of this orientation increased in FY 1987. The proportion of Trainees receiv­
ing pre-departure training (English language, cross-cultural and other skills) 
has increased annually: 14% in FY 1985; 47% in FY 1986 and 96% in FY 
1987. The average length of this tiaining is 5 weeks in FY 1987. CAPS 
Managers also initiated homestays in Costa Rica with U.S. families prior to 
sending Trainees to the U.S...The Mission's objective is that all Trainees 
should be able to receive substantive in-country pre-departure training, espe­
cially in English language and orientation to U.S. Culture. 

Trainees feel prepared for their training. When interviewed at end of train­
ing prior to their return to Costa Rica, Trainees were virtually unanimous in 
their views that the pre-departure English language training (93%) orienta­
tion to U.S. life and culture (92%) and program information (91%) ranged 
from somewhat useful to extremely useful. Approximately two-thirds of the 
Costa Rican respondents felt that they were either very prepared (24%) or 
prepared (65%) for their trip to and training in the United States. (Figure 
3.15) Only a slight percentage felt unprepared (10%), or very unprepared 
(1.0%) to undertake the CAPS training. These figures suggest that in-country 
managers successfully prepare Costa Rican Trainees to undertake the CAPS 
training. 

CAPS training includes two basic components: Experience America and skills 
training. With respect to Experience America activities, Costa Rican Trainees 
at the end of training prior to returning home, indicated that they participated 
in a wide variety of activities while in the United States: cultural events 
(100%), athletic events (98%), visited with U.S. families (94%), traveled 
around the U.S. (89%), and attended civic activities (78%). 

Whether interviewed at time of departure from the U.S. to their home or after 
their return to Costa Rica, Trainees agreed that most of their personal expec­
tations were met. Both interviews revealed that Trainees valued their oppor 
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tunities to interact socially with U.S. Citizens (39% and 32%, respectively) as 
well as learn about U.S. Culture (22% and 24%, respectively). (Tables 3.5 
and 3.6 respectively) Trainees liked living with U.S. families very much and 
making friends and being able to share experiences with U.S. citizens. 
Trainees greatly valued the opportunities to share everyday life with U.S. 
citizens. 

CAPS program activities appear to successfully realize the experience 
American component. As a result of CAPS program experiences, Returned 
Trainees felt that the training program had increased their understanding of 
U.S. lifestyles (94%), citizeps (91%), and families (89%) (Figure 3.11). 
Equally important, at least fifty percent of all returned Trainees reported that 
their experiences enlightened them with regards to U.S. politics (59%) and 
key aspects of government at State and Local levels (51%) .(Figure 3.11) 

When asked to rate the United States along special characteristics, Trainees 
on departure from the U.S. saw the United States as strong (91%), generous 
(91%), wealthy (88%), natural (88%), friendly (80%), sensitive (76%), or­
derly (68%), and militarily peaceful (65%) (Figure 3.12). Similarly, Costa 
Rican Trainees who had returned home and had been home for a period of 
time, overwhelmingly characterized the U.S. as a country which is passive 
(94%), orderly (91%), friendly (89%), generous (84%), and sensitive (64%) 
(Figure 3.13). In summary, the CAPS program realized the objectives of 
fostering positive attitudes towards the U.S. Furthermore, Trainees' positive 
attitudes towards the U.S. are strong and appear stable over time. 

Most Trainees agreed that their personal skill training expectations were met. 
The majority (83%) ji Costa Rican Trainees, when interviewed at end of 
training prior to their return home, indicated that their original objectives 
were realized to a "very great extent" (3601o), or a "great extent" (51%). (Figure 
3.17) These figures, however, still leave just over a tenth of the respondents 
feeling that their training objectives were reached oitly to some extent or not 
at all. 

Similarly, over three-fourths (77%) of the returned Trainees, when inter­
viewed, indicated that their original objectives were realized either to a "a 
very great extent" (21%), or a great extent (55.6%). (Figure 3.18) These 
figures, however, still leave just over a fifth (23.4.%) of the respondents feel­
ing that their training objectives were reached only to some extent or not at 
all. 

Personal skill training expectations aside, the majority of Trainees (81.5%) 
indicated that other personal objectives were realized to "a very great extent" 
or "a great extent." 

The best assessment of the quality of any training is to ask Trainees the value 
of their training after sufficient time has passed allowing them, time to reflect 
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on what they learned with respect to their needs. When interviewed after 
they had returned to Costa Rica, Trainees used overall quality of the program, 
as either "excellent" or "good." 

FOLLOW-UP ACTIVITIES 

An underlying and fundamental objective of CAPS is to foster long-term ties 
between Costa Rican Trainees and the United States. This is difficult. The 
training period itself is often very short. Even long-term academic Trainees 
cannot be expected to absorb many of the aspects of U.S. democracy and self­
reliance automatically. The CAPS training experience must be carefully 
designed to include a well articulated, Experience America component and 
a follow-up program in Costa 'Rica as well as a Technical Skills componcnt. 
At this point in time, approximately half (52.7%) of the trainees have had 
some follow-up. (Figure 3.36) When follow-up was offered, the people in the 
U.S. (N = 39) provided most folluw-up activities, followed by the contractor 
(N = 34), and AID (N = 33) (Figure 3.37). In sum, the AID mission is correct 
in its current efforts to develop and expand Mission follow-up activities. 

PROGRAM ADMINISTRATION 

The acting Mission Director (previously the Deputy Director) and other Mis­
sion senior management have been instrumental in the development and suc­
cess of the CAPS program in Costa Rica. They placed high priority on the 
CAPS program and appointed a high ranking Foreign Service Officer as the 
CAPS Project Manager. The Project Manager is highly committed to the 
CAPS program, has a broad understanding of Costa Rica, understands the 
project's objectives and is able to marshall commitment from others in the 
Mission. 

Except for Belize, this is the only Mission in Central America which has 
elected not to hire contractors to provide in-country services. Rather, the 
Training Office was expanded and equipped to handle the increased work 
load. Mission management felt that it would lose contact with the project and 
Trainees if the in-country activities were put into the hands of outside con­
tractors. As a result Mission staff carefully monitor all aspects of training 
provided by local contractors and meet periodically directly with Trainees to 
assure their progress. 

The Mission developed a good system for selecting Trainees. Selection com­
mittees work well and qualityTrainees are chosen. However the system needs 
to be improved to ensure accessibility to CAPS by all eligible Costa Ricans. 
Currently one does not know the extent to which targeted populations are 
aware of the various programs offered under CAPS. While CAPS program 
managers developed exemplary guidelines and quality control procedures for 
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intermediary agencies to ensure that only eligible Trainees are recom­
mended, CAPS managers need to monito more closely how intermediary 
agencies canvas and/or distribute CAPS information to the targeted popula­
tion throughout Costa Rica to ensure equal access to the CAPS program. We 
understand that project staff face a dilemma on this point. On the one hand 
they want to reach as many of the target population as possible, on the 
other,they cannot spend all of their time reviewing applications. When inter­
mediary agencies are involved, there isno certainty that they have adequate­
ly canvassed their membership. This must be closely monitored. 

Without question, the Costa Rican computerized CAPS data base is excel­
lent. It is complete and current.. 

COST OF CAPS IN COSTA RICA 

The CAPS Program in Costa Rica isvery cost effective in both technical train­
ing and academic training. This issurprising given the wide variety of train­
ing offered by the mission, the rapid rate of expenditure and the large num­
ber of training-months programmed. Not only are costs low, but they have 
dropped significantly over Lhe past two years. Project management can be 
credited with careful attention to costs reduction. 

As a consequence of their efforts, the Mission raised its original projections 
of the number. With respect to short-term technical training, CAPS/Costa
Rica has programmed almost twice as many training-months of technical 
training as any other mission and expended their funding at a faster pace than 
all missions except Guatemala. In addition, the Mission developed a wide 
variety of programs serving a broad range of Trainees. If this pattern persists, 
Costa Rica will be able to program twice as many +raining-months of techni­
cal training as the average CAPS mission with the same funding level. In ad­
dition CAPS/Costa Rica will be able to provide almost four times as many 
training-months of technical training as the highest cost mission with the same 
funding. 

With respect to long-term academic training, Ihe average budgeted cost per 
Traii.:ee is $1,684 per training-month. Comprehensive data from other mis­
sions are not yet available; however data which exist indicate that this cost is 
mid range.. 

RECOMMENDATIONS 

The following recommendations are given with an eye towards improving an 
already excellent program. 
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COST: The Mission should continue to stress low costs with their contrac­
tors (i.e., continue to do what they're doing). In addition, as S&T/IT's con­
tractors begin to use TCA formats for reporting of actual expenditures by 
PIO/P, the Mission should require quarterly expenditure accounts on 
everyacademic Trainee to ensure that the low budgets for academic training 
evolve into actual low expenditures. 

SELECTION: The Mission should select more long-term Trainees. 

Steps should be taken to select more minorities from Lim6n. Some attempt 
should be made to account for the number and destination of application 

forms whether by the Mission or intermediary agencies to ensure as wide a 
distribution as practicable. Consider developing a simple processing proce­
dure to facilitate and expedite the application review process. 

TRAINING: 

FOLLOW-UI1:The Mission should continue its current efforts to develop and 
implement a follow-up program. However, AID/Washington needs to 
develop strategies that facilitate funding of follow-up activities both through 
CAPS as well as through other funding sources. 

ADMINISTRATIVE ISSUES: The Mission should continue its efforts to 
describe training requests in terms of specific skill objectives for both the ex­
perience America component and the skill training component. To this end, 
the Mission should require all contractors to submit detailed training plans 
prior to Mission signing of the training contract. The training plan should 
enumerate: 1) the number of Trainees to be trained; 2) clear trlining objec­
tives; 3)a discussion of how the training relates to CAPS goals; 4) how train­
ing activities will realize training objectives; 5) the procedures that will be 
used to monitor progress towards training objectives; 6) the procedures for 
evaluating the success of training; and 7) an explanation of follow-up services 
to be provided (or which could be provided) by the contractor. 
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CHAP ER ONE: 


INTRODUCTION AND
 
BACKGROUND 


INTRODUCTION 

The process evaluation of the Caribbean 
and Latin American Scholarship Program 
(CLASP) is designed to answer two ques-
tions: "Is CLASP being implemented the 
way it is supposed to be?" and "Are CLASP 
goals being realized?" To answer both ques­
tions it is important to first clarify what was 
envisioned for program structure and goals. 
Two documents provide this framework for 
CLASP, The Kissinger Commission Report
and the ATD Project Paper. Second, this 
framework needs to be considered within 
the context of Costa Rican society. To this 
end it is necessary to consider those features 
of Costa Rica which help shape implemen-
tation of CLASP in that country. 

It is within the parameters of The Kissinger 
Commission Report, AID Project Paper, 
and the reality of Costa Rica that CLASP 
was formed and articulated in the Country 
Training Plan (CIP). Consequently, the 
purpose of this chapter is to describe theprogram mandates as stated in Tlhe Kis­progeramCmaass stad the KIs-
singer Commission Report and the AID 
Project Paper, the Costa Rican context in 
which CLASP is implemented, and how 
each is reflected in the CMP. This discussion 
will yield the criteria against which the 
CAPS program is to be evaluated. The as-
sessment model is outlined in Figure 1.1. 

The spi it of the Costa Rican CAPS Program 
can be captured in the following anecdote as 
told by one of the ten Costa Rican inter­

viewers hired by Aguirre International to 
contact and interview over 200 CAPS 
Trainees who had returned to Costa Rica. 

Upon return from his first week of inter­
viewing CAPS scholarship program retur­
nees from San Jose, the Central Valley, and 
neighboring zones, the interviewer 
remarked with surprise that, "The CAPS 
scholarshipprogramha reachedareasof the 

country where you can'tfinda telephone." 

Upon return from his secnd week of inter­
viewing at the southern boi Jer with Panama, 
he remarked with even greater surprise--in 
fact, almost awe--that 

"The CAPS scholarshipprogramhaseven 
reachedareasof the country where 
electricityhas not even arrived." 

Although an anecdote, this interviewer's ob­
servations highlight the success of the Costa 
Rican CAPS program to reach out and serve 
those sectors of Costa Rican society that 
traditionally would never have access to the 
United States. 

KISSINGER REPORT 

The Central American Peace Scholarship 
Program (CAPS) sprang from the National 
Bi-Partisan Committee on Central America. 
The Committee issued a report most com­
monly called the "Kissinger Report," on 
January 10, 1984. The central message of the 
report was that Central America's "crisis is 
real and acute, and the U.S. must act to meet 
it and, act boldly; that the stakes are large for 
the United States, for the hemisphere, and 
most poignantly, for the people of Central 
America." 
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The Committee expressed the conviction 
that "political, social and economic develop-
ment goals must be addressed simul-
taneously." However, the Committee 
recognized that the United States could not 
provide what is most vitally needed: "a posi­
tive Central American vision of the future, 
and a process for translating that vision into 
reality." The Committee felt that the vision 
and process could only be realized by "en-
g,"ging the initiative, the energy, and the 
dedication of the Central Americans them­
selves, with the cooperation of their allies." 

The report strongly emphasized that social 
and economic progress would not be ob-
tained without "providing access to that 
process by those who have not before been 
an integral part of it." 

Ajit Kumar Singh, a development scholar, 
recently argued that development ultimate-
ly depends upon social mobilization rather 
than resource mobilization. He argues that 
problems encountered in trying to assist 
with tie developmental efforts of a country 
result from development planners who are 
pre-occupied with economi, development, 
and disregard the socio-cultural context. 
Socio-cultural relevance has been a "miss-
ing-link" in development planning. 

Three of the Report's most important 
recommendations directly address the issue 
of socio-cultural relevance: 

* 	Establish a program of 10,000 U.S. 
government-sponsored scholarships to 
bring Central Amc-ican students to the 
United States. 

* Carefully target participation of young
people from :ill social and economic 
classes, 

9 Adequately prepare them by providing 
English language training and any other 
required academic preparatory training 
in order to satisfy admission requirements 
for programs in the United States. 

In many ways the Caribbean and Latin 
American Scholarship Program considers 
the socio-cultural context of development as 
defined in the "Report of the Bi-Partisan 
Committee on Central America". 

The Agency for International DevJopment 
(AID) is charged with the implementation
of the Caribi- -an and Latin American 
Scholarship Program (CLASP). AID estab­
lished a regional fund of $225 million in 
grant assistance for the period 1984-1993 to 
provide training programs in the United 
States for selected individuals from the 
Caribbean and Central and South American 
regions. File CLASP program is divided 
into two separate regional projects, the 
Central American Peace Project (CAPS 
#597-0(X)1) and tie Latin American and 
Caribbea1 Regional Training II Project 
(LAC If#598-0640). CLASP would mini­
really train 10,000 "Peace Scholars" from 
Central America: 8.5W0 would be finded 
through CAPS with an additional 3,000 
funded through USIL; I.AC Ii would 
provide US scholarship opportunities to ap­
proximately 5,0(X selected Caribbean and 
South American Peace Scholars. 

The Kissinger Report stipulated that the two 
projectswould provide (1) "long-term" train­
ing in the U.S., largcly academics; and (2)
"short-term" or largely "technical training" 
for profes,,ionals and "blue collar" workers; 
and (3) evaluation. 

CLASI is to incorporate four programmatic 
elements now known as the "foreign policy" 
or "democracy" objectives: 
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* CLASP candidates are to be selected on 
the basis of membership in specific 
leadership groups which are of special 
local concern rather than in terms of their 
impact on more general development 
goals or objectives. 

* CLASP Peace Scholars are to have an 
opportunity to "Experience America". 

" CLASP Peace Scholars are to have an 
opportunity to share their culture and 
values with Americans. 

" The training Cl.ASP Peace Scholars 
received is seen as prcliminary to the 
most important 4spcct of the program, 
the developlment of strong ongoing 
friendship ties between Latin Americans 
and Americans as individuals as well as 
the application of training upon return 
home. 

Selection criteria, as a result, are to include 
the individual's financial need, academic 

performance, leadership potential, and 
membership in special groups identified by 
USAII) Mission such as women, rural and 
urban youth, Native American, Black or 
other minority groups. The areas in which 
training is to be provided are bascd on the 
ne."ds of the groups targeted for awards and 
consideration of: 1) the importance of the 
training to the development needs of the 
country; and, 2) the appropriateness of the 
training level to the requirements of the 
country. 

Fach Mission, according to the Kissinger 
Report, is to bear responsibility for day-to­
day implementat ion. Funds are to )e allo-
cated from All) Washington to UJSAII), on 
the basis of approved Country Training 
lans (Cl'l's) which are to be updated o1 an 

annual basis. The Missiom can elect to lise 
their own iiiiernal participant programning 

structure, or outside contractors. If outside 
contractors are used, however, Missions are 
required to justify contractor costs following 
Handbook 10 procedures. 

Each Mission is to -stablish a screening and 
selection comnmit,.2 with in-country im­
plementation responsibility for the 
Program, including follow-up and evalua­
tion activities after training. At no time is 
pre-selection or selection to be left in the 
hands of only one individual. 

According to the Kissinger Report, the 
CLASP (CAPS, IACII) program is primari­
ly conceptualized as a "people to people 
program," fo':using on the "people side of 
development". Its underlying asslimptions 
rest on the belief that people make a dif­
ference. 

In summary, several characteristics distin­
guish the CI ASP (CAPS, IAC 11) program 
from traditional All) training: 

First, the CI.ASIP training that is provided, 
while recognizing the priority political, 
economic and social development needs of 
thecountry isdetermined ly the needsof the 
groups targeted by the All) Mission that 
should minimally be scived - e.g., the 
economlically disadvantaigedl, womcn, as well 
as oilier targeted groups. 'raditionally AID 
training is determined by the needs of 
.pecific deve hpine tal projects and then 
people are identified for training. Typically, 
traditional All) training has not always been 
available to tie discinfranchiSed groups tar­
getcd by CUI ASP. 

Second, (I.ASIP traininfg has two corn­
pfcnvi. 'he first, I£xpcricncc America, 
provides train,ng in IU.S. (ulture. The goal 
is to acquaint participaits .,bort all phases 
of life in the Uniilcd States - family, work, 
local governinent, etc. 'he sccond coni-

I_-I ____________________________________ 



ponent, Skills Training is directed towards 
traditional training emphasizing short-term 
non-academic as well as long-term 
academic programs. 

Third, CLASP training is to be a m-x of 
short-term technical (2/3) and long-term 
academic (1/3). 

Fonrth, unless graduatte training is for spe­
cial colncern groups or the ecrionlmically dis-
advantaged, preference is given to train 
undcrgr;mduats rather than graduates in 'he 
CI.ASP long-term academic progran. UJ-
dcrgraduate training riced not have a degree 
as a major objective, minimally a one year 
course of study is preferred. Ail)acade[ic 
training traditiomlly is concentrated it !he 
gradu ate level aitid is degree oricnted. It is 
felt thlt Mission projects other than (AIPS 
should ,. used to provide graduate-lcvel 
traini g in C'enirll America. 

Fi.,i
Fifth, ('i ASiP' prima~ry attentiocn isdirected 
t(),ards traiiig programs that cdirilcc the 
priva te sector, instea(i of prgralis thait are 
dcvelopme nt pro iect rclated or ptublic sec-
tor related. Traditionally most All) train-
ing has been directed towards strengthening 
tle ptiblic ,Cctor. 

Sixth, AlI) is charged to look for ways to in-
V .1'e s;m )sor s in s,harinyg costs. 

S, verdi, the Missions are required in tile 
Ii hit J U.S. legislation, to place ten percent 

( f U'.ASP trainees in historically 1l1:ck col-
cgc, and universities (tl1CUIJ) and other 
rlilority institution,. 

Fighth, the ('IASP project is to allocate 
lily1ion, .peif ically for fornutive (process) 
cval tnation aid irripact viltnation. 

program. Ilowever, more delineation of ob­
jectives and procedures was needed to 
provide structure to the CLASP program. 
This was done through the AIDS/CAPS 
"Project Paper." 

TIE AlD-CAPS "PIOJECM'
 
PA1)E It
 

AIl's "Project Paper" clearly identifies the 
two target groups specified in die Kissinger 
Report. The Project Paper specified that of 
thio', trained in (1_ASP: 7()percent shall be 
C .Orlcllcdlly d: ladvti,Iay(nd that 4()per­

ent should he wucin. While other target 
gr,,ups, rural ,il urbhan youtlh and ethnic 
nih ritics tic ls 'dcntified ini the Project 
PhI:pe:, specitic pcr ccntge goals are not. 
'his le;''cs the filll "tsici :s to the level 
of participation in the har.ds ot Mission 
('I AS P nian;,crs. ('I AS P rnnln;,,gers ire to 

decide the go, 'Is fr oth. r specifically tar­
geted .1-,roulp according to the country's 

i deinographic coudfill(I,,. 

Tlhe Project li'aipr 5,peciiicd tha ':lach AID 
Mission in devchqpi lnIi rc-,, "reeliing and 
selecti m toroccdlir ,,, h t h: 

t)c.c(i airn cc a rili: iteeds ctiterion 
tof tcs nic w thet'.i nel d IlpuId nability 
of traineelt fiialnic a trip t tihe I mlity 
St aie.) 
S 

0 Select Trainee, Il Ite basis of an 
ecnorlic iieed criterion, rt or' the basis 
of developrilcrilt ()jCct ives. 

* Maintain irial sclection authirity within 
All). 

"'he Kissinger Report idenltified goals andIcr T Establish :i screening and selectionit' o e e cs n It i > 

for the CIA SP imple 11c(2 itiatio [rc isi iclity.p)1 vided som e direcion 

15 le me n ta tio n _mp lily_ _q__ms. 
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" 	Develop and implement follow-up 
training activities. 

" Develop detailed procedures that reflect 
the screening process outlined in the 
C. 

" 	Ensure that All) screening is separated 
from the selection process, and that 
screening is conducted by a broad-based 
cormiiiittee hIaving strong 
non-govern mental representation and 
not be in the hands of any o1, individual. 

lased( on the Kissi ger Rep)rt and AIl's 
Project Paper, training should iproide: 

" Tlhat the l'acsc ,cho!ar will be 
proygranii ed for specific activiltics which 
expoe them to a hroad cros -sCctioll of 
Americans aond )rovidc cm with an 
()pportlunity to learn and particilte in a 
varitv of cvent, and activities at the 
farily, loal, state anod nattioCl level. 

" That the LS. tfrainingrelct the two most 
Iinp rtant ohJcctivc,, of the ('hASP 

l)r),j:rami I) l)evh l and rmaintairiu 
onlgoingfk' tics betwcell ('lsta Rican 
Cilll'I allid 11.S. ('iti/cris and 
OT '.rflh/,a Ii' 

" 	 lhal shri t-term tr.Iinl,, be )ro graincd
fo)r artl aIverage, of tlu cc montlr in o)rder to 

inc'lode lte "l~xpcricncc Aicrica"CI ncr t, 

Slhat S,(X) ,cholarshil) be allocalcd forshiort-tcrru tratining prmgrairnl, 

" 'Ilht 	 h,, iw for1VX,,hlarhips awarded 
lony-tcrm (one to flo r year) 1)royrarn .. 
(I tcr .uldance h.1,, altered this fi.) 

nTctsarily have .r 	oleree .sa nllnaj)r 

objective. A minimum of one year of 
undergraduate training is preferred, a 
junior year abroad, AA level, other 
certificate programs as well as otiler 
programs requiring less than four years. 

e 	That orientation training should take 
place in more than one geographic area. 

It is within the context of the Kissinger 
Report, Al l)'s l'i oJect Paper and the socio­
culttural context of Costa Rica, th:t the Costa 
Rican CAPS progran (leveloped. 'lie fol­
owing highl ights how the CAPS Program in 
(Cost Rica integrat ed rd actualized the 
directions pro ildcd hy these forces. 

COSTA RICA: '1'IIIK (NTEXTUALF 
IIBAC( I () II N I) 

SOCIO-I'OLI k 'A/. SYS'17-M 

Costa Ricans promdly (decl;ire th;t they arethe only (cnr'tl Ancricarir who have had a 
democratic f i of g(1,'cirrhrrcr that has 
stood for thrce decadC,. 'Ilhcy A,,lprdly 
add thait hcy do 11ot i;ve a standilng Artmy 
nor d1oc their police force c;arry firearms. 
liheir pride rc,,V o tile f;ict that sinice 1949 
Costa Rica has hld a rcprcscntative 
retillicani povcIlrle cl l with its 
corNlinliutiOn. 

il1)otar ftr, 
tory ohs tia'.oig ll it frori that 
"' t c;It )f ( ()',t;1 Ric;r his­

)Iothcr ('crtral 
Aincricai and Souith Anwli( An coinitric,. 

lirst. aS a uinise' tic r o;t,e variety' of 

CotM1nmic and p(1il :ital circrustlllan1lce, arid 
,lmnP4l1nmrit taRcciion', iot( o did 
dhvc, p a (lit',i-Icilit.ili"l l -yst'e .l1.icwid.i 
Alill (onlrast (o it', nclr' hb) awihitc ark,­
u ;iIh 'cn; o lled landholding and 
tilinriati lli.,ik and Indian 'kavesas ;Iba.s
Of cfitrltic prodluction did riot devclop, 

ilcc_%_a____ a___________i%__a_____114, 



Thus, by the end of the colonial era, nearly 
all Costa Ricans regardless of their social 
standing, had become subsistence farmers, 
developing egalitarian traits that persist 
today. Second, Costa Rica unlike its Central 
American and Latin American counter-
parts, did not have to fight a war of inde­
pendence from Spain. Instead Costa Ricans 
gained their independence through peace-
ful political means. Peaceful political 
dialogue still embodies the Costa Rican na-
tional spirit. They profess to be truly dedi-
cated to consensus and compromise. 

ECONOMIC,YS"EM 

Costa Rica presently has a mixed economy. 
The government has expanded its economic 
role since 1948, now accounting for 60% of 
its (GNP. The underlyig rationale for amixed ecofl my rests on thle iot ion that un 
rest rai ned cpi talisn casets soti()-
CCrlannIi ilOcatio1s aed ineqiilities,
Slie )llt i(0 is for tie On inlit t con-

Tr ai tiet free market th roueh its cotstrC-
tive i vlcriienit ii the conomy in ordler to 

rcditt iktc income and to improve the 
Iivia, ,,anidard,, of the poor. hle (osta 
Hici' ipl icy ha, bcen to keep military ex-
IpCedittrc, quite low, and expenditurcs for 
cdticatlion arid health high thus improving 
Ic qmality of life for its citizen. 

( )bse rvrs of the economi scene point out, 
howcvcr, that exce siwe goernent control 
has produced a large bureaucratic storoct re 
Mhikh i1) ])"Ift inCficicnt ad ineffectiveC. 
( 'nciqe Ctiitly -,onc bclicc that there 
, hImulhl be a1"hilt tw.id%', enhancin, the par-
ticipatiorn of irodluttive ii(fividudia, arid 
p~rivaIte fit i ,. ()n theO ilicr hi.inl, obetcr,, 
fr n the left iist tltl th re is a growing 
,OciO-ccOM iM1in iric(uality.ia d ; rii'-diri-c­

tion of social services from the needy poor 
to the middle class. Although many believe 
that a public sector administrative reform is 
long overdue, it does not seem likely that the 
government will cut back the number of 
public servants. 

Costa Rica's economic strength rests with its 
two major exports, coffee and bananas. It's 
economic development is particularly vul­
nerable to market fluctuations in those com­
modities, as it is to the price of oil a primary 
report. Market fluctuations in these three 
areas, along with world-wide inflation and a 
corresponding devaluation of the Colon, has 
caused an enormous imbalance of payments 
with its foreign lebt. Costa Rica has histori­
cally been reluctant to install tax reforms to 
address this imbalance due to pressures 
from the private sector. 

'[his economic im~balance, along with the 
political )rollems of its close neighbors,
makes Costa Rica a fertile soil for a host of 
social, political, and economic problems. In
mid- 1983, for example, one of the more im­portant contextual variables influencing 

Costa Rica's democratic institutions was the 
possibility of a military invasion of. some 
('entral Ame rican countries by anti-com­
mu iist forces. If this had happened, it would 
have increased Costa Rica's economic and 
social problems to an unibearable point. 

EDUC, 77ONA L.SYSTEM 

Costa Ricans have beert committed to free, 
universal, ard scular public education since 
1824, when art intcgrated primaryschool sys­
ten be,,in to devclop scparately from the 
H(ormanu ('aiholie ('hirch. I lowever, public 
coticatior long remained a benefit for the 
elite, available mainly in urban areas. 
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Basic education is now compulsory. To less-
en regional differences in the availability of 
educational services, a series of legislative 
measures were enacted towards expanding 
such services. More teachers were trained 
and innovative educational measures were 
adopted with the goal of upgrading rural 
schools. Costa Rica achieved its goal of 
providing "basic education" (i.e. Grades 1-9) 
to all. As of 1984, there were 140,281 stu-
dents enrolled in "urban" schools: public, 
private, and semipublic; 210,377 were en-
rolled in "rural" schools. 

Although primary and secondary education 
isconsidered "free" in Costa Rica, there are 
some costs that must he incurred by the 
family--e.g., school books, supplies, and 
uniforms. Tile ultimate effect of these costs 
is to limit the access of the poor to secondary 
and post-secondary education, 

Costa Rica's developmental needs include, 
but are not limited to, the areas of: 1) In-
creasing agricultural production, diver-
sification, and marketing; 2) Strengthening 
democratic social and political institutions; 
3) Increasing development of and support to 
private enterprises, especially the economi-
cally disadvantaged; 4) Increasing the ac­
cessibility of the poor to secondary and 
post-secondary Cdtication. 

TIlE COSTA RICAN COUNTRY 

TRAINING PLAN 


CAIPS program objectives and design direct-
ly evolved from key foreign policy state-
incnts expressed by the Kissinger 
(onmission, the All) Project Paper (PP) 
and further refined by All) staff in Costa 
Rica in the Country Training Plan (CITP). 
Figtire 1.2 traces these principal )olicy state-
ments in the Kissinger Commission Report, 
to the All) Project Paper and study. 

In response to the PP, a 1985-1989 Costa 
Rican Country Training Plan was prepared 
in 1985 and updated in 1987. The 1987 GYP 
clearly stated the CAPS objectives as: 1)en­
suring a more equitable participation of in­
dividuals who would otherwise be unable to 
study in the U.S., particularly those with 
limited economic resources, women, Backs, 
and other disadvantaged indigenous groups; 
and, 2) expanding the focus of the Mission's 
training activities from conventional project 
related training to training in new fields. 

The Costa Rican Training Plan (C-P 1987 
update) summarizes the Mission's underly­
ing rationale for the CAPS implementation 
design and efforts towards countering Soviet 
Bloc strategy. The rationale includes: 
reaching leaders and potential leaders in a 
broad spectrum of social, economic and 
political areas, especially those who already 
or are most likely to influence opinion and 
policies in the future; giving access to the 
financially disadvantaged and other target 
groups; granting awards to some prior Soviet 
Bloc scholarship recipients; and providing 
training at the same levels as the Soviet Bloc 
countries, with tile exception of primary 
education. 

Selection quotas for rural populations were 
not stipulated in the PP; however CAPS 
managers give high priority to the inclusion 
of a large number of Trainees from rural 
areas in all programs. Rural is defined by 
the Mission as including tile whole country 
(except for metropolitan San Jos6 and the 
provincial capitals of Cartago, Heredia and 
Alajuela). Special attention is to be given to 
candidates from the province of Lim6n, 
which has a large Black population, and the 
southern regional areas. To date few 
Trainees have been selected from these 
areas. 

1-8
 



With respect to the economic criteria re-
quired for the screening and selection of 
Trainees, CAPS Managers exercise the dis­
cretion afforded by the AID Project Paper 
to develop different economic means 
criteria in accord with the program3 con-
sidered appropriate for Costa Rica (see 
Chapter Two). The PP's mandates n, forty 
percent women and seventy percent 
economically deprived are maintained, 

THE CAPS PROGRAM 

The CTP in Costa Rica specified that CAPS 
training should consist of two elements: Ex-
perience America, and Skills Training (i.e., 
technical or academic). Exposu-e to the 
United States is to be achieved through 
home stays and other face-to-face activities, 
Homestays are central to the Experience 
America component and are requiied for 
both short-term and long-term programs. 

CAPS program managers argue that there is 
a greater political benefit when the'Trainees 
are young. The Mission's selection criteria 
emphasizes awards: 

* 	to minorities, and to individuals from 
rural areas, as well as to those who have 
not had previous opportunities to visit theUnited States; 

" to those with demonstrated leadership 
potential. Leadership potential isdefined 
as including those with influence, or 
potential influence as opinion-makers in 
the public eye, such as journalists, or 
artists; 

" to those with relevant work experience as 
well as the importance of the proposed 

field of training to Costa Rican needs for 
short-term training; 

* if applicable, to those with a good 
academic record in their high school, 
undergraduate and gradiiate programs. 

The following sections describe each of the 
four programs developed in the CU'P for 
realizing the CAPS objectives outlined 
above: 

Short-termProgram:The major objectives of 
this program are to offer training oppor­
tunities to individuals in fields which have 
not previously received AID scholarships, 
and to establish links between leaders in 
various fields in the United State-,and Costa 
Rica. 

The implementation design includes three 
types of short-term programs: (1) atten­
dance at existing courses given by U.S. in­
stitutions: (2) participation in an 
individually tailored course at a U.S. institu­
tion; and (3) observational travel and par­
ticipation in seminars and workshops 
connected with the field of interest, includ­
ing travel in the U.S.. Each group will 
receive, in-country, one week of survival 
English training. In most cases, the short­
term Trainees will use interpreter's services 
while in the U.S. 

The goal for FY 1985-89 is to send ap­proximately 835 (later revised to 1,325) 
Trainees to the U.S. 

Fhe High School Program: This program is 
regarded as a short-term technical program. 
The objectives of the high school program 
are for Costa Rican youth to live with 
Americans and experience American daily 
life, to appreciate and learn about its values 
firsthand, and to be able to share with their 
classmates at home what they have ex­
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perienced and learned. The program is not 
open to high school seniors. The average 
length of the program is six months. The 
Trainees receive English Language training 
and orientation to U.S. culture in-country 
prior to their trip to the U.S.. 

The goal for FY 1985-89 was to send ap-
proximately 750 high school students. This 
was revised in FY87 to 780 students. 

Undergraduate Program: The under-
graduate program is an academic program. 
Selection requires previous completion of 
two years of post-secondary training, 
Trainees finish their undergraduate degree 
in the U.S.. Trainees receive up to six 
months of English language training or until 
the Trainee reaches an intermediate level of 
English language proficiency and an orien-
tation to U.S. Culture. 

The goal for FY 1985-89 was to send 124 
Trainees for long-term undergraduate 
study. Study would require two years. The 
goal was revised in FY87 upwards to 166 
Trainees. 

The Graduate Program: The graduate 
program is an academic program. The 
graduate program is not a primary focus of 
CAPS; however, CAPS managers regard the 
inclusion of graduate training necessary as 
the Soviet Bloc places a high premium on 
this group in Costa Rica. In addition, 
CLASP program managers argue that the 
underlying philosophy of CAPS is to target 
leaders, and it is most likely that future 
leaders of Costa Rica are within this 
graduate level group. Compared to other 
Central American countries, Costa Rica has 
substantially more graduate level education. 
Significant portions of graduate students are 
not from the elite groups of Costa Rican 
society. Thus, Trainees could be selected 
from this area and still meet the underlying 

CAPS requirements of reaching economi­
cally and socially disadvantaged popula­
tions. Trainees receive six months of English 
language training or reach an inter nediate 
level of proficiency, at which stage they 
would be sent to the U.S. to complete their 
language training concurrent with their 
orientation to U.S. Culture. 

SUPPORTSERVICES 

Three types of support services are 
provided. Some of the services are supplied 
to all the training groups and some are 
designed for groups or individuals with 
specific needs. 

First, all groups receive in-country pre­
training orientation and training. Second, 
family support is offered to those Trainees 
with limited economic resources. This sup­
port is in addition to the usual pre-training
and training costs, and the normal stipend. 
Third, remedial instruction is provided for 
those candidates otherwise worthy of selec­
tion. 

As of September, 1987, 740 Trainees have 
come to the U.S. since inception of the Costa 
Rican CAPS program almost three years 
ago. This program isdistinguished in a num­
ber of ways: A wide range of Trainees from 
all parts of Costa Rica have been identified 
for participation in CAPS. Although 
primarily focused on developmental ac­
tiviries (broadly interpreted to include non­
traditional AID areas), the prcgram has also 
reached such group; as performers and ar­
tists. The role of the artist is substantially 
different in Latin America from that in the 
U.S. In Latin societies, the artist has sig­
nificantly greater social and political in­
fluence. The Soviets have consistently 
offered scholarships to musicians and artists 
from all over Latin America. 

!-1t___________________________ 



We must also note that the ability to focus
 
on a wide range of Trainees is in part due to
 
the existence of such groups in Costa Rica.
 
The country is quite different from its neigh­
bors and requires different approaches to
 
realize CAPS objectives. As a result, the
 
CAPS program in Costa Rica has:
 

" Taken more risks than those in other
 
countries, vis-a-vis selection of
 
non-traditional groups and provision of
 
significant in-country training prior to
 
departure. Frogram managers have
 
displayed considerable creativity in
 
design and implementation of the project.
 

" Successfully maintained substantial
 
distance between itself and traditional
 
AID training.
 

" Decided not to contract out the
 
in-country portions of the program,
 
preferring to have more direct control
 
over the implementation.
 

" Placed considerable time and effort into
 
program start-up and design.
 

" Assigned a high-ranking Foreign Service
 
Officer, as project director, (evidence of
 
the importance Mission management
 
placed on the project).
 

" Appropriately staffed the CAPS
 
program.
 

In sum, CAPS objectives and program 
design closely reflect the thrust of the Kis­
sitiger Report, AID's Project Paper, and are 
consistent with Costa Rica's Country Train­
ing ilan. 

The following Chapter describe:- the efforts 
and successes of the CAPS Program 
Managers in reaching the populations tar­
geted in the CUP. 
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CIIAPT R TWO 


WHO IS BEING SERVED --
WHO BENEFITS? 


INTRODUCTION 

This section considers the question: To what 
extent is the program reaching its intended 
target population? We will also comment 
on the participation of special subgroups of 
the target population (e.g., male and 
female), to assess the degree to which they 
are participating in the types of services of­
fered. The economic needs test will be 
analyzed to determine the extent to which 
the Costa Rica program has defined and im-
plemented the selection of economically 
disadvantaged Trainees. The Mission's 
computerized CLASP information System 
(CIS) provides the da that describe total 
awards granted from FY 1985, 1986, and 
1987. The discussion that follows describes 
how these awards were distributed to 
woman, rural-urban Trainees, and the 
economically disadvantaed. 

RESULTS 


Is the population targeted in Costa Rica for 
the CAPS Program being served? 

Yes. Figure 2.1 demonstrates that the Costa 
Rican Mission selects Trainees according to 
established selection criteria, consistent 
with the Kissinger Report, AID'S Project 
Paper and Country Training Plan (i.e., 
women, leadership, and the economically 
disadvantaged). As of September, 1Q87, 742 
Costa Ricans were trained through CAPS. 
These Trainees were classified as follows: 
women, 309; leadership, 730; economically 

disadvantaged, 706; and youth, 294. (As 
Trainees may be classified under more than 
one category, the totals for each category
should not be added, in order to avoid 
double counting. For example, a women 
who is economically disadvantaged would 
be classified as both economically disad­
vantaged and female.) 

SELECTION CRITERIA 

Youth 

L I1-] 

M 

Ethnc, i,,,,,O , N-3W 

Econ., Di-"Ma,-

Rural ,,,8] I 

0 20 40 WICA ,,
COSTA RICA 

Figure2.1
 

Please note that almost all Trainees were 
selected on the criterion of leadership and 
economically disadvantaged. This reflects 
the priority given these criteria by the Mis­
sion. As policy, to the extent possible, all 
Trainees must be leaders and economically 
disadvantaged. 

Did women receive a 40% share of the 

awards? 
Yes. In FY 1985, 21% of the total awards 
we In to % of the total1985, 21 


were granted to women; 46.6% of the total 
awards in FY 1986; and 37.7% of the total 
awards in 1987 were granted to women. 
(Figure 2.2) 
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Consistent with the AID Project Paper and 
Country training plan, the overall total per-
centage of awards to women since the 
program's inception is 42%. 

GENDER OF TRAINEES 
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With respect to women as a target group, it 
isnecessary to analyze both the quantity and 
the quality of the award to determine if the 
awards are in meaningful training areas 
rather than token efforts to involve women 

by restricting them to insignificant training 
programs. 

Is there any difference between the type oi
training offered to men and women? 

No. The quality of awards offered to women 
does not differ from that awarded to men 
with respect to awards of academic and 
short-term technical scholarships. (Figure
2.4) It is assumed that as academic scholar­

87ships may cost up to 20 times more than a 
typical short-term program, the academic 
awards are more valuable. Academic and 
Technical awards were granted almost 
equally to women as they were to men. (The 
data from the high school program has been 
excluded from this analysis as only those 
Trainees who ha\e completed high school 
are eligible to receive academic scholar­
ships). 
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Has Costa Rica met its targets with respect 
to awards given to rural populations? 

Yes. Although there is no concrete policy 
mandating a set percentage for rural-urban 
distribution, program managers gave 
preference to candidates fr t rural areas. 
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Program Managers also iden.ified as 
eligible candidates those from economical-
ly deprived urban areas (such as one might 
find in San Josd) and those from urban areas 
who are involved in rural development, as 
rural. Figure 2.5 traces the results of those 
decisions with respect to the rural criteria, 
by quarters, for fiscal years 1986 and 1987 to 
be able to show the trend over time. 
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Figure 2.5 

Has Costa Rica met its target with respect 
to awards given to the economically disad­
vantaged? 

Yes. Figure 2.6 reveals that most awards 
were granted to the economically disad-
vantaged as defined by the Mission and 
coded into the CIS. 
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ECONOMIC MEANS TEST 

RESULTS 

What is the Mission's criteria for identify­

ing the economically disadvantaged? 
The criteria suggested in the Kissinger 

Report (i.e., the inability to afford to come 
the U.S. for study) isnot well suited to the 

Costa Rican situation because it would in­
clude 99% of the Costa Rican population. 

AID Project Paper, in turn, required 
every Mission to develop a universal 
(country specific) economic means cest (i.e. 
criteria to be used to determine income) for 
selection. It is extremely difficult to develop
and reliably document an economic means 
test, and the conventional criteria based on 
individual salary or family income is not to­tally valid in the case of Costa Rica. Thus, 
the Mission established different economic 
means tests for the various programs and 
groups within programs. 

The Mission's approach was to first identify 
discrete populations from which to draw
candidates. These populations include: 1) 
those with elementary education; 2) high 
school students; 3) university under­
graduates; 4) university postgraduates; and 

5) those fulfilling other fundamental 
CLASP criteria, such as leadership. The 

then identified special selection 
criteria for each group. CAPS staff 
developed a creative and a more realistic 

system based on a weighted scale 
and a point system for each group. The sys­
tem considers such elements as grade-point 
average, place of birth and place of work, 
financial situation and leadership and/or 
community activities. The elements used in 
the system are weighted slightly differently 
according to the program for which Trainees 
have applied. 



Is the Mission justified in using a different 
economic means test for the four programs? 

Yes. The use of different economic means 
criteria isjustifiable as the pools from which 
to recruit candidates for each of the four 
programs vary greatly. The Mission deter-
mines selection based on some degree of so-
cial well-being. There is no single indicator 
for social well-being. Thus the Mission uses 
surrogate mea:,ures such as: 1) level of 
education; 2) income, individual and family; 
and 3) piace of residence/work (rural or 
urban). The following discusses each, of 
these measures in the Costa Rican context. 

ANALYSIS OF ECONOMIC MEANS 

TEST CRITERIA 


Level of educationalattainment: Currently 

Costz Rican enrollment for basic education 

(grades 6-11), is almost universal (99.5%). 

In contrast, ten years ago, this figure was 

68%; and completion of secondary or tech-

nical high schools was only 42.5%. Thus, if 

the Mission were to use low educational 

achievement as a universal element in an 

economic means test, i#would discriminate 

against target groups with younger ap­
plicants (since the average years of chool-

ing of these younger applicant groups is
much higher than that of ten years ago). 

Using level of educational achievement is 
also problematic in selecting under-
graduates and postgraduates. The pool of 
university students and post graduates avail­
able for CLASP training may be assumed to 
be economically better off than the non-
university population. If the Mission 
restricts its selection to the poorest univer-
sity students, the pool of available can-
didates would shrink substantially. The 
resulting pool of "poor" university under-
graduates and postgraduates may contain 

very few of the proven young leaders. Thus, 
to choose only from this pool would serious­
ly jeopardize the mandate to select leaders 
and potential leaders. However, some of the 
poorest of the poor do reach the university 
level, and CAPS staff in Costa Rica are sen­
sitive to this fact. In any case, final selection 
in Costa Rica is based on the total evidence 
gathered about the candidate, including a 
screening and a selection interview. Thus, 
educational achievement, although helpful 
in indicating economic need, is not sufficient 
by itself. 

Salaryorincone: The ust. of parents' salary 
(in the case of the younger unemployed 
Trainees), or employed Trainees, is not en­
tirely valid either. It ispossible that a great 
number of Costa Ricans have only one 
source of income that is traceable by some 
type of official document. However, most 
economies in Latin America have large in­
formal sectors, and many families may have 
additional sources of income that are not 
declared or traceable. For example, women 
participate in many cottage industries and 
this source of income is usually invisible. 
(Similar rationale couldbe applied to a com­
posite of family income.) 

Even if income could be measured accurate­
ly, income is not the same as wealth. Somefamilies may have great wealth but low an­nual income. Since we are seeking a 
measure of social well-being, wealth would 
be a better indicator. But wealth is equally 
difficult to measure. 

CAPS Staff in countries other than Costa 
Rica establish criteria for estimating wealth 
even for rural families by counting such 
items as household appliances, automobiles, 
etc. The objective of using these measures 
is to separate out the relatively better off 
people from those who are very poor. 
However, we have seen cases where a rural 
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farmer, through his and his family's hard 
work and irdustry, has risen to a position of 
relative well-being in this community. Al-
though still poor, the farmer is better off 
than his neighbors. This type of person isan 
appropriate CAPS target (many would 
argue that industrious rural farmers are the 
most relevant CAPS targets.) However, 
ironically, using a strict economic means 
criteria as outlined above would lead to the 
rejection of this farmer. 

Geographical residence: It is generally 
believed that those in rural areas have fewer 
social opportunities based on the lower 
quality of school teachers, and general level 
of economic development than these in 
urban towns. Thus, typical applicants com-
ing from rural areas would more likely have 
a lower level of social well-being. Conver-
sely, the urban pool of applicants would on 
average have a higher level of economic 
well-being. However, there are sections of 
urban areas which have economically disad­
vantaged populations which would not be 
selected if rural residence was the fun-
damental criteria for economic handicap. 

The above discussion argues that each 
criteria by itself might not be a reliable in-
dicator of the economically disadvantaged, 
However, as each indicator reflects an 
aspect of economic well being, if they are 
used collectively, they would provide a 
profile which could be scaled to provide a 
more accurate assessment of economic 
need. That is, if three out of four indicators 
suggest economic need, chance; are that 
such a need exists. 

The advantage of the I [all typology is that it 
provides a very quick screening procedure 
to assess the economic needs of CAPS ap-
plicants. She uscd a comlbanation of in-
dicators to arrive at a level of economic need 
for each geographical area in Costa Rica. 

Thus, if a prospective Trainee indicates on 
their application form the address of their 
elementary or high school, one could use the 
economic well-being rating for that area as 
a "proxy" for the applicant's level of 
economic disadvantaged. If used as a 
prescreening device, it would facilitate the 
applicant review process. 

Is the selection procedure established by 
Costa Rica adequate? 

Yes. The Mission has a carefully designed 
and functional selection procedure for the 
four groups of Trainees. However, Mission 
staff spend substantial time reviewing 
numerousapplicationstoselectTraineesfor 
the undergraduate and postgraduate 
programs. Mission staff might consider 
using a simpler review process during the 
first review stage. 

RECOMMENDATIONS 

We suggest categorizing applicants by using 
a system such as that described in a recent 
study by Carolyn Hall. Hall's study, "Costa 

Rica: A Gcographical Interpretation in His­
torical Perspective", offers a base for usage 
of the term "urban-rural" in the Costa Rican 
context. She divides the country into four 
districts based on levels of wealth and wel­
fare (provision for social services). Hall 
posits a welfare scale based on the relation­
ship between income, geographic location 
and welfare. lie- system is useful because it 
measures inequalities that, while perceived, 
have not been empirically documented. 
Her resulting topology recognizes that in­
come alone is not a sufficient indicator of
socio-economic well-being. Other popula­
tion data are used as indicators of the rela­
tive importance of the different villages and 
towns as are measures of their functions. 
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It would be interesting, therefore, to apply
Hall's topology to the Costa Rican case SUMMARY AND CONCLUSIONS 
categorizing the level of wealth and welfare 
according to geo-political space. CAPS managers in Costa Rica developed
Pronounced differences in regard to levels excellent procedures for identifying; and 
of wealth and the availability of social ser- selecting Trainees among those groups tar­
vices(e.g., welfare), are indicative of geted by CAPS managers. A breakdown of 
regional imbalances. Figure 2.7 was total awards reveal that women received 
developed using Halls' categories of m.st training comparable to that of men. Over 
urban, urban and rural, and the pcrmanent 40% of all Trainees were women and the 
address reported by the Trainees on his/hcr majority of Trainees were economically dis­
bio-data sheet. (Note, it would be much bet- advantaged and rural. These data indicate 
ter, at least, in the case of th, under- that CAPS managers exceeded 
graduates and graduates, to use the address AID/Washington goals in these areas. 
of the high school attended, and in the case 
of short-term awardees, either the primary 
school attended or their present work ad­
dress, or a combination of the latter two.) 
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CHAPTFER THREE 


TRAINING: WHAT 
SERVICES!ACI'iVITIES 

WERE PROVIDED? 

INTROI)UCFION 

As noted in earlier chapters, AlI) training 
traditionally Consists of identifying the 
country's development needs, designing 
projects to meet those needs, and (when 
necc,',sary) searching for the people to be 
trained to effect those projects. In cntrdst, 
lie recoinicn(lations from the Kissinger 

Rc;H ) rt andi tile All) Project Plaper call for a 
totally different approach. The CAPS train-
ir,process requires that the groups to be 
tained must first be identified, their train-
ing needs as~se,,Icd, these needs matched to 
tie country's development needs, and the 
training designed and implemented. CAPS 
training is comprised of two components. 
()oie component, Experience America, is to 
provide opportunities for the Costa Rican 
Trainees to see and( experience firsthand 
I1.5. life, customs, its peoples and to estab-
lish links between Costa Rican and U.S. 
citizens. The other component is to provide 
skills/education training which is not to be 
developmlnt project related but which is 
needed to assist Costa Rican progress. 

The purpose of this chapter is to describe 
di assess the extent to which the CAt'S 

training process has been realize(] by assess-
ing how tie training objectives outlined in 
the (P have been me. Consequently, ml 
this chapter we first describe the back-
ground of the Costa Rican Trainees (i.e., 
demographic characteristics, education and 
occupations as it relates to training needs). 

Second, we discuss the training services 
provided, highlighting the Experience 
America and the Skills Training com­ponents. Third, we examine the quality of 

the training provided and conclude with 
training recomiicndatioiis. 

Data for this chapter are drawn from the 742 
Trainees in tire C.I.S. as of September 1V87. 
This information is supplemeuited from :n­
terviews of 244 Trainees (out of 490 
Trainees) who had completed training and 
returned to Costa Rica as of June, 1987. 
(This represents almost a 5(YI sample of all 
returned "T'rainees in (?osa Rica since 
CAPS was first initiated.) Information is 
also drawil frot 105 iFxit Qtestionnaires 
that were received from tile 742 Trainees 
who were trained by the CAPS prograni as 
of September, 1987. (Theresponse rate for 
the Exit Questionnaires was very low (14%), 
owing to a failure of the training contractor 
(P.1.E.T.) to administer the CAPS evalua­
tion instrutnents.) Consequently, unless 
otherwi:;e noted, data regarding services 
provided will be drawn primarily from the 
interviews of Trainees after they had com­
pleted training and returned home (i.e. 
returned Traines). 

TRAINING NEEDS 

The typical Costa Rican CAPS Trainee is a 
25 year old rural male who works ir: thC 
public sector (e.g. public schools). The 
Trainee is selected on the basis of being 

economically disadvantaged, rural, a leader 
or from another special target group. TheTrainee's mother and father had six years of 
education. The type of training provided the 
Trainee is a short-term skills or professional 
training program. This composite descrip­
tion, though surnative, indicates that the 
implementors -re selecting the kind of tar­

get groups appropriate for CAPS. 
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What is the gender of the Trainees? 

Slightly more thanl half (58%) of the 
Trainees are males. (Figure 3.1) 

[U FTW 

Ma" 

COSA RICA N-742 

Figure 3.1 

What is the average age ofthe Trainee prior 
to selection? 

'Ilie average agc of the Trainee prior to 
selection is25.4 years.The youngestTrainee 
selected is 14.5 years, and the oldest is66.5. 

What is (fie number ofyears ofschooling of 
the Costa Rican CAPS Trainee prior to 
selection? 

Figure 3.2 provides information on the years 
of schooling of the Trainees prior to selec­
tion. Most Trainees minimally completed 
somcjunior high or high school. Almost half 
of the Trainees completed between 7and 12 
years of formal schooling (49.6%) and the 
other half one year of college (46.1%). 
1lowever, less than one-fourth (21.8%) of 
the Trainees had obtained a four year 
university degree. Only about 4.3% of the 
Trainee; had completed from one to six 
years ofschooling. The level ofslchooling be-
tween Costa Rican men and women did not 
differ. 
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Do most Trainees come from rural areas? 

Yes. Information on rural/urban dis'ribu­
tion is available for all the Trainees. Based 
on IHall's topology discussed in Chapter
Two, of the 742 Trainees served through 
September, 1987, approximately two-thirds 
(66.5%) come from rural areas, ap­
proximately, one-fourth (26.9%) come from 
the most urban areas (i.e., San Jos6, 
Ileredia, Cartago or Alajuela) and only 
6.6% come trom less urban areas (i.e., 
Grecia, Liberia, Palmares, and San Ram6n). 

Is there a difference in gender by rural or 
urban locality? 

No, overall. While proportionately slightly 
more women than men are from rural (69% 
and 65%, respectively) and urban areas such 
as Grecia, Liberia, Palmares and San 
Ram6n (8% and 5%, respectively), fewer 
women than men are from the most urban 
areas such as San Jos6, Heredia, Cartago, or 
Alajuela (23% and 29%, respectively). 
(Figure 3.3) 
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CAPS TPAINEES BY GENDER AND URBAN CAPS TRJJNEES PARENTS YEARS OF 
AND RURAL LOCALITY SCHOOLING COMPLETED 
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Hlow many years of schooling had parents30 Fwn.education.EThe low average level of education of Costa 
of Trainees completed prior to the Trainees' 
selection? 

Mothers of Trainees- "typicallyhad much less 
scoo°lingth me'than theirChildren. .,.Information 

on he yarsofschooling com-oters 
pleted prior to the Trainees selection is 
availahle fo~r only one-third of the Trainees 
as this information was not collected in the 
first year of the program. Those mothers for 
whom data are available tended to fall into 
two categories, those who had six years 
"(34%'J), and three years (14 %) of education.

It is interesting to note that only 0.4% com-

plcted twelve years, only 0.8% completed 
eighteen years o.f schooling, and 6.8% 
reported no schooling at all. 

l'athers of CAPS I ralnees also had far fewer 
years of schooling than their children. Infor-
niation on tihe fathers' years of schooling 

completedI isalso available for onlyoone third 
aN-=

of all Costa Rican CAP~S Trainees. Of those 
CAPS Trainees for whom data arc available, 
most of their fathers had completed either 
six years (29.(1%), three years (12.1%), or no( 
(iero) years of schooling (10.8%). (Figure 

Rican CAPS Trainees' parents indicates that 
the mission is selecting from the disad­
vantaged. While many of the Costa Rican
Trainees have more schooling relative to 
Latin American standards, in many cases the 
Costa Rican Trainee is the first generation 
of his/her family to receive high school and 
universit euctin 

t lg, 

What is the area of preparation of Costa 
'Rican CAPS Trainees p,,rior to, ,,raining? 

Most of the Trainees had been prepared in
Education (40.9%), and agriculture 

(10.4%). (Table 3.1) Public Administration 
(3.8%), Engineering (3.5%), and Business 
(3.5%) arc also areas from which Trainees 

were drawn. 
"r'Au 3.1 
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What occupations do Costa Rican CAPS 
Trainees have prior to selection? 

Trainees most frequently classified their oc-
cupations prior to selection as student 

(48.0%) [the majority are 4-H] and profes-
sional (28.6%). This ratio does not vary if we 
look at men and women separately. (Table 
3.2) 

Within each of the represented occupations, 
the percentage of male workers in business 
(3.0%) and management (4.9%) generally 
exceeds that of female workers (0.3% and 
0.3% respectively). (Table 3.2) More males 
are unskilled workers (7.4%) than are 
women (4.2%). 

TABLE 3.2 

CAPS SCHOLARS BY SEX AND OCCUPATION PRIOR 
TO SELECTION 

OCCUPATION FEMALE MALE TOTAL 
N=309 N=432 N=741 

PROFESSIONAL 31.7% 26.4% 28.6% 
BUSINESS .3% 3.0% 1.9% 
MANAGER 
'TIINICIAN 

.3% 
3.2% 

4.9% 
9.3% 

3.0-% 
6.7% 

SKILIED WORKER 
SEMI-SKILLED WORKER 

6.5% 
.3% 

2.8% 
1. 

4.3% 
1.2% 

UNSKILLED WORKER 4.2% 7.4% 6.1% 
S-UDENT 53.4% 44.2% 48.0% 
OTIIER 
TOTAL 

0.0% 
99.9% 

.2% 
100.0% 

.1% 
10o.o% 

Is Costa Rica selecting Trainees from the 
private sector? 

Yes. Trainees are selected almost equally 
fiom the private sector (36%) as from the 
public (governmental) sector (38%). 
(Figure 3.5) Of the 742 Trainees, 449 wereob 
employed at time of selecti(,n. Trainees 
employed in the public (governmental) sec-
tor includes those that work for the public 
school system. Of those trainees in the 
private sector, 18% work for non-profit and 
18% for private for-profit sub-sectors. The 
autonomous sector is also well represented 
(24%). 
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What are the training objectives of the 
programs offered to Costa Rican Trainees? 

The 	majority (56%) of all Costa Rican 
m

Trainees entered the CAPS program to take 

some type of short course or job related
training. (Figure 3.6) The remaining
Trainees planned to obtain a Bachelors 

(7%), or a Master of Arts or Science degree
(6.0%). 
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Does the type of training received by Costa 
Rican CAPS Trainees differ for men and 
women? 

No. Of the 742 cholarship recipients, 58% 
were men and 42% were women consistent 
with AID/Washington goals. The distribu-
tion of men and women in academic and 
technical training almost parallels the over-
all distribution, about 14% of both men and 
women were academic Trainees. (Figure 
3.7) 
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Figure 3.7 

Based on the personal characteristics of the 
CAPS Trainees outlined above, Costa Rica 
developed programs to provide CAPS 
Trainees Experience America and Skills 
Training. The following sections discuss the 
services provid-d. 

WHAT SERVICES ARE
 
PROVIDED? 


This section describes the services provided 
to CAPS Trainees selected by AID/Costa 
Rica. The discussion isorganized into four 
sections: The first section describes the extent to which the types of training offered 
are consistent with the CI. The second 

section presents data on implementation of 
the two required training components: Ex­
perience America and Technical Skills 
Training. The third section examines the ex­
tent to which specific generic organization­
al processes needed for eft ctive training are 
present. The fourth section summarizes the 
data that describe the extent to which the 
two CAPS objectives are realized. 

TYPES OF TRAINING AND THE 
CTP 

Are the Costa Rican CAPS Program and 
Trainee goals cited in the Country Training 
Plan being met? 
lne nte.ot Rcn-P-r eigmt 
Yes. The Trainee and program goals out­lined in the Costa Rican CTIP are being met. 

The Costa Rican CTP states that the CAPS 
program is to be divided into 4 distinct 
Training programs each of which is to have 
an Experience America and a Skills Train­
ing component: 1) the short-term program 
offers technical skills training which lasts a 
month or more; 2) the high school program 
places high school juniors (mostly from rural 
areas) in U.S. homestays with 4-I-I and AFS; 
3) the undergraduate program places Costa 
Rican university students in U.S. schools to 
finish degrees; and 4) the graduate program 
offers Master's level training. The following 
describes the training activities provided in 
each of these four training programs in 
tern,. of training objectives. 

Is AID/Costa Rica meeting its objectives in 
terms of the number of Trainees for the 
short-term program? 

Yere e hdre seventy (3 oramnee 
were selected for the short-term program todate: 32 in FY 1985; 190 in FY 1986; and 148 
in FY 1987. This exceeds the original CAPStarget of 275 Trainees. Noteworthy, the 
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CAPS Manager increased the number of 
scholarships awarded as a result of cost-ef-
fective programming (see Chapter Five). 

As stated in the CTP the general objective 
for the short-termi program is two fold: 1) to 
offer training opportunities to individuals in 
fields who have not previously been eligible 
for AID scholarships, and 2) to expose 
private sector leaders to the U.S. and its 
business practices. 

Trainees are selected in areas where no All) 
projects are currently active. Moreover, 
some selection is made inareas where All) 
traditionally does not participate. For ex-
ample, Trainees have come from areas such 
as dance and music. The Mission (Lully jus­
tifies these selections from the Fine Arts 
field based on the major CAPS objective of 
countering Soviet influence among these in-
fiUential groups. It should be noted that ar-
tists often have much more influence in the 
Latin American context than in te 
American. Many renowned writers, for ex-
ample, have served as Ambasadsrs from 
Latin America. 

The training reqtests given to the U.S. 
placement contractors (i.e., those who iden­
tify training institutions) by the Mission 
specify the technical training objectives. The 
Costa Rkan Managers have excelled in 
designing creative an(l innovative programs. 
(see Appendix 13 for a listing of short-term 
programs offered to date). lor example,
they have chosen women as a special target 
group anl d;signed technical coursps to suit 
their needs. Some of the programs specifi-
cally directed towards women have been: 
women nlanaged small buriness enterprises, 
rural women agro-industrial :chool 
teachers, and Fi'glish language teache rs. 

Other innovative short-term programins in-
elude: rural multi-grade primary school 

_____ _____3-f, 

teachers for the southern region; rural corn­
munity leaders: local development of 
leaders for Guayabo Project; rural secan­
dary school teachers, and rural fire fighters.
 

Is AII)/Costa Rica mecting its objectives for
 
the high schoml program?
 

Yes, although presently the actual number of 
departures is slightly lower than projected.
 
Two hundred seventy-fou r (274) high school
 
Trainees have participated to date: 165 in
 
FY 1986; 1(0 in FY 1987. The revised nuni­
her of Trainees to be serve(l for two years
 
was310.Thispropr, isa!so very cost-effec­
tive (see Chapter 5). 

The high school program certainly falls into 
the category of innovative. H igh school 
ju niors are chosen from all over Costa Rica 
using well specified selccti n criteria (.see 
Chapler 2). Jtilizing the expertise and 'h!;e 
in-country networks of the 4-S and its sister 
4-11 organization in the I.S., lip to 8 nionths 
of'l'raining in the I.S. is prowidcd, I[oic­
stays form the backbone of this prgamin. All 
Trainces stay with U.S. fani lies (often with 
several families indifferent cimnmuniltics). 

Is AII)/Costa Rica rimeting its objectives ror 
the undergraduate program? 

Yes. Fifi)-,nc (51) 'l'r incc,, lepa rted for 
the IJ.S. in this ptgrami t,,date: 12 awards 
in FY 1985; 8 in FY 1Q8 0; witl a sharp in­
crease to 3 1award i, lie iin­inFY 1'87. 
ber of Trainees targeted to be served 
recently was changed fr(ii no more than 
one-third of the totalawards, to at leat one­
fifth of the total awards. 'Il,, revised number 
of awards for FY 1985-87 was increased to 
42. The target was increased (hue to cost 



savings realized in the short-term training ture training has increased annually: 14% in 
and high school programs. FY 1985; 47% in FY 1986 and 96% in FY 

Is AID/Costa Rica meeting its objectives for 
the graduate program? 

Yes, although actual departures to date are 
slightly 17wer than planned. Forty-seven 
(47) Trainees were selected for this 
program: 31 in FY 1986, and 16 in FY 1987. 
The revised target is 53. Costa Rican 
program managers argue that few scholar-
ships are granted at this level as they are not 
a high priority in CAPS Awards are only 
granted in fields of specialization not avail-
able locally and only for the financially dis-
advantaged, this limits the number of 
potential applicants. 

It should be noted that the undergraduate 
program and the graduate program com-prise virtually all the long-term (over 9 

months) training programs in Costa Rica. 

The overall number of Academic Awards 
targeted for CAPS by AID/Washington is 
20% of total awards. To date, Academic 
Awards in Costa Rica represent slightly over 
13% ofa!l amounts. Thus, although the Mis-
sio is meeting its own targets, it is not yet 
meeting AID/Washington targets with 
respect to the proportion of academic 
awards. 

D~oes the Mission provide adequate 
predepartureorientation and/or training to 
CAPS Trainees? 

Yes. All Trainees receive predeparture 
orientation of at least one (lay. The average 
length of this orientation increased to two 
days in FY 1987. The Mission has excelledwittopreeparepec tue tainng n tatwith respect to predepa, ture training in that 
content is substantive (e.g., English an-
guage, cross-cultural and other skills). Theproportion of Trainees receiving predepar-

19L 1. The average length of this training is 
5 weeks for FY 1987 (long-term 4-H 
Trainees receive considerably more weeks 
of Englirh language training than this). 

TRAINING COMPONENTS 

EXPERIENCE AMERICA ACTIVITIES 

Does the Experience America program com­
ponent as designed and implemented reflect 
the objectives of the CTP? 

Yes. CAPS managers recognize that Ex­

perience America is the primaly element of 
the Trainee's total training experience.However, there is little mention of the Ex­

perience America component in the CTP, 
nor how it is to be rcalized. The CTP 
describes this component as cultural train­ig ihihighmsasadfc ofc 
ing, highlighting homestays and face to face 
activities. The CTP does not define nor 
specify the objectives or activities which are 
to be included in the cultural component. 
The underlying assumption is that homes­
tays and face to face exposure are sufficient 
to acquaint Trainees with U.S. culture and 
life. 

In fairness t. the Mission, few CAPS 
managers or policy-makers elsewhere have 
specified objectives for the Experience 
America component. Consequently an as­
sessment of this component must be done in 
terms of activities provided and Trainee at­
titudes towards the U.S. 

The following analysis is based on the im­pressions, comments, and perceptions of the 
prins comt ad eEt ote 
tionnaires, and the 243 returned Traineeswho were interviewed. 
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In what Experience America activities did 
Costa Rican respondents participate while 
in th e U n ited S tates? 

Costa Rican Trainees responded at the end 
of training, that they participated in a wide 
variety of activities while in the United 
States. When asked to indicate the kinds of 
experiences they had while in the U.S., all 
Trainees indicated that they attended cul-
tural events (100%),followed by attend nce 
at athletic events (98%), contact with 
families (94%), travel around the U.S. 
(89%), and attendance at civic activities 
(78%). (Figure 3.(;) Almost half (49%) of 
the Trainees visited friends whilein the U.S. 
and almost one-third (31%) were interested 
in other unspecified activities. ). These 
figures suggest that exposure to facets of 
daily life in the United States and oppor-
tunities to meet U.S. citizens on a personal 
level waLs very high. 

WHAT EXPERIENCES DID RESPONDENTS HAVE
 
WHILE INTHE U.S.?
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Figure 3.8 

Were Costa Rican CAPS Trainees dis­
tributed widely throughout the U.S.? 

Yes, although some clustering occurred in 
Washington, D.C.and Florida. (Figure 3.9) 

COSTA RICA TRAINEES BY STATE
 
(INFORMATIONON 235 RETURNEES OF 496) 

jj .... 

Figure 3.9 
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We assume that many of the Trainees shown 
in these two areas were actually enroute to 
other sites. For example, all 4-H students 
passed through Washington.. 

IMPACT OF EXPERIENCE AMERICA 
COMPONENT 

What did Costa Rican respondents like 
most about their experience in the U.S.? 

Trainees at end of training reported that 
they most liked the opportunities for social 
interaction (39%) and U.S. culture (22%).
(Table 3.3) 

TABLE 3.3 

WI IAT DID PARTICIPANT LIKE MOST ABOUT U.S. EX- 
PERIENCES 

EXIT RE URNEE 
N= 104 N=307 

GENERAL 
LEARNING ENGLISil 

6% 
8% 

7% 
3% 

ACQUIRING KNOWLEDGE 
SOCIAL INEH-RACIION 

14%
39 

4% 
32% 

CULTURE. SOCI TY 22% 24% 
U.S.IN!'ITFUTIONS 
I:NVIIRONMENT 
ASI!CIS OF PROGRAM 

5% 
3% 
1% 

6% 
5% 

19% 
OiIER 1% 2% 
TOTAL 100% 100 

Returned Trainees also liked "social inter-
action" (32%) the most. Comments from 
returned Trainees indicr.ted that they great­
ly valued living with U.S. families and 
making friends and being able to share ex-
periences with U.S. people. Returned 
Trainees indicated that they enjoyed the op-
portunity to share everyday life with U.S. 
citizens. These Trainees also nentiored 
that one of the elements they liked the most 
o"their program was life in rural America. 
They perceive this life to be simple, conser-
vative, yet friendly, as one of the elements 
they liked the most of their program. The 

following are representative quotations 
from returned Trainees: 

"Iliked living with U.S.families the most." 

"Iliked living with ruralfamilies, to see their 
way of life, which is simple, conservativeyc:
friendly." 

"Iliked to see the American way of life." 

What did Costa Rican respondents like 
least about their experiences in the U.S. 
Of the Trainees who responded to this item 
at end of training(82 out of 125), the largest 
number (18%) used "other" as a category. 
(Table 3.6) In this category, the Trainees' 
comments illustrate that they liked or­
ganizational aspects of the program least: 

The second most chosen category was "social 
interaction." Slightly fewer than twenty per­
cent (17%) of the respondents to this ques­

tion indicated that social interaction was
what they liked the least about their U.S. ex­

periences. Examples of some of their com­
ments are: 

"Thepersonalconduct ofsome of the stu­
dents." 

"t'vcry difficult to haveAmerican 
friendy..." 

"Peopic were cold." 

Aspects of the training institution, par­
ticulatrly in regard to discrimination of 
Ilispanics (17%) is what the Trainees liked 
the least of their program. Next Trainees 
categorized "families" (15%) and "program 
duration" (10%) as the least liked aspect of 
the Program. (Table 3.4) 
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vironment, and general organization and 
TABLE3.4 treatment during the program (5%). 

WHAT DID TRAINEE LIKE LEAST ABOUT U.S. EX-
PERIENCES EXIT RETURE Regarding the lack of English skills, corn­

N-82 N=151 
ENGLSII KNOWLEDGE 1% 5% 
GENERAL v.NOWLEDGE 
SOCIAT aI'TMRACnION 

2% 
17% 

3% 
10% 

CULTURAL ADAPTATION 2% 1% 
U.S. CULTURE 4% 15% 
U.S. ENVIRONMENT 16% 8% 
GENERAL ORG AND TREATMENT 0.0% 5% 
FAMILIES 15% 7% 
WORKLOAD 2% 2% 
FOOl) 7% 13% 
TRAVEL AND TRANSPORTATION 0.0% 5% 
TRAINING AND ACTIVITIES 1% 7% 
IlOUSING
STIPENDSDURATION 

1%
0.0% 
10% 

2%
3% 
3% 

PERSONNEL ACTIVITIES 2% 1% 
GROUP COMPOSITION 0.0% 1% 
MEDICAL 0.0% 1% 
OTIIEk ACTIVMES 0.0% 2% 
() 1T, . 
TOTAL 

18 % 
100% 

5% 
i00 

Returned Trainees felt slighty" different, 
The least liked aspect of the program was 
U.S. culture (15%). Examples of their corn-
ments are: 

"Discriminationtowards Hispanics." 

"Rejections of the Hispanicsby the students." 

Food was the second least liked aspect of the 
pr 'am (13%). 

Social interaction ws the third least liked 
aspect of the program (10%). Examples of 
these comments are: 

"TieAmnericans areso cokl" 

"The Americans think they are superiorand 
arenot interestedin us, they aren't even in­
terestedin formingfriendships." 

Other aspects of the program that Trainees 
did not like included: U.S. environment 
(83%) lack of English skills (5%), U.S. en­

3-10 

ments included: 

"Notknowing English limitedmy experien­
ces." 

"1didn'tlearn English." 

With respect to the U.S. environment, some 

commented: 

"1didn't like New Mexico's climate...." 

"There were so many people.... 

"Pollution.... 

"Did Costa Rican respondents find that
their experiences in the CAPS Program in­
creased their understanding of certain 
aspects of U.S. life? 

Yes. We asked Trainees, at the end of train­
ing prior to returnina home to respond to 
vaiious aspects of U.S. life oi a five point 
scale ranging from "not at all" to "very much." 
Trainees indicated that the training program
had increased their understanding of U.S. 
lifestyles (94%) citizens (91%), and families 

(89%). (Figure 3.10). At least fifty percent
of all Costa Rican respondents reported that 
their experiences had enlightened them with 
regard to U.S. politics (59%) and key aspects 

of government at State and Local levels
(51%) 



HOW DID TRAINEES PERCEIE THE P Similarly, Costa Rican Trainees who had
INCREASED UNDERSTANDINGABOUTOERAN returned home when interviewed over­

1004 whelmingly characterized the U.S. aas 
o 80/ country which is passive (94%), orderly 
s ,0 (91%), friendly (89%), generous (84%), and 
TA 
 sensitive (64%), (Figure 3.12). 

50
 

R ,4o 
 HOW DO RETURNEE TRAINEES CHARACTERIZE 
30/ 
 THE U.S.AS A COUNTRY?

C 
A 

C 

l
Figure 3.10 

The following question, while not exactly 
the same as the previous question, taps PERCENT N-luM 

similar information. Figure 3.12 

How do Trainees' characterize the U.S. as a 
country? In summary, the CAPS program realized the 

objecTives of fostering positive attitudes 
The data from Trainees taken at end of towards the U.S. whether assessed at the end 
training prior to returning home of training or after they had returned home. 
demonstrate that the respondents view the The fact that returned Trainees' positive at-
United States as strong (91%), generous titudes towards the U.S. are strong and ap­
(91%), natural (88%), wealthy (88%), pear stable over time attest to the 
friendly (80%), sensitive (76%), orderly effectiveness of the CAPS program especial­
(68%), and militarily peaceful (65%). ly short-term training in realizing its primary 
(Figure 3.11) program goal. 

HOW DO EXIT TR-JNEE'S CHARACTERIZE However, Trainees' comments regarding 
THE U.S. AS ACOUNTRY? discrimination towards Hispanics suggests 

Strw - that Contractors and training institutions
 
c senstw need to assess how their Experience
 
ao,,s
0 America component might be better used too
 

T ar address Trainee concerns as well as to ex-A Naturl amine what is done to prepare students at , ,the 
ty 

training institutions to receive Trainees.
Ic Ofc.e 


A 

PERCENT N - 10 

Figure 3.11 
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SKILLS/ACADEMIC TRAINING 

The purpose of this section is to assess the 
quality of the skills/academic training corn-
ponent in terms of Trainees' perceptions. 
We will focus on four elements of CAPS 
training: pre-departure preparation; the na-
ture of U.S. training; the perceived benefits 
of the training, and recommendations foi 
improving future training efforts, 

The data utilized in this section are drawn 
from that collected from Trainees at end of 
training and that collected from returned 
Trainee-. 

Did Costa Rican respondents find the pre­
departure information or training useful? 

Yes. Costa Rican Trainees at end of training 
were virtually unanimous in their views that 
the pre-departure program English lan-
guage training (93%) program information 
(91%) and orientation to U.S. life and cul-
ture (92%) ranged from somewhat useful to 
extremely useful.( Figure 3. 13). 

USEFULNrSS OF PRE-DEPARTURE TRAINING 
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Figure 3.13 

Did the Costa Rican CAPS trainees feel 
prepared for the trip and training 
program? 

Yes. Over three-fourths of the Trainees at 
end of training felt that they were either verv 
prepared (24%) or prepared (65%) for their 
trip to the training program in the United 
States. (Figure 3.14). Only a slight percent­
age felt unprepared (10%), or very un­
prepared (1.0%) to undertake the CAPStraining. This figure suggests that in-country 
managers successfully prepare Costa Rican 
Trainees to undertake the CAPS training. 
(Figure 3.14). 

HOW PREPARED DID RESPONDENTS FEEL 
FOR THEIR TRAINING PROGRAM? 

P-p,, 1op,, 
V,, 

1% 
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24, 
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Figure 3.14 

In summary, the Costa Rican pre-departure 
training program is successful in providing 

Trainees with useful orientation to U.S. 
culture and life, information on the training 
program, and English language training. 
Nonetheless, Trainee concerns regarding
aspects of U.S. Culture that they did not like, 
supports the plans of program managers to 
expand their predeparture training. 

What main objective did Costa Rican 
Trainees have upon entering the CAPS 
program? 

When asked what they originally hoped to 

obtain from the CAPS program, slightly 
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more than one fourth of Trainee reyponses 
at end of training identified "learning 
English" (27%), and "knowledge of a 
specific area (26%)" followed by 
"knowledge of the U.S. culture" (20%), as 
their main training objectives. (Table 3.5). 

TABLE3.5 


TRAINING OBUECnVES 

GENRAL N= 382 

SPECIAL FIELD KNOWLEDGE 26% 

U.S. CULTURE KNOWLEDGE 20% 
SELF KNOWLEDGE IMPROVEMENT 1% 
ENGLISIl KNOWLEDGE 27% 
SHARE CULTURE 7% 
MAKE FRIENDS 8% 
TRAVELING 2% 
CAREER DEVELOPMENT 2% 
TOTAL 102% 

Consistent with their views at end of train­
ing, Returned Trainee- also emphasized 
"learning more in th. .ield" (58%) and 
"learning English" (21%), "and getting to 
know the U.S." (17%). Upon reflection, 
returned Trainees placed greater emphasis 
on skill training than on learning English. 
This suggest that to ensure long-term 
program impact, the content of the techni-
cal skills component must be substantive, 
appropriate, and relevant. (Figure 3.15) 

WHAT WERE RETURNED TRAINEE'S TRAINING 
OBJECTIVES? 

-: _- -training 

c 


S
T 40 
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30 

To what extent did respondents realize their 
training expectations? 

A majority (87%) of Costa Rican Trainees 
at end of training indicated that their 
originial objectives were realized to a "very 
greai extent" (36%), or "a great extent" 
(51%) (Figure 3.16). These figures, 
however, still leave just over a tenth of the 
respondents feeling that their training ob­
jectives were reached only to some extent or 
not at all. 

EXTENT TO WHICH TRAINEES AT END OF 
TWR.NING MET OBJECTIVES 

A r1 Ed 

A Metl
 

N- 105 

Figure 3.16 

Similarly, over three-fourths (79%) of 
returned Trainees indicated that their 
original objectives were realized either to a
"avery great extent" (22%), or "a great ex­
tent (57%). (Figure 3.17) Just over a fifth 
(22%) of the respondents feel that their 

objectives were reached only to 
some extent or not at all. 
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EXTENT TO WHICH RETURNED TRAINEE'S 
TRAINING MET OJECTVES 

Some 
14% 

A,141lsatisfied", 

A1 
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Figure 3.17 

Reasons given for not reaching their train­
ing objectives included: 1)training needed 
to be more relevant to life in Costa Rica and 
2) training should be more practical and less 
theoretical. Nonetheless, a majority (79%) 
of Trainees felt that their training objectives 
were realized to "avery great extent" or "a 
great extent." 

Were Costa Rican Trainees satisfied with 
the U.S. scholarship Program? 

Yes. An overwhelming majority of respon-
dents at end of training felt either "very satis-
fied" (68%) or "satisfied" (30%) with the 
U.S. s'holarship program. (Figure 3.18). 
Only (2%) felt "very dissatisfied." 

TOWHAT EXtENTWERE EXITrFINEES 

SATISFIED WITH TIE TRAINING? 

__ __ _after 

yyear. 
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Figure 3.18 
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Even after Trainees had been home for a 
while, a majority were either "very satisfied" 

(47%) or "satisfied" (40%). (Figure 3.19).
Few (10%) were "neither satisfied" or "dis­

some felt "unsatisfied" (2%) or 
"very unsatisfied" (1%). These results il­
lustrate the immediate and long-term im­
pact of training vis-a-vis Trainee 
satisfaction. 

WHAT EXTENT WERE RETURNED TRAINEES 
SATISFIED WITH THE TRAINING? 

Sfw 
40% 

N.Ihwi S&LO&Wa 

2, 

"- 04,,,, 
1% 

V"47%%sfd

N-191 

Figure 3.19 

Are the Trainees currently in long-term 
academic programs satisfied with their 

training? 
To this point in the report we have not dis­

cussed those Trainees in academic long­
term training programs. hlie reason for this 
is that as of Septcmher 31, 1987, only ten 
academic Trainees (out of 200) have 
responded to an In-Training Questionnaire. 
In-Training Questionnaires are sent out 

the Trainee has been in training for onc 
The purpose of the In-Training Ques­

tionnaire is to assess the quality, degree of 
satisfaction and problems encountered by 
Trainees in academic programs. Of these 

long-term academics almost all were 
very satisfied" or "s tisfied". 



How did Trainees rate the overall quality or Did the training improve Trainees' work 
their U.S. training? performance? 

Costa Rican Trainees at end of training Yes. Almost two-thirds (65%) of the 
rated the overall quality of their scholarship trainees indicated that their job perfor­
program as very high. Sixty percent (60%) of mancc was "better" that' before training.
the respondents selected a rating of "excel- One -third (35%) indicated that their per­
lent" and 39% rated the overall quality of the formance was at least the "same as before" 
program as "good". (Figure 3.20) training. (Figure 3.22) 

HOW DO TRAJNEE'S RATE THE OVEPJL DID TRAINING IMPFEVE TRAJNEE'S 

QUALITY OF THE TRAJNINO? WORK PERFORMANCE? 

mrw 
C-% 65%Good-

COSTARICA N- 10 N-31 

SFe0Figure 3.203 
Figure 3.22 

Did training increase Trainees' professional
Even after Trainees had returned and been competence?
 
home for a while, upon reflection they rated
 
thc quality of their training as: "excellent" Yes. Almost three-fourths (71%) of
 
(41%), Tgood" (45%), "fair"(8%), and "poor" returned Trainees responded that the train­
(5%), and "very poor" (1%). (Figure 3.21) ing increased his/her professional com-

These results once again point to the short petence "Very Much" or "Much". Only 10%
 
and long-term impact of the quali',y of tech- responded "a little" or "not at all". (Figure
 
nical training from the Trainee's perspec- 3.23)
 
tive.
 

TO WHAT EXTENT DID TRAINING INCREASE 
HOW DO RETURNEE TRAIANEES TRAJNEE'S PROFESSIONAL COMPETENCE?PATE THE 


QUALITY OF TAJNIN(?
 

Some 
19% 

Good AlAl 
45%% 

41%4%
 

Much 
COSTA N-1t91Much 

Figure 3.21 '9% 

N-184 

Figure 3.23 
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Did the training help trainees to advance 
more rapidly in their careers? 

Yes. A majority (85%) of returned Trainees 
reported that training had advanced their 
careers from "a little" to " very. (Figure 
3.24). 

TO WHAT EXTENT DID TRAINING HELP 
TRAJNEE'S CAREER ADVANCEMENT? 

Some A Little 

NoAad AJI
 
15% 
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Figure 3.24 

Did training help Trainees obtain increases 
in their salaries? 

No. More than two-thirds (65%) of returned 
Trainees indicated that training had not 
helped them to realize a salary increase.(Fiure3.2)s amajriy (5%)ofTO 
(Figure 3.25) As a majority (85%) of 

returned Trainees indicated that their 
careers did advance as a result of the train-
ing (Figure 3.24), it is assumed that almost 
half of those who 0,, advance were given 
greater responsibilities without an increase 
in salary. 

TO WHAT EXTENT DOTRAJNING HELP TO 

INCfEASE TRAINEE'S aALAFrY? 

'% 
/ 77 MuchVim/4 


~Much 
17A Utile

0% Som N-l1t 
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Was training useful for Trainees' current 
jobs? 

Yes. The majority (83%) of the employed 
Trainees who had returned assessed the 
program as "useful" or "very useful" for the 
job that they held at the time of the inter­
view. (Figure 3.26) 

HOW USEFUL WAS TRAINING FOR 

TRAINEE'S CURRENT JOG? 

Sm)ewat Umful
 
7% 

IIght 0,ful 

5% 

Vry Us tul N- i13 

47% 

Figure 3.26 

Moreover, slightly more than half also 
reported that they were using the newly ac­
quired knowledge/skills to some extent, 
varying from "a little" to "very much." (Figure 
3.27). 

WHAT EXTENT WERE TRAINEE'SAPPLYING 
NEWLY ACQUIRED KNOWLEDGE INTHEIR JOBS? 

n AtUH 
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Figure 3.27 
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Were follow-up services offered to returned 
Trainees by AID and other agencies or 
people involved in training? 

Yes, although limited to date. When inter-
viewed more than half of the returned 
Trainees had received follow-up services 
and the other half (47%) had not. (Figure 
3.28 ) Again, considering the importance of 
the objective of establishing ties between 
the U.S. and Costa Rica, a much greater 
proportion of Trainees, if not all, should be 
receiving follow-up services, 

DID FETRNEES R.EEVE 

YES 

5"useful". 

4 


N- 182 

Figure 3.28 

When follow-up was offered, the people in 
the U.S. (22.0%) provided most follow-up 
activities, followed by the contractor 
(17.5%), and AID '17.1%). (Figure 
3.29) This finding supports CAPS managers 
current efforts and priority to develop and 
implement follow-up services. 

PROVIDERS OF FOLLOW-UP TO TRAINEES 
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Figure 3.29 

How useful were the follow-up services? 

When follow-up was provided, it was consis­
tently considered useful by the Trainees. 
While most of the Trainee follow-up was 
provided by people in the U.S., almost three­
fourths (70%) of the Trainees found the ser­
vices provided by the contractors to be 
either "very useful" or "useful". (Figure 3.30) 
Approximately two-thirds (69%) of the 
Trainees who received follow-up from 
"other"sources found them to be either "very 
useful", "somewhat useful" or "useful". Over 
half of the Trainees who received follow-up
services from people in the U.S. (59%) or 

AID (58%) found then to be "very u,,eful" or 
o 

Of the Trainees who indicated
I"other" as the source of follow-up services, 
over three-fourths (79%) named the "Fun­
daci6n 4/-1". 

HOW USEFUL WAS THE FOLLOW-UP PROVIDED? 
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Figure 3.30 

What follow-up services did participants 
receive from contractors? 

Contractors mostly provided literature such 
as technical articles%(64%), other types of 
correspondence (14%), material to evaluate 
the program (8%), as wclk as visit,; by profes­
sors (6%). (Figure 3.31) Very few (3%) 
returned Trainees indicated that they at­
tended special program follow-up or at­
tended an association of returned Trainees. 
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What were the most negative elements of
 
Trainees' experiences?
 

Very few negative comments about the
 
training experience were noted by either
 

at end of training (12 out of 31) or
returned Trainees (37 out of 243). Of those 
that were m de, most related to specific 
training activities, cultural adaptation, being 

North American citizens, amount of 

stipends, and housing arrangements. (Table
3.7) 

TABLE 3.7
 

TYPES OF TRAINEES' NEGATIVE COMMENTrS 

EGARDINGININGEXrr RliURNEE 
GENERALORG ANDNTR37TMENT 8% 8% 

GENRALORGANTR, kM ET' 8% 8% 
IIOUSING ARRANGEMENrIS 17% 14%
 
BEING WrnI AMERICAN CITIZEN 17% 5%

AMOUNI"OF snI'END 17% 

PUNCrUALrrY STIPENDS 8% 
TRAINING AC'I1VrSr' 24%
 
LEVEIL OF DIRIICUL'iY 3%

AMOUNI'OP E1TOP r 5%
 
PERSONNEL 3
 
ORG.ARRANGED PROGRAM 8% 5%

IINANCIAl. ASSISTANCE 3%
 
i'NrTRY ASSISTANCE 5% 
C;.,TURAL ADAPTATION 17% 3% 
DURATION 11% 
ORLO IR ORIGRAN 5% 
OIIER 8% 
TOTAL 100% 100% 

Have the Trainees inacademic programs
encountered any problems in the CAPS
 

program? 

Yes. The ten Trainees in academic 
programs cited several problems. Almost 

two-thirds (66%) were either "very dissatis­
fied" or "dissatisfied"with their housing; less 
than talf (44%) were either "very dissatis­
fied" or "dissatisfied'" with their medical care 
(44.4%); over one-third (37.7%) were either
"very dissatisfied" or "dissatisfied" with 
transportation; one-third 33.3%) were 
either "very dissatisfied" or "dissatisfied" 

WHAT SERVICES/INFORMATION DID TRAINEES 
RECEIVE FROM CONTRACTORS? 
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Figure 3.31 

What were the most positive lements of 
Traiiees' experiences? 

A few Trainees at end of training (N = 63) 
and after they haJ returned home (N =21) 
wrote comments aboit the most positive 
elements of their experience. Trainees were 
most positive about: general aspects of the 
program, being with American citizens, 
aspects of U.S. culture and institutions and 
the personnel imparting services. (Table 
3.6) 

TABLE 3.6 

TYPES OF POSrlVE TRAINEES COMMFNTS REGARD-
ING TRAIN;NG 

GENIRAL POSrilvE 
IIING WrIiI AMERICAN CITIZ1NS 
QUAIriY OFTRAINING 
PROGRAM IIFRSONNEL 
MEDICAL 
FOOD 
U.S.CUIXJIURE 
TO'TAL 

Exrr 

N-63 


65% 
11% 
2% 

5% 


10% 
3% 
5% 

100% 

RHIrURNI-A.
 
N=21
 
96% 


14% 

100o 
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with the amount of stipends; and over one-
fifth (22.2%) were either "very dissatisfied" 
or "dissatisfied" with the timeliness of their 
stipends. 

Please remember that these percentages are 
based on ten Trainees. Nonetheless, they do 
suggest that the Contractors for long-term 
programs should report to the Mission peri­
odically on the status of long-term 
academics. The Mission should periodically 
personally contact, minimally by phone, 
each long-term academic Trainee to assess 
the progress and status of each Trainee. 

Did Trainees experience problems during 
training. 


Yes, but only a few. Only 15 from a total 105 
Trainees at end of training reported 
problems. Problems included those dealing 
with travel arrangements (46%), amount of 
stipends (18%), housing arrangements 
(12%). (Figure 3.32) 

FREQUENCY OF PROBLEMS WHILE INTHE U.S. 

Trawl 

Amt. Stipends 

o,,, . .necessary 
()tha 
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Og.Mg.Program' 
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Figure 3.32 

Did Trainees receive help with problems? 

Yes. Of the fifteen respondents, who 
reported problems at the end of training, 11 
received help witi z their concerns. The 
Trainees that received help reported that 
they did so from "other sources" (64%), 

training contractors (18%), host family (9%) 
and AID staff (9%). (Figure 3.33). 

SOURCE OF HELP TRAINEES RECEIVED 
CONCERNING PROBLEMS? 

Training 

AtD 

10 2== 70 

PERCENT N= 11 

Figure 3.33 

To what extent did Trainees have the 
resources necessary to apply what they had 
learned in the work they were performing at 
the time of the interview? 

Eighteen percent of the employed Trainees 
responded that they did not have the resour­
ces necessary to implement the rnewly ac­
quired knowledge in their jobs; half (50%) 
answered "a little" or to "some extent". About 
one-third (32%) of the employed Trainees 
responded that they had the resources 

either "to a great extent" or "to a 
very great extent". (Figure 3.34) 

WHAT EXTENT DI0 TRlAINEES HAVE 

FIESOUFCES AVAILABLE TO API 'L 
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What recommendations do the Trainee's 
have thai would improve the CAPS 
Programs? 

Ninety seven (97) Trainees suggested: im-
proving the predeparture program (14%), 
being more careful w;:h selection (10%), 
and improving housing (9%) increasing the 
number of training weeks (5%). (Table 
3.10) Returnees also suggested extending 
training (17%), improving training activities 
(15%), predeparture preparation (15%) 
and selection (6%). (See Table 3.8 for addi-
tional information.) 

TA1J.'8 


CAPSIRAINFES . NA)'IONS FOR IMPROV-RECOMM 
ING 11rAINING 

In sum, it appears that the CAPS program 
realized Trainees' training objectives, with 
the majority satisfied with the program and 
its overall quality. Most would recommend 
the program to others. 

, S OBJECTIVES RE'ALIZEI) 

'le findings presented in the following sec­
tion shed light on the extent to which the two 
main objectives of the CAPS program are 
realized: positive attitudes towards the U.S. 
and linkages between U.S. and Costa Rican 
citizens; and, 2) ski Is/professional training. 

Was the training effective in helping 

Trainees to establish ties with 1.S. citizens 
1nd/or organizations? 

GENERAl. R:()OMMIU.,)A'1ION
GF.N!LRA. O()1(& ilra'1VMrFNir 
McNrALs 

I OUSING ARRANGMENIS 
IiI3NG wr111 u.s. (criizi-.NF 
TRAVil. AiRRAN(iIMENIS 
AMOUNTI'.4'ENI)S 
PU'NCTUAITY S1i1IiND)S
TRAINING A(.iIvrlILS'. 
P R.sONNIA. 
ORG ARRANGF 1)PROGRAM 
I)URA'IION PROGRAM 
PREP PROGRAM 
SEIJCI1ON 

GROUP CC()MIOSrlION 
!XrEND), PROGRAM 
FOOD) 
SPICIAL. PROGRAM C()NWEI NI" 
!:L)OWUP ASIs'IANC, 
IINANCIA1, 	 ASSISTANC 
U.S. CUATLE 
ASPIi(TS OFIANGUAGE(jENE!RAt, (UAL oF TRXANG.
(JFRii 

10 Ai, 

Would Trainees recommend 

ExrI" 	 RIILRNI;I 
N=97 	 N-355 

2% 	 1% No. Althougnh a riaj)rity (75%) of returned
I% 	 4% 

y, Trainees reported that ,he progrii helped 
9o 	 7'7v establishing relationsthem to some extent it, 
5% 17
 
3% 117 with people who did the sane type of work,
2% 	 2%P,, only slightly more than half (5 1%) rated this 
1% 
1% iWo as occur-ing "much" or "very much."
 

2%
 
6% 2% 	 liswthisitzn
5%fo 17% Establhg on-going ties with 1IS.Citizens 
14% I'3% and/or organ izat ions is aimajor CA'PS policy 
10% 6% 
5% 1% objective. 'Ihese (Ia tainrdicate that this ob­

13% Me jective is currently not being met. (Figure 
3% 

2% 3.35). 
5% 
1% 

1% 3%, Moreover I11';" of returned Trainees 
10% 13% declared that the program was "no help atI%
 
3% 2% all" in this respect, anid 38% said that it 

95% I(%Yi. helped thern only "a little" or "somewhat". 

[hie CAPS 
program? 

Yes. Returned Trainces almost unani­
niously -'.)uld recommend th CAPS 
program (94.2%), only 1.6% would "not" 
recommend the program. 
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D TRANIN HEP TRAJINEES ESTASH 
TIESWITH PEOPLE WHO DID THE SAME TYPE 
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Figure 3.35 

Is the CAPS program fostering strong 
economic ties between Trainees and U.S. 
citizens, organizations, and/or firms? 

No. CAPS is not fostering economic ties be­
tween Trainees and U.S. citizens or agen-
cies. Slightly more than half (55%) do not 
have any economic links with the U.S.. 

WHAT ECONOMI UNKS WITHrHE U.S. DID 
TRAJNEES MAJNTAiN SJNGE THEIR FUI'UFRI? 

TRINEES MT Eted 

Nw,. 
COhr Durn 

- - - -

o-11r 
Sell Goods 

SlGods 
I 

ouy o- ,ds 
Pro 

34i40550would 

COSTA ICAN 

Figure 3.36 

The two most frequent responses were, "to 
buy professional publications" (11%), and 
"to buy U.S. goods" (8%). 

In what ongoing activities are Trainees in-
volved with since their return?%w 

Most of lhe Trainees have kept contact with 
other Trainees (77%), read professional 
literature (32%), attended professional as-
sociations (10%), and the remaining sixteen 
percent responded "no" and "other" ac­

tivities (6% and 10% respectively). This i­

lustrates once again the limited contact with 
the U.S. by returned Trainees. (Figure 3.37) 

IN WHAT ACTIVITIES ARE TRAINEES 

INVOLVED IN SINCE THEIR RETURN? 
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Figure 3.37 

Did CAPS training prove uselul in estab­
lishing ties with other Costa Rican CAPS 
Trainees? 

Yes. Slightly more than one-half (57%) 
that the CAPS program was useful in 

.ablishing ties with fellow countrymen. 
al fh(Figure 3.36) The fact that over half of the 

Trainees keep in touch with other Trainees 
is encouraging and suggests that efforts to 
facilitate further returned Trainee/Trainee 
communication by USAID/Costa Rica 

be welcome. (Figure 3.38). 

DID TRAINING HELP TRAINEES ESTABLISH 
TIES WITH OTHER TRAINEES? 

SOMEWHATUUSEFUU 
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SUMMARY AND CONCLUSIONS 

With one exception, the CAPS Program for 
Costa Rica proved to be successful by both 
the objective standards set forth for the 
program, and by the subjective reactions of 
Trainees. 

Opinions i"the U.S. were very favorable. 
Costa Rican TLainecs consistently charac-
terized the United States positively. 
Trainees felt that training had increased 
their understanding of many aspects of U.S. 
lifest-!%s, families, politics and culture. A 
minjority of Trainees visited or lived with 
.Aicrican families, and attended cultural, 
-ith','tic,and civic activities on their own or 
a.,part of the training program in which they 
participated. 

A comparison of one 4/1-I group, in terms of 
their responses at end of Training (i.e. Exit 
Questionnaire) with their responses after 
they had returned home, (Returnee Ques-
tionnaire) demonstrates that the Trainees' 
image of U.S. citizens changes slightly over 
time. Trainees, both at end of training and 
after they had returned home, viewed the 
U.S. as triendly (85% and 88%, respective-
ly) and fair (81% and 83.2%, respectively), 
However, some of their views towards the 
U.S. (lid change. Returned Trainees saw the 
U.S. as more orderly k8%), and less 
generous (80%), and less sensitive to others 
(56%) than they did at end of training 
(50.9%, 95.1% and 76.1%, respectively), 
Regarding the degree of satisfaction with 
the program, the same 4/1-1 respondents 
answered differently at exit than when they 
had returned home. At end of Training, 
Trainees felt "very satisfied" (71.4%) or 
"satisfied" (25.4%) with their training com-
pared with their feelings after they had 
returned home (57.7% and 42.3% lespec-
tively). While a few Trainees felt "very dis­

satisfied" (3.2%) at end of training, none 
(0.0%) did so after they had returned home. 
These data may indicate that over time, the 
Trainees' level of satisfaction with the 
program shifted from "very satisfied" to 
"satisfied". However, we must note that the 
two instruments were different. One was a 
Questionnaire and the other was a personal 
interview. This change may also have con­
tributed to the shift. Notwithstanding, satis­
faction remains strong over time. 

CAPS Trainees from Costa Rica left for the 
U.S. prepared with information about the 
CAPS training program and an orientation 
about life in the U.S. Predeparture training 
in these areas was very useful. Most trainees 
reported that English language training had 
been provided, but they would have liked 
more. Most indicated that they felt ready to 
undertake training in the U.S. and that train­
ing in a specific area of knowledge or in the 
English language was their goal. At the end 
of training, an overwhelming majority of 
Costa Rican Trainees felt that they had 
achieved their training objectives and felt 
that training had met or exceeded their 
original expectations. 

In sum, while the training objective appears 
to be realized, only part of the Experience 
America Component objective is being ac­
tualized. Trainees do feel positive attitudes 
towards the U.S. and a greater under­
standing of life and culture in the U.S. 
lowever, ongoing ties, be they social, 

professional, on economic are not being es­
tablished. This may in part reflect a lack of 
understanding of contractors of the impor­
tance of this CAPS objective and of how they 
might realize this objective. This may in part 
also be due toa lack of follow-up services for 
returned Trainees that could potentially 
support the formation of ties between U.S. 
and Costa Rican citizens. 
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C APTER FOUR 


ADMINISTRATION 


The purpose of this chapter is to provide in-
formation on the administration of the 
CAPS program in Costa Rica vis-a-vis the 
CTP. Information is drawn from the data 
collected from Trainees reported in earlier 
chapters, direct observations made by 
Aguirre International/Checchi staff during 
technical assistance and evaluation visits, 
and from direct interviews with staff from 
the CAPS project, Mission, Embassy, Costa 
Rican intermediary agencies, and in-
country training contractors. The data are 
organized into two sections: Progrom Ob-
jectives and Program Implementation. 

PROGRAM OBJECTIVES 

Are CAPS program objectives as listed in 
the CTP being met? 

The following lists dhe objectives cited in the 
CTP and a brief summary of their status: 

CTP Objective 1: Broaden and increase 
democratic "linkages" with the U.S. 

Status: As noted in Chapter 3, this ob­
jective is not being met at this time. 
However, CAPS managers' decision to 
select Trainees that demonstrate 
leadership or potential leadership from 
a broad spectrum of Costa Rican 
society provides a significant pool of 
returned Trainees from whom such 
linkages could be realized given ap-
propriate and significant follow-up ser-
vices. 

CTP Objective 2: Increase training from
traditional areas to training in new fields. 

Status: As noted in Chapter 3,the 
Costa Rican program ismost assuredly 
providing training in new fields. This is 
best portrayed through outstandinglycreative sho;t-ternm training programs
such as those for firefighters, jour­
nalists, dancers, and high school stu­
dents. 

CTP Objective 3: Increase participation f 
people otherwise unable to study in the U.S., 
i.e. poor, women and indigenous groups. 

Status:The Mission is successfully 
meeting this objective through the 
careful attention given to the use of 
selection criteria targeting these 
groups and the choice of contnt for 
training (e.g., rural firefighters, rural 

teachers, women in small business),
and special recruitment efforts for 

specific sectors of the population, (e.g.,
targeting of special regions, women, 
youth). 

CTP Objective 4: Increase participation of 
Trainees from the rural population. 

Status: Chapter 3 clearly documents 
that this objective is successfully being 
met. 

CTP Objective 5: Respond to Costa Rica's 
training needs in light of the country's re­
orientation to an exported economy while 
improving production and marketing 
capabilities of agriculture and other 
natural resources sectors. 

Status: While CAPS is providing train­
ing to increase agricultural production, 
little training is provided in natural 
resources, and none isprovided in 
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marketing. Although CAPS Managers. 
indicated that the natural resources and 
marketing objectives are addressed by 
ROCAP, serious consideration should 
be given to a role in this effort for the 
CAPS program. 

CTPObjective6: Strengthen private sector 
organizations in many fields, 

Status: This objective is being ad-
dressed at the present time through 
some private sector organizations such 
as the firefighters association and 
private volunteer organizations such as 
4-S. However, it appears that only :he 
4-S organization has been 
strengthened. This has been ac-
complished as a result of 4-S's efforts to 
implement the Mission's guidelines for 
improving the high school student 
recruitment process. This has caused 4-
S to expand the areas in which they 
work and increase their communica-
tion within 4-S as well as between 4-S 
and the various communities which 
they serve. More effort could be 
focused on strengthening other private 
sector organizations participating in 
CAPS, as well as using other private 
sector agencies (e.g. business, arts, 
health). 

PROGRAM IMPLEMENTATION 

This section attempts to summarize the ad-
ministration of the CAPS program with 
respect to implementation of specific 
program functions. The summary is or-
ganized in terms of strengths and issues for 
each function. Recommendations for each 
are provided as needed. 

RECRUITMENT, SCREENING AND
 
SELECTION PROCESS:
 

Equity of access by CAPS aspirants is a 
function of recruitment procedures, dis­
trihution of the application forms, screen­
ing and final selection. CAPS Managers 
developed the following recruitment and 
selection procedures for short-term (which 
includes the high school program) and 
long-term scholarships. 
The Short-term Program: 

A target group is identified (e.g., rural 
firefighter). An intermediary institution is 
contacted. The intermediary institution is 
charged with recruitment and screening of 
the candidates in accordance with the objec­
tives and selection criteria which have been 
carefully delineated by the Mission. The in­
stitution submits a short list of screened can­
didates to the Mission. The Mission's 
short-term selection committee is com­
prised of the short-term training coor­
dinator, a representative of the intermediary 
institutoin and at least one other Mission 
member. This Committee reviews applicant 
files and selects the candidates. 

Finding: The implementors have been suc­
cessful in transmitting the goals, objectives 
and selection criteria to the intermediary in­
stitutions. However, a systematic procedure 
for keeping records of the number of ap­
plication forms distributed to the inter­
mediary institution, and the number and 
destination of application forms distributed 
by the intermediary institution, is lacking. 
There is no systematic record of pre-can­
didates that were rejected by the inter­
mediary institution. There seems to be a 
heavy eliance upon intermediary 
governmental institutions. The Ministry of 
Education has been used for several short­
term training groups, i.e., English teachers, 
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one-class room teachers, secondary school 
stuervisors. Efforts to use private sectors 
agencies should continue and be expanded. 

The High School Progrw: 

The selection procedure is similar to that 
used for short-term training programs. 
They differ in that the intermediary institu­
tioa (the Costa Rican 4-H) requests ap-
plicants from high schools in specific 
geographical areas, screens the applications, 
and presents a short list to ihe Mission for 
final selection. The Mission targets a 
geographic area of the country to be served 
each year, most likely rurai areas. The inter-
inediary agency then concentrates recruit-
ment efforts only in that area for that year. 
The 4-S/4-H- intermediary institution keeps 
a list and a record of the candidates that 
were rejected at the screening stage. The 
selection Committee is comprised of the 
high school program coordinator from the 
Mission, the Mission's short-term training 
coordinator, a member from another Mis-
sion agency and a member of the inter­
mediary institution. 

Finding: 4-S/4-11 personnel as recruitment 
intermediaries understand the goals and 
objectives of the CAPS program. Following 
the Mission's guidelines, the 4-S organiza-
tion has complied with the selection quotas 
established for women, distribution of rural 
and urban Trainees, and geographical area 
to be canvassed, 

717e Long-term Programs 

The Mission, with the cooperation of USIS, 
places advertisements in the local 
newspapcrs, sends letters, and personally 
contacts universities. The major respon-
sibility for the screening of the candidates 
lies in the hands of the CAPS Program Of­
ficer and his immediate staff. A short list of 

candidates is reviewed by the Training Of­
rice and the candidates are interviewed by a 
committee. The files are then sent for 
review by the Costa Rican Advisory Com­
mittee, which recommends candidates. The 
recommendations of the Advisory Commit­
tee are taken into consideration. The AID 
Mission makes the final selection. 

Finding: There is no recerd of the number 
and destination of application forms dis­
tributed. The Mission does, however, keep 
a record of the rejected candidates both at 
the screening and selection stage. 

There seems to be insufficient advertising in 
local newspapers. The advertisements are 
usually very small, sometimes being in­
cilded as part of a general news column. 
Cin.;equently they are not easily detected. 
There seems to be a heavy concentration of 
awards to undergraduates from higher 
education institutions located in San Josd 
and Her6dia, and not from branch cam­
puses. 

RECOMMENDATIONS: 

* All application forms should be 
numbered. The Mission should maintain 
a record of the number of application 
forms distributed to each intermediary 
agency. In turn, the intermediary agency 
should keep a record of the number of and 
destination of the application forms 
distributed, the number of application 

forms returned to the agency and the final
number processed. The intermediary 

agency should also keep a record of the
candidates that did not make the first cut, 
reporting the information to the AID 
Mission as soon as the intermediary 
agency screening is completed for the 
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" AID Mission staff should be careful not 
to rely too heavily upon intermediary 
agencies related to the public sector. 

* 	The American Field Service does not 
seem to be using local networks for 
recruitment. They should be encouraged 
to do so. 

" 	Short-term training programs for women 
executives in finance, banking or private 
sector management are recommended, 
(To date men have received most of 
rewards in this area). 

" 	CAPS Program Managers and staff pay 
meticulous attention to the screening of 
candidates which involves many 
manpower hours. They should consider 
using a surrogate indicator for"economic 
disadvantage" which isbased on location, 
as determined by the high school addressfor hor-ter Teseprgram.for short-term programs. Theseiseietfoprocedures would expedite the 
pre-screening phases. For example, in the 

ceenng-serm ogram, atTrainees 
combination of the high school address 
(based on a 	properly notarized and 

registered document from the Ministry of 
Education), and the work address might 
determine the present relative wealth of 
the candidate. 

" 	Regarding the weighing system 
developed by the Mission, we suggest that 
a grid be de'eloped. If grade point 
average isgiven equal weight ,.s income, 
location, and leadership, a weight scale 
thus determined is biased towards the 
more advantaged student. A grid could 
be developed whereby the poorer 
student from a less urban area would need 
a lower grade point average in order to 
qualify for the first cut. 

* Target more Blacks from Lim6n. 

• 	Target more rural people from the 
southeast of Costa Rica. 

PRE-DEPARTURE ORIENTA-
TION/TRAINING PREPARATION 

STRENGTHS: 

o 	Mission management specifically assigns 
a staff person (.25 F.T.E.) the 
responsibility to develop and implement 
pre-departure orientation and training 
activities. This provides the minimum 
attention needed to ensure that the 
pre-depa:ture needs of Trainees are 
a.dressed. 

Each CAPS staff member, be they 
professional or support, extends 
him/herself to each Trainee. Each tries to 
personally get to know each Trainee andmake him/herself available to each. Thisth qulyan fr u ncis evident from the quality and frequency 
of communication from CAPS staff to 

from the moment Trainees are 
selected, throughout pre-departure
orientation/training, and while in the U.S. 
This personal support of Trainees by 
CAPS staff is exemplary. 

• 	Mission management requires that all 
future pre-departure orientation/training 
for shor,-term training programs will be 
comprised minimally of two weeks. This 
training will include expanded English 
language training and a strong U.S. 
cultural component. 

Mission management requires that all 
Trainees, short-term anid long-term, have 
English language training in their country
prior to departure. The English language 
training that isprovided iswell organized, 
allows for flexible skill groupings, and 
focuses on oral language skills. Training 
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provided to long-term Trainees also 
focuses on developing/strengthening 
written English language skills. 

" CAPS management should be 
complemented on excellent long-term 
planning in identifying more than one 
agency to provide pre-departure 
orientation and training. This provides 
managers with greater flexibility and 
program options for Trainees. 

" CAPS management requires, to the 
extent feasible, homestays in San Jos6 as 
part of each Trainee's p-e-departure 
training. This is exertplary and 
innovative. Attempts are made to 
provide homestays with U.S. families in 
San Jos. If there are not enough U.S. 
families, Trainees are placed with Costa 
Rican families. As the majority of 
Trainees are from rural areas, for many 
their stay in Costa Rica is their first 
venture outside their home. Both 
homestay situations serxe to introduce 
Trainees to a variety of social customs and 
situations comparable to what they will 
encounter in the U.S. 

• 	CAPS management requires that the 
contractors in San Jose providing 
pre-departure orientation/ti aining offer 
Trainees a strong U.S. cultural 
component. This is exemplary in that it 
allows a good integration of English 
language training with U.S. cultural 
activities. 

ISSUES: 

* Trainees once selected must pay up front 
costs for various expenses related to 
securing a visa, e.g., physicals, x-rays, 
dental check-up, etc. While Trainees are 
eventually reimbursed, they were 

selected on the basis of being 
economically disadvantaged. 
Consequently, having to pay for these 
expenses up-front is matter of concern. 

o When ijiterviewed, Trainees were not 
clear as ,o CAPS program objectives. 

o While in-country training institutions are 
doing a goodjob at articulating an English 
as a Second Language Program, (ESL) 
the majority of instructS'rnal staff are not 
trained ESL teacbrs, but learn the 
curriculum by staying ahead of the 
Trainees. Better recruitment of ESL 
teachers is needed. 

RECOMMENDATIONS: 

o CAPS management should continue their 
efforts to find a way in which the Mission 
can pre-pay the various expenses 
currently encountered by Trainees such 
as medical and visa costs. This is a real 
hardship for the majority of Trainees who, 
while selected for their economic need, 
must pay up-front for a variety of expenses 

and await reimb~ursement. 

o Pre-departure orientation/preparation 
activities should include an assessment of 
the degree to which Trainees understand 
the objectives of the CAPS program. 

o CAPS management should 
request/require that the in-country 

training institutions providing English 
language training recruit trained English 
as a Second Iainguage (F!SL-teachers). 

o While S&T/IT offers to provide technical 
assistance to discuss the E-nglish language 
training provided in the country, it has not 
foliowed through with these services as 
requested by the Mission. 
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" AID/Washington should facilitate the 
Mission's request that S&T/IT follow 
through with their technical assistance 
offer to review the Mission's ESL 
training. 

U.S. TRAINING 

STRENGTHS: 

" CAPS managers provide a program 
description of the desired training 
program to S&T/IT which includes a 
statement of the training objectives. This 
is exemplary and should be continued, 

" 	CAPS managers have effectively looked
for ways to reduce training costs. 

" CAPS managers require S&TIT (i.e. 
P.I.E.T./U.S.D.A.) to look for good 
training at the lowest price. 

" The CAPS Mission includes a 
post-training evaluation in Costa Rica of 
all returning Trainees. 

" CAPS managers require that all U.S. 
training have a cross-cultural component 
(i.e., Experience America) and 
homestays f-r all'!rainees, 

" CAPS Managers provide a written 
description for S&T/IT and U.S. 
contractors, the training objectives and 
requirements for each program. This is 
exemplary. 

" CAPS Managers increase(] program 
compliance with LAC Bureau directives, 
i.e. program training in I IIICU's. 

" CAPS Managers ensure a diversity of 
programs by limiting repeat programs to 
30%, thereby rcquiring that 70% of the 
programs offered be in new areas. 

ISSUES: 

* 	Trainees comment that training must be 
better focused, practical, and applicable 

to Costa Rica. 

9 U.S. contractors do not appear to clearly 
understand the objective of the 
Experience America Component. While 
Trainees do seem to have a great many 
opportunities to visit different sites in the 
U.S., they do not seem to have many 
opportunities to develop friendship or 
professional ties with U.S. citizens that 
would be the basis for long-term 
relationships. 

• While CAPS training is being publicized 
in the U.S. by U.S. training institutions 
and contractors, AID is not always 
receiving recognition as the funding 
agency. 

e CAPS Mangers do not have sufficient 
information as to the nature of activities 
provided during U.S. training or progress 
of Trainees participating in the training. 

* 	There is at tt:is time, little substantive 
coordination between the ROCAP, 
CASP, and CAPS programs. More 
thought need to be given how these 
programs can complement and support 
one another. 

e Trainees who have received free work 
related materials during their U.S. 
training have been unable to get them 
home either because of cost to transport 
Them or of import fees. 
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APPENDIX C 


SUM RY OF KEY 

EVALUATION

QUESTIONS
 

AID posed eight "key questions" which this 
evaluation must answer. The evaluation of 
the Costa Rican CAPS Program has ad-
dressed many more than these eight key 
questions. The purpose of this appendix is 
to present tne eight questions in a unified 
fashion, 

Key Question 1: Do in-country selection 
committees select CAPS Trainees -,ccord-
ing to required criteria (i.e., socially aad 
economically disadvantaged, gender). 

Yes. The Costa Ric-n Mission selects 
Trainees according to established selection 
criteria, for women, leadership, and the 
economically disadvantaged (including 
rUral residents). Out of a total population of 
7,12, Trainees were distributed as follows: 
women, 309; leadership, 730; economically 
disadvantaged, 706; and youth, 294. See 
Chapter Two, Figure 2.1 for additional in-
formation and discussion of this issue. 

Both AID's Project Paper and the Country 
Training Plan for Costa Rica indicate the 
importance of youth and ethnically disad-
vantaged populations (e.g., the population 
from Lim6n). According to the CIS data 
system, only 294 of 732 Trainces were 
selected on the basis of youth. The Mission 
claims that its program focuses on youth or 
"youth related" popu lat ions. Indeed, the 
average age for FY 1985-87 is 25 years. 
There appears to be an under Tepre­

sentation of trainees from Lim6n (which has 
a large black community); of 723 awards is­
sued to date, only 27 Trainees came from 
lim6n. 

FINDINGS 

Key Question 2a: flow has the Costa Rica 
Mission Country rraining Plan (CTP) 
responded to the special focus of CAPS? 

Chart 1.1 (Chapter One) shows how the 
Costa Rican CTP derives from AID's 
Project Paper (PP) and the Kissinger Com­
mission Report on Central America. The 
Costa Rican Training Plan (CTP 1987 up­
date) summarizes the Mission's underlying 
rationale for the implementation design and 
the countering of Soviet Bloc strategy which 
are: to reach leaders and potential leaders in 
a broad spectrum of social, economic and 
political areas, especially those who already 
or are most likely to influence opinion and 
policies in the future; to give access to the 
financially disadvantaged and other target 
groups; to grant awards to some prior Soviet 
Bloc scholarship recipients; and to provide 
training .,ttame levis as the Soviet Bloc 
c;untries, with t:.z exception of primary 
education. 

Selection quotas for rural opIlations Cre 
not stipulated in the PP. 1lowever, CAPS 
Managers gave high priority to the inclusion 
of a large Aunber of Trainees from rural 
areas in all programs. Rural was defined by 
the Mission as including the whole country 
(except for metropolitan San Jos6), and the 
provincial capitals of Cartago, Iler6dia and 
Alajuela). Special attention was to be given 
to candidates from the province of Lim6n, 
which has a large Black population, and the 
southern regional areas which had not had 
significant representation in the past. 
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With respect to the economic criteria re-
quired for the screening and selection of 
Trainees, CAPS managers used the discre-
tion afforded by the AID Project Paper, and 
developed different economic means 
criteria in accord with the programs con-
sidered appropriate for Costa Rica (see 
Chapter Two). The PP's mandates of forty 
percent women and seventy percent 
economically deprived were maintained, 

Key Question 2b: How has the CTP been 
implemented'! 

Output targets and program goals outlined 
in the Costa Rican CIP have been met. The 
Costa Rican CAPS program is divided into 
4 distinct sub-programs, each of which has 
an Experience America and skills training 
component: 1) the short-term program 
which offers technicai skills upgrading last­
ing a month or more; 2) the high school 
program which places high school juniors 
(mostly from rural areas) in U.S. homestays 
with 4-1I and AFS; 3) the undergraduate 
program which places Costa Rican univer-
sit), students in U.S. schools to finish 
degrccs; arid 4) the graduate program which 
offers Master's level training. 'llie follovini, 
sections discuss activities in each of' these 
areas in terms of project output targets ard 
objectives. 

IIas USAII)/Costa Rica met its objectives 
for the short-term program? 

Yes. Three hundred seventy (370)Trainees 
have been selected for the short-term 
program to date: 32 in FY 1985; 190 in FY 
1986; and 148 in FY 1987. The revised tar-
get was only 275; however, the program 
manager has hcec: able to increase the tmrn-
herof scholarshipsawarded due loverycost-
effective programming (see Chapter Five). 

The general objective for the short-term 
program stated in the CTP is to offer train­
ing opportunitics to individuals in fields 
which have not previously been eligible for 
AID scholarships, and to expose priva.te sec­
tor leaders to the U.S. and its business prac­
tices. Selection has been made in areas 
where no AID projects at e currently active. 
Moreover, some selection has been made in 
areas where AID traditionally does not par­
ticipate. For example, Trainees have come 
from areas such as dance and music. The 
Mission fullyj:istifies these selections based 
on overall CAPS objectives of countering
Soviet influence among these influential 
groups. It should be noted that artists often 
have much more influence in the Latin 
American context than in the American. 
Many renowned writers, for example, have 
served as Ambassadors in l atin America. 

The training requests given to the United 
Stats placement contractors specify the 
technical training objectives. 

With respect to designing creative and in­
novti,.; programs, CAPS mangers have ex­
celled (see Appendix C for a listing of 
short-term programs offered to date). For 
example, they have chosen women as a spe­
cial target and designed technical courses to 
suit their needs. Some of the programs 
directed to women have been: women 
manage(] sumall buisiness enterl)rises, -'iral 
wonei agro industrial school teachers, and 
E-nglish lang;uage teachers (the majority 
have been women). 

()ther innovative shni)t-term programs have 
been: rural multi-grade primary school 
teachers for the souliern region; rural corn­
munity leader%; local development of 
leaders for (;uayalo 'roject rural secon­
dary school tcachcr,, nd rural fire fighters. 
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Has USAID/Costa Rica met its objectives 
for the high school program? 

Yes, although the actual number of depar-
tures is slightly lower than planned. Two 
hundred seventy-four (274) high school 
Trainees have participated to date: 165 in 
FY 1986; 109 in FY 1987. The revised out-
put target for two years was 310. This 
program is cost-effective (see Chapter 5). 
The high school program certainly falls into 
the category of innovative. High school 
juniors are chosen fiom all over Costa Rica 
using well specified selection criteria (see 
Chapter 2). Utilizing the expertise and the 
in-country networks of +he 4-S and its sister 
4-H-organization in the U.S., up to 8 months 
of Training in the U.S. are provided. Homes-
tays form the backbone of this program. All 
Trainees stay with U.S. families (often with 
several families in different communities). 

hlas USAil)/Costa Rica met its objectives 
for the undergraduate program? 

Yes. Fifty-one (51) Trainees have departed 
for the U.S. in this program to date: 12 
awards in FY 1985; 8 in FY 1980; with a 
sharp increase to 31 awards in FY 1987. The 
output target has recently been changed 
froln no more than one-third of the total 
awi.ards, to at least one-fifth of the total 
awards. The revised output target for FY 
1085-87 was 42. The quota increased due to 
cost savings realized ia the short-term train-
ing and high school program. 

Ilas USAi[)/Costa Rica met its objectives 
for the graduate program? 

Yes, although actua, departures arc slightly 
lower than planned. Forty-eight (48) 
Trainees have [ccn selected to (late in this 
program: 3 1 in FY 1986, and 16 in FY 1987. 
The revised target is 53. The CAPS 
managers argue that very few scholarships 

are granted at this level as it is not a high 
prioity in CAPS. The awards are only 
granted in fields of specialization not avail­
able locally and for the financially disad­
vantaged. 

It should be noted that the undergraduate 
program and the gra'luate program com­
prise virtually all the long-term (over 9 
months) training programs in Costa Rica. 
The overall target for these programs is 20% 
To date, Costa Rica has selected slightly 
over 13% academic. Thus, although the Mis­
sion is meeting its own targets, it is not yet 
meeting AID/W targets. 

Does the Mission provide adequate 
predepartureorientation and/or training to 
CAPS Trainees? 

Yes. All Trainees receive predeparture 
orientation of at least one day. The average 
length of this orientation increased to two 
days in FY 1987. With respect to predepar­
ture Training (English language, cross-cul­
tural and other skills) the Mission has 
excelled. The portion of Trainees receiving 
predeparture training has increased aniual­
ly: 14% in FY 1985; 47% in FY 1986 and 
96% in FY 1987. The average length of this 
training is 5 weeks in FY 1987. lo)ng-term 
4-11 "'Iraivees receive considerably more 
weeks of E-nglish language training. 

Does the Experience America program as 
designed and implemented reflect the objec­
lives or the CTP? 

Yes. CAPS marager: recognize that Ex­
perience America is the primary element of 
the total training experience. IHowever, 
there is little mention of the Experience 
America componcnit in the ('1, nor how it 
is to come about. The (l'P calls lxperience
Americi cultural training. The (I'P high­
lights hoimestays and face to face activities. 
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The CTP does not define nor specify the ob-
jectives or activities which are to be included 
in the cultural component. The underlying 
assumption is that homestays and face to 
face exposure are sufficient to acquaint 
Trainees with US culture and life. 

Services provided to Traiuees, the areas of 
study and training pursued by Costa Rican 
CAPS Trainees corresponds to or exceeds 
those areas specified in the CTP. 

Key Question 3a: Are Trainees adequately 
oriented? 

Yes. All Trainees receive predeparture 
orientation of at least one day. The averge
length of this orientation increased to two 
days in FY 1987. The portion of Trainees 
receiving predeparture training has in-
creased annually: 14% in FY 1985; 47% in 
FY 1986 and 96% in FY 1987. The average 
length of this training is5 weeks in FY 1987. 

Trainees at end of training were virtually u-
nanimous in their views that the pre-depar-
ture program was useful: English language 
training (93%) information (91%) and 
orientation to U.S. life and culture (92%). 
In addition, over three-fourths of the 
Trainees felt that they were either very 
prepared (65%) or prepared (65%) for the 
trip to the training program in the United 
States. (Figure 3.14) 

Only a slight percentage felt unprepared 
(10%), and very unprepared (1.0%) to un-
dertake the CAPS training. 

Insummary, the Costa Rican pre-deparure 
training prograi is succesful in pr, viding 
lie Trainees with useful orientation to U.S. 

culture and life, information on the training 
progranm, and IFnglish language training, 
See Chapter Three for additional informa-
tion. 

Key Qilestiori 3b: Are CAPS Trainees ade­
quately prepared in English language 
skills? 

Yes. See above. It should be noted that 
man , Trainees felt that they needed addi­
tional English language training; howevei, it 
should be remembered that learning a 
foreign language is not accomplished in a 
short amount of time and it is unlikely that 
any CAPS in-country English language 
training program could make short-term 
Trainees fluent. 

Key Question 3c: Are candidates receiving 
enrichment programs in the U.S.? 

Yes. Experience America activities (the 
word "enrichment" is no longer used since it 
connotes cultural bias) are provided to 
Trainees. 

Trainees at end of training indicated, that 
they participated in a wide variety of ac­
tivitics while in the United States: cultural 
events (l(X)%), athletic events (98 %), con­
tact with families (94%), travel around the 
U.S. (89%), and attendance at civic activities 
(78%). 

Key Question 3d: Are candidates receiving 
rollow-up support upon return? 

No, although a follow-utp program is being 
developed. CAPS Mangers hired a program 
evaluator who debriefs all Trainees upon 
return to Costa Rica. In addition, the Mis­
sion isbeginning to design follow-up ac­
tivities. When 118 returned Trainees were 
asked if follow-up services were offered by 
All) and other agencies or people involved 
in the training, 52.7% responded "yes" and 
417.3% "no." When follow-up was offered, 
the people in the U.S. (22.0%) provided 
most follow-up activities, followed by the 
contractor (17.5%), and All) (17.1%). 
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When fo!low-up was provided, it was consis-
tently considered useful by the Trainees. 
While most of the Trainee follow-up was 
provided by people in the U.S., the Trainees 
found the services provided y tile contrac-
tors either "very useful", and "useful" (70%),
the services provided from "other" sources 
was found either "very useful" or "useful" 
69% of tile time, and a lower percentage 
rated the services provided by the people in 
the U.S. and AID as either "very useful" or 
"useful" (59% and 58% respectively). 

Contractors mostly provided literature, 
technical articles (64%),and some other 
type of correspondence (14%), material to 
evaluate the program (8%), and visits by 
professors (6%). (Figure 3/28) Considering 
the importance of the objective of estab-
lishing ties between the U.S. and tile home 
country, a much greater proportion of 
Trainees, if not al!, snoull be receiving fol-
low-Ip services. 

Key Question 5a: Are innovative models 
used in training, especially those related to 
cost-sharing and youth programs? 

Yes. Costa Rica provides considerable 
predeparture training to both long- and 
short-term Trainees. English language 
training progranis have been established by 
the Mission and seem to work well. The 
youth training offered through the 4-It (4-S) 
Organization is (quite successfll in fulfilling 
CA PS obiectives. This type of training is not 
unique, but the use of it by Costa Rica to 
keep costs low and to meet project goals is. 

No evidence of cost-sharing exists. 

The Mission has also selected from groups 
no! traditionally served by All), such as ar-
tists. Given the stature of artists in Central 
American countries (and Costa Rica in par-
ticular) and the East Bloc's attention to this 

group, the Mission isjustified in focusing its 
effo, .; on thesc Trainees. 

Key Question 55: What percentage of Costa 
Rican Trainees are wonen? 

Forty-two percent (42%) of all Costa Rican 
CAPSTrainees are women.This exceeds the 
goal of 40% set for the project. 

Key Question 5c: flow has AID collabora­
tion with USDA and Peace Corps been car­
ried out? With what results? 

There was no evidence of collaboration. 

Key Question 6: Do CAPS Trainees return 
home, are they being follk ved-up and are 
the skills they have a :quired being used 
productively? 

Yes, Trainees return home. Of the sample 
of over 2(X) Trainees with whom we spoke, 
no incidents of return to tile U.S. were noted 
(either among respondents or those they 
knew). 

No, only about half of the returned Trainees 
are being followed ui). When asked if they 
had received follow up services, of the 118 
that responded, ninety-six (52.7%) 
responded "yes" and 47.3% "no." When fol­
low-up was offered, Le people in the U.S. 
(22 0%) provided most follow-Lip activities, 
followed by the contractor (17.5%), and 
All) (17. 1%) 

When follow-up was provided, it was consis­
tently considered useful by Trainees. While 
most of the Trainee follow-up was provided 
by people in the U.S., Trainees found the 
services provide(] by the contractors either 
"very useful" and "useful" (70), those from 
"other" sources either "very useful" or "use­
ful" 69% of the time, and those services 
provided by the people in the U.S. and AID 
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as either "very useful" or "useful" with (59%1 During the first three years of the CAPS 
and (58%) respectively. Program in Costa Rica, over 742 Trainees 

Contractors mostly provided literature, 

technical articles (64%),and some other 

type of correspondence (14%), material to 

evaluate the program (8%), visits by profes-

sors (6%), the remaining categories, infor­
mation or meetings about the program, and
 
the organization of ex-participants each
 
received 3% of the responses.
 

It should be noted that Costa Rica has hired
 
a part time proiessional to handle such ac­
tivities as predeparture orientaion and fol­
low-up programming;.
 

Key Question 8: Are CAPS training costs in
 
Costa Rica equal to or less than those of the
 
Office of International Training?
 

The majority of CAPS training provided by 
Costa Rica are programmed through the Of­
fice of Internalional Training. The only sig­
nificant programming conducted outside 
this office are the 4-1-I type programs which 
are very cost effective (much less expensive 
per training-month than the Office of Inter­
national Training's costs). However, the 
type of programming offered by 4--1 is not 
comparable to that offered by OrT; thus ary 
direct comparison is infeasible. 

The CAPS Program in Costa 'ica is very 
cost effective in both technical training and 
academic training. This is surprising given 
the wide variety of training offered by the 
Mission, the rapid rate of expenditure and 
the large number of training-months 
programmed. Not only are costs low, but 
they have dropped significantly over the past 
two years. Project management can be 
credited with careful attention to costs 
reduction. 
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have received training in the U.S. Of these, 
99 are Academic Trainees (pursuing train­
ing which will lead to a degree) and 643 are 
Technical Trainees (all others not defined as 
Academic). 



RECOMMENDATIONS: 

" CAPS managers should require that 

S&T/1T and/or the LAC BL;eau find a 

way to include pre-training visits by 

contractors as well as post-training 

in-country evaluation and follow-up 

services. B( ,, are needed so that the 

contractor can tailir the training to the 

needs and level of the Trainee. CAPS 

manager', should require that contractors 

submit a detailed outline of the training 

to be provided prior to contract approval, 

The training plan should outline how the 

Mission's training objectives will be 

realized (i.e. the plan should clearly relate
 
training objectives, activities, monitorirg, 

and assessment procedures). A fial 

evaluation report should be submitted by 

each contractor for each training group. 


" CAPS Managers should require that the 
U.S. contractor submit a syllabus of 
critical vocabulary to the Mission prior to 
pre-departure training for inclusion in the 
English language training in Costa Rica 
(and for the U.S. if language training isalso provided there), 

"CAPS Managers should require that 
contractors provide Trainees with 

personal contacts in the U.S that would 

be the basis for establishing links 

(personal and/or professional) with U.S. 

citizens and/or organizations. (This might
 
be done by getting the contractor to find 

a local organization to sponsor a group as 

was done w;th the firefighters.) 


" CAPS Managers should require that 
contractors publicize the CAPS training 
in the U.S., clearly identify the training 
program as an All) project, and submit 
copies of all media coverage with the 
evaluation reports. (We realize that 
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contractors have no control over final 
media coverage). 

e To the extent possible, Mission staff 
should visit training sites in the U.S. 
especially those that provide long-term 
trainin,, or wherever evaluation suggests 
proble:..,. For those sites that cannot be 
visited, arrangement, should be made for 
periodic pre-arranged telephone contacts 
with at least one Trainee from each 
training group. Elect/Appoint a group 
facilitator, for each group prior to 
departure who can report to tile Mission 
on the progress and/or problems of the 
group. 

management 
contracts with agencies in addition to 
those with P.I.E.T./U.S.D.A. that can 
arrange for and provide training. 

nCAPS should consider 

* 	CAPS Managers should continue efforts 
towards increasing the coordination of 
Trainees served by the ROCAP and 
CASP Programs. 

CAPS manageis should continue effortsto dc-brief ROCAI' find CASP training
groups upon their return to Costa Rica. 

CAPS managers rhould letermine 
whether an A.A. program is needed for 
high school graduates and in addition to 
CASP. 

The Mission should identify procedures 
to assist Trainees who receive training 
materials in the U3.S. so that they can be 
delivered easily to Costa Rica without 
having to pay for airline excess baggage 
costs or import tax fees (e.g. rural 
teachers). 



" Costa Rican Trainees who have been 
placed at HBCU's for part or ofall of their 
training have been quite vocal against 
their placement. They have adamantly 
complained about negative treatment by 
HBCU students and their discomfort at 
being in such setting. 

" If any part of U.S. training is to take place 
at an HBCU, CAPS Managers should 
ensure that prospective applicants clearly 
understand this before submitting 
departure applications. Secondly, CAPS 
Managers should require that all learning 
institutions that provide training should 
submit a plan by which their student body 
will be informed about the CAPS 
program and its objectives as well as any 
steps necessary to facilitate positive 
communication and interaction between 
Trainees and the institution's student 
body. 

* Little or no follow-up services are 
provided to returned Trainees. 

FOLLOW-UP 

CAPS management should develop a plan 
to provide follow-up services to Trainees 
which would be implemented immediately, 
The objectives of the plan should minimally 
include: 

* reinforcing networking among returned 
Trainees 

" reinforcing/establishing ongoing linkages 
between Trainees and U.S. contacts, 

" reinforcing U.S. training efforts in 
country 

* detailing CAPS Mission and LAC Bureau 
responsibilities with respect to Follow-up 
activities. 

PROGRAM MANAGEMENT: 

Program Management: Efficient and effec­
tive program implementation depends 
heavily upon project staff and their values 
and attitudes towards the policy goals. The 
acting Mission Director (previously the 
Deputy Director) and other Mission senior 
management have been very influential. 
They placed high priority on the CAPS 
program; and appointed a high ranking 
Foreign Service Officer as the CAPS Project 
Manager. The Project Manager is highly 
committed to the CAPS program, has a 
broad understanding of Costa Rica, under­
stands the project's objectives and is able to 
marshall commitment from others in the
Mission. During our numerous visits to the 
Mission over the past two years, we have ob­

served a high level of commitment and 
cooperation in the Training Office staff as 
well. Examples of the commitment of the 
program staff members were observed 
during the in-depth process evaluation visit. 
The CAPSTraining Officerand theprogram 
secretaries coordinated a going away party 
for a small group of academic Trainees who 
had recently finished their in-country 
English language and pre-departure train­
ing and were to leave for the U.S. the follow­
ing day. The Training Officer received the 
Semester grades for some of the academic 
Trainees and was overjoyed that one of the 
Trainees got "straight A's. We should put 
this news in the newspapers. We want 
everyone to know how good our Trainees 
are." There is considerable evidence of per­
:;onal attention given to each Trainee by the 
Training Office beyond the necessary paper 
handling. 
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The following figure (Figure 4.1) shows the 
organization of the CAPS functions in the 
Mission. Except for Belize, the Costa Rica 
Mission is the only Mission in Central 
America which has elected not to hire con­
tractors to provide in-country services. 
Rather, the Training Office was expanded 
and equipped to handle the increased work 
load. The Project Officer explains that Mis-
sion management felt that it would lose con-
tact with the project if the in-country 
activities were put into the hands of contrac­
tors. 

CONTRACTING PROCEDURES 

CAPS placement and monitoring in the U.S. 
ispresently accomplished using AID's inter-
nal placement system (through the Office of 
International Training). However, Mission 
staff are frustrated over their lack of control 
over U.S. activities of the Agency contrac­
tors. The Mission is not technically a party 
to the contract. The Mission Staff realizes 
that it could select another contractor as 
other Missions have done; however AID 
contracting procedures are quite complex 
and time-consuming. Costa Rican 
managers would ideally like a variety of con­
tacts to handle a wide range of types of 
programs as determined from Trainees' 
needs; huwever, the time and resources 
needed to arrange such c-,ntracts will surely 
constrain such flexible programing. In a 
broader context, contracting of all types has 
become increasingly complex in the Agen­
cy. There may be many reasons for this, in­
cluding too few Contract Offices to handle 
the requests and AID policy encouraging 
contracting out rather than employment of 
direct-hire personnuel. Discussion of these 
issues is beyond the scope of this report. 
Ilowever, since it is a major impediment to 
project act;vities, it must be mentioned. 

We note that the new TCA provides stand­
ardized contractors prucedures, but ap­
propriate training is needed to make the 
TCA an effective procurement tool. 

STRENGTHS: 

vAs noted, CAPS staff are caring, involved, 
and committed to the CAPS program and 
Trainees. 

* CAPS managers have made tremendous 

strides in organizing the CAPS office, and 
providing program direction. 

a CAPS managers have done an 
outstanding job in trying to implement a 
"flexible innovative" program within a 
bureaucritic funding and contracting 
structure tnat constrains flexibility. 
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FIGURE 4.1 COSTA RICA CAPS ORGANIZATION
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* CAPS Managers have increased 
coordination between the Mission and 
the external evaluator to reinforce one 
anothers efforts and to minimize 
duplication. 

ISSUES: 

* 	Some project staff as well as non-project 
personnel (e.g., Mission and 
intermediary agencies) do not clearly 
understand the responsibilities of 
everyone on the project. Moreover, some 
staff may be functioning out of 
classification, (i.e., FSN 10 working as 
project managers). 

" The staff evaluation position while 
responsible to monitor all programs, 
reports directly to the coordinator of high 
school programs. This structure serves to 
isolate the evaluator and impede the flow 
of information to the Project Officer. 

" The coordi-,ator of short-term programs 
is p:%a -time and on !oan from another 
project. Nonetheless, the short-term 
program is the largest of the training 
options offered through CAPS. The 
success of the short-term program rests 
upon the coordinator's level of skill, 
creativity, and energy to identify 
innovative programs. In addition, this 
part-time position limits the coordinator 
to focus only on training development 
and severely constraiis his ability to 
monitor Trainee progress or contractor 
activities, 

" The volume of short-term program 
applicants appears to be consistently 
high. This results in delays ;n piocessing 
applications in a timely fas1hion. 

e 	Outside of the CAPS staff, few people in 
the Mission or Embassy, are familiar with 
the CAPS program. Yet, the comments 
made by the acting Mission Director, no 
other program has generated as much 
goodwill for the U.S. for so little funding 
ag the CAPS program. 

RECOMMENDATIONS: 

o Develop written description of the CAPS 
organizational structure which details 
responsibilities (i.e. activities) of each 
staff person. 

* The staff evaluation person assigned to 
CAPS should report directly to the 
Director of CAPS, as these activities cross 
all training programs and the information 
needs are directed towards office 
management. This would also hopefully 
increase the cohesiveness of project staff. 

.	 Establish a I F.T.E. position to coordinate 
the short-term training programs. The 
coordinator could then provide greater 
personal contact with Trainees and 
training institutions. 

* Increase support staff to facilitate 
processing of patoerw1,rk for short-term 
programs. 

* Expand public relation efforts within the 
Mission regarding CAPS by distributing 
inforniation to all Mission and Embassy 
staff regarding the number and types of 
programs and participants, news releases 
on CAPS, etc. 
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RECOMMENDATIONS FOR LAC
 
BUREAU:
 

" Explore with AID management how to 
provide a more flexible 
funding/contracting mechanism. 

* Continue LAC Bureau Staff's efforts to 
maintain their visibility among Trainees 
while Trainees are in the U.S. 
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TRAINING COSTS 


PURPOSE OF THIS CHAlPTER 

The purpose of tile chapter is to describe 
USAIDall 
program in terms of cost per training-
month, and to assess these costs in light of 
Agency efforts to contain training costs, 

INTRODUCTION AND SUM-

MARY OF CONCLUSIONS 


The CAPS Program in Costa Rica is very 
cost effective in both technical training and 
academic training. This is surprising given 
the wide variety of training offered by the 
mission, the rapid rate of expenditure and 
the large number of training-months 
programmed. Not only are costs low, but 
thcy have dropl,ed significantly over the past 
two years. Project management can be 
credited with careful attention to costs 
reduction. 

During the first three years of the CAPS 
Program in Costa Rica, over 742 Trainces 
received training in the U.S. Of these, 99 
are Academic Trainees (pursuing training 
which will lead to a degree) and 643 are 
Technical Trainees (all others not defined asAcademic). 

Thi rty-two separate technical training 

programs have been offered since June
19,85. More 198.than $3.5Mre million hahas lbeenben slpentsenthan$3. milio 

on the 643 Trainees who have participated 
in technical training programs. The total 
budgeted cost for the 99 academic Trainees 

is over $4.5 million during the first two years
of program implementation. 

Appendb: D offers a listing of all training 
programs along with cost, total training­
months and other relevant information. 

LIMITATIONS OF THIS ASSESS-MENT 

Costa Rica maintains very good cost data on 
training. The majority of the mission's 

training themajorit tisin s 
training (and all the academic training) is 
programmed through S&T/IT. To date,
S&T/IT contractors are not using the 
Agency's new Training Cost Analysis (TCA) 
reporting format, thus academic training 
costs used here are budgeted costs rather 
than actual expenditures. I lowever, techni­
cal training costs reported here reflect actual 
funds spent, even though the expenditures 
cannot be broken out in standard line items 
due to the lack of standard TCA data report­
ing. This limits cost comparison among 
training programs to total expenditures (for 
technical) and total budgeted costs (for 
academic). It is expected that S&T/IT will 
implement an actual expenditure reporting 
procedure in the next few weeks. 

FINDINGS 

What is the cost of technical training offered 
by the missionand how does this compare to 
that offered by other missions? Not only are 
Costa Rica's costs very low, they have 
pogrammedalmost te as many an
programmed almost twice as many training­
months of technical training as any other 

mission arn( have expended their funding at 
a faste" Pace thanatn missions except
Guatema.0a. In addition, tile Mission hasdeveloped a wide variety of programs seiv­
ing a broad range of Trainees. 
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As can be seen in Table 5.1, the costs of tech-
nical training offered by USAID/Costa Rica 
is $1462 per Trainee per month which is 
among the least costly of any mission's costs. 
(It should be noted that these figures will be 
updated for other missions in the annual 
report due in December 1987. Except for 
Costa Rica and Salvador. the figures 
presented here are several months old.) 

Note: The training-month is the standard 
unit of training and is defined as one Trainee 
in training for one month. For example, 10 
training-months could be comp rised of ten 
Trair, s each of whom receives one month 
of ti,;ning, or one Trainee who receives 10 
months of training, or any othe: such com­
bination. 

'FABlE 5.1 

COSTI'S OFI:1CHNICAL'IRAININ( 

AMO' i CAFS M,1SIONS 

'"RAiNEiS 
I'ER 

'O'Al. TOTA,. coS7r/ 
IRAININGi ROORAM 1RAINIJI-

USAID 
111117Ji" 
CoS'A RICA 
GUA I'MALA 

MISSION 
79 

(2 
124,3 

MON1.IS 
112 

2397 
134-1 

COSTr 
S372.275 

$3.501,481 
$4.9O',03 

MON'Vi 
$3,3 
S1,442 
$3,02 

IIONI)URAS" 
PANAMA* 

377 
1ll, 

287 
1059 

1,3,rV5,4k. 
$715,8918 

$4.514 
$676 

ocAI)
SAL.VAD)OR 

2R56 
5W 

(NJ
54'o $1.28,112$2,17),9W smS311 

I(AI. 3138 (,131, $14,911,17 $2,319 

•) A'IA ON' II I S MIIsION I'ROIAMS WI1. lI1FUP. 
DA'I1I) IN D)1CLEi IIER. 1987. 

A primary factor in maintaining low costs is 
the use of youth programming. Appendix 1) 
shows that several hundred youths have 
been programmed through tile Costa Rican 
4-11 (4-S) organization at very low cost 
(around $70W per training-mionth). These 

i lthis oisp ro gra ms s ign ifica n tly low e r me a n c s forall missioni trai n ig. 

The following Figure 5.1 displays the rela-
tive cost of technical training among mis­
sin)S. 
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Figure 5.1 

What is the cost of Academic training of­
fered by USAI)/Ccsta Rica? 

Costa Rica has programmed 99 long-term 
academic Trainees through FY 87 at a total 
budgeted cost of $4,604,787. The average 
budgeted cost per Trainee is $1,684 per 
training-month. Comprehensive data from 
other missions is not yet available; however 
data which exist indicate. ihat this cost is 
comparitively mid-to low-range. As men­
cm

tioned earlier, cost data on academic 
T'rainees are budgeted costs rather than ac­

tual expenditures to date. When coptractors 
begin reporting expenditures regularly using
TCA, comparisons among contra.-tors and 
missions for actual expenditures can be 
made. 

Has there been a noticeable trend in costs of 
USAItY/Costa hca's CAPS programming 
siice the program began? 
Yes. rainig costs have dropped sig-
Ye. sin e th e dr o f ile 

prograai. Figure 5.2 ilicatcs tile scope of 
drop. For technical training, cost pert a n n - o t n F w s $ , 85 etraininrg-monthI in I:Y 85 was $2,0J85 per

training-month. In FY 87 this figure had 
droppcd to $1,441. 
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For academic training, FY 85 figures are A compari:,Io with other mission expendi­
$1,903 per training-monith and FY 87 ture patterns indicates that Costa Rica con­
t'udgeted costs are $1,571 per training- centrated on developing low cost 
n ,nth , pr gr ,:nrii ng, w hile avoiding very high cost 

programming. Iri)t her words, if this pattern 
What is the range of co:ts of CAPS techni- persists, Costa Rica will be able to program 
cal training programming in Costa Rica? twice as many training-months of technical 

training as the average CAPS mission with 
1"1gure 5.3 indicates the percentvage of total the same funding level. Additionally, Costa 
tc,'lmica! trIinirig expernditu rcs for each cost Rica wil, he jhle to program almost four 
range. For example, the figure indicates imes as many train ing-months of technical 
that 25% of all expenditures for technical training as the highest cost mission with tle 
trainrng were for programs costing arouni same level of funding. Figure 5.4 displays 
S5Wper Iraini ug-month. Indeed, 38.%ofall ('osta Rica CAPS traiIiing cost'; relative to 
Cxlenditure,, [or technical training the mean cost for all CAPS Missions. 
programs were spe nt (nt prograning cost­
ing less than $1250 per training-montlh. This COST PER TINNG MONTH 
;Iccotrits for the low I'ioan cost for technical -W 1)r 70 c.PI AvA WIF
 

';,ininy pro grams in Costa Rica.
 

()nt tlc ther end of the scale, very few ex- .
 
Pe rlive programs were pur chased. llxs V r
 

than % o>f total expemnditures were for ' . 1 o,)
 
programming costing ii-: excess of $75WX) per fN
 

114'

Iraining-moth. Only two prograis coItid I 1-4 

00 

be teriied very iigh cost. ()e of thcsc 
programs, 5(X)98, cost about $i4,(X)( per 
training month; however only one person .r, ,,, 
was in this )rogram an it listed less than P.,i (if TAJP,, 

one ruionth, Figure 5.4 
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CONCLUSIONS
 

The fact that Costa Rica has dewloped very 
creative programming acioss a w'de range 
of program types, reaching out to groups 
never before touched by AID, migh: have 
led to high costs. In fact, just the opposite is 
true. Costs are very low. Returnee inter­
views indicate high levels of satiiaction with 
programming, thus low costs have not 
seriously affected programs (i.e., the 
programs were inexpensive, not cheap). 

RECOMMENDATIONS 

The Mission should continue to strive for or 
emphasize low costs with their contractors 
(i.e., continue to do what they're doing). In 
addition, as S&'IT/IT's contractoi, begin to 
ii e TCA formats for reporting of actual ex­
penditures by each Training groups PIO/P 
nunber, the mis:sion should require quarter­
ly expenditure accounts on every academic
Trainee to ensure that the low budgets for 
academic training evolve into actual low ex­
penditures. 
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APPENDIX A
 

METHODOLOGY
 

The Exit Questionnaires were administered Costa Rica; however, many of the addresses 
to the Trainees upon completion of their that were on file were no longer valid. Over 
training programs in the United States and two-thirds of the Trainees originally tar­
prior *(otheir return - Costa Rica. "ie geted were located. When targeted Trainees 
Questionnaires were administered in Ili(- could not he locatcJ, in each instance they 
Spanish languAge by the contractors, 

'[he Returr.c InterviewS were conducted to 
assess whether or not the Costa Rica CAPS 
program is realiing its goals of (l)fostering 
positive feeling towards the Jnited -tacti 
and its citizens and agencies; and (2) in-
creasing the tect nical skills of citizens in 
support of thci countries and their own 
needs. trainiii:. Ti'his pool of Trainces is 
divided into three groups; I) those who have 
been ionic for moiic thaun 12."oth,s; 2) 
those ,I 'ave been home fromn six to 
eleven mon lis, 3) tho',c whol have been 
honie for thrce o five months. A randoml 
samp,. of 'l',:,iixcs is sClectcd fromn each 
group with re ilaccmcni and is distributed 
equally ii,mg tIhe three group;ccordliny to 
lcnigth of time since their return frouri the 
trainnig projgratm, 

lre Rcturn'c Interview ha, two puiijl(p, C: 
I) too mIIimiIe any "hao"efcct, that ray 
have been ycneratcd by F;irticil)at)l in the 
trainiI, ')r(),p;im (the 'h;lo" effct wmld 
have tfa',ed Idc lXit Questionlalre), and 2) 
topgather (;ita which arc (rely available atcr-
tielrainccs have had ;Icham'c to rece, -

tablish thiitv in their hionic c(mlltlic. 
C(rotactoig, Irml iitivicwin, tOw returncd 
'irairiev, wa %n,, , trem ly hl, litic it)(le-I 

were replaced by anotiher trainee from their 
respective group. The results of the Retur­
nee Interview are representative of the 
Costa Rican Trainee population. HJowever, 
the results of tie I'xit Questionnaire, be­
cause it was given to only two groups, is not 
representative. This restricts comparison 
between l.xit and Returnece instruients ex­
cept for groups snimiar to those for whom wc 
have r'-ceived ILxit ()uestionnaires. It has 
bee;, ps ,ible to match aid compare data 
from ore group of 4-11 lLxit Questiotnnaire. 
wit data fron the sane 4-11 groups' Retur­
nce Interview,, tius proiiding opportunity 
for trend anaysi, iII this case. 

nterviewcrs werr tra;ncd :,id closely 
iiiitoredI by Aguirrc Inter nati,-nal staff to 
cnsure',i itency (4procdure. Interviewso 
wcre conductlcd at a !ocIation mutually con­
velicrt for t1ic interviewer rId Trainees, 
which 'a'utua'llvie workplaceIIhcIie,', 
orMomc. lr;iie,, ii; uibtauWbth ind rural 
locitisc' v,crc intcIvicwkcd. 

A tt;il (oI 11 ( '"tla Ric'ill intcrvic,,ers were 
tr.iiiAwt(Jvc a four 'layL prio(Id iII September, 
1987. lIntcrviews vrccmrilu'tcde' ovcra two­r 
wcck 1crid iI ',cl)te tiwi, 1987. 
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RETURNEE CHARACTERISTICS 


Who was interviewed? 

With rest, ct to the Returnee Interviews, 
slightly more than half (57.4%) of die CAPS 
Trainees were men, and slightly less than 
one-half (42.6%) wolien. These data con-
tirmn that the random sample reasonably 
reflects the characteristics of the entire 

popilation of Costa Rican Trainees through 
1987, as these proportions closely resemble 
the CAPS/CIS data for gender described in 
(Chapter II of this report. 

What type of training did they receive? 

The overwhelmirng majority of the returned 
Trainees in our sample had attended short-
term, technical irai ning,(98.0%), as op-
posed to the strll percentage (2.0%) who 
received acadcmic training. The proportion 
of academic 'l'rainees in the sample is con-
siderably lower theb that reported in Chap-
ter 2. This difference res-lts from the fact 
that since academic training takes longer, 
very few Costa Ricans in this category had 
returned home by September 1987, of those, 
five CAPS 'rainees were interviewed. 

Inwhat areas were Trainees trained? 

Returnees in our sample had been provided 
training in several fields of study. Most 
received training in Agriculture (specifical-
ly in nmanagement (,r production programs) 
(14.8%); Student Cultural Exchange 
(23.5%); Business Management (13.7%); 
and Edu|cation (17.5%); Public Affairs 

(10.9%); English as a Foreign Language 
(7.7%), and other fields (Table A.1). 

TAIIIB A.1 

TRAINEIS lilJ)S Of ifUDY 

N= 183
 
BUSINESS'ANAGIMINrr 13.7%
 
PUBLIC Al FAIRS 10. np

AGRICUIlURE 14.8%
 

DUCATION 175%
 
I1MV E~CONOMICS .5%
 
ENGILISIH 7.7%
 
ORGANIZ.AIONA. SKL-S 1.1% 
l(:NtW NAIURAl. RIISO'JRCFS 5%MARUUIING & )ISIRmUTOB N 1.6% 
COMi'UiIIt./INFO(MA'IION SCIENCES 5% 
PRODUCHON 1.6%
VOCA' NOAL W. .%1 

VISUAI Il|IlORMANCE 41%
 
,IUD1:,"N-(t Ii .1 luRAL EXCIHANGE 235%
(iENRIRAI-c. ACAI)IMIC .5% 

o01 IlR .5%
 
TOTAL 77.5%
 

Were returned Trainees employed? 

Yes. Virtually all of the Trainees were 
employed (91.4%) at the time of the inter­
view. Of the nine people who reported 
thcm.-;elves as unemployed, only two were 
looking for a job. In some rare instances, the 
training received had caused problems on 
the job. 

This was the case for two of the 244 Tra:nees 
interviewed, who reported having lost their 
employment as a consequence of the train­
ing. Three-quarters of the Trainees (75%) 
held the same job they had held before the 
training. Roughly one out ""four had 
changed positions. 

Of the ''rainces interviewed, 22.40' were 
self-employed. At the time of the interview, 
the remaining employed Trainees (77.6%) 
were employed in the fo!!owing areas: 
Public Sector (59%), Private Sector (29%), 
Volunteer Job (8%) and Other (4.%) 
(Figure 3.5). 
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Triinees were hoding the following posi-
tions: Educators (34.2), Managers (10.8%),
White Collar workers (5.4%), Skilled Tech-
nicians (3.6%), Merchants/ Businessmen 
(7.2%), Social Workers, (6.3%), Agricul-
ture (1.8%), Performing Arti';ts/Art (5.4%),
Journalists (5.4%) Semi-Skilled Workers 
(5.4%), Other (7.2%) (Table A.2). 

'IRAINEF S'FEPLOYM UNFATTIIE TIME OFII.R-
VIW 

MANAGER N=III 
10.8% 

ED.IUC'ATIONMERCI lANI/IIUSINESS .34.2%7.2%
SKILLED'IYOINICIAN 3.6% 
SEiMI-SKILI'DEIwirn-coilAR 5.4%5.4%
SOCIALWORKER 6.3% 
AGJRICUJ~LREj 1.8%COOP .9
PEFORMING AIm T 5.4% 

JOURNAl.,11scicImsT 5.4%

.9O;IDINI'(4-1 ) 3.6% 
0111I1E1 7.2%To'rAL. 70.7% 

In summary, the data collected on the
 
characteristics of the 
 Returnees establish
 
that the sample is representative of the total
 
pool ofTrainees trained through September

1987. Therefore, the responses obtained
 
with the Returnee Interview Questionnaire
 
are considered representative for the entire
 
population of the Costa Rican Trainees who
 
have returned to Costa Rica. 

LIMITATIONS 

As noted above, the Exit Questionnaires are
available for only a limited number of all 
Costa Rican CAPS Trainees because one of 
the major contractors declined to distribute 
the LAC questionnaire (discussions with 
tin contractor are being carried out to en­
sure that future Trainees from Costa Rica 
receive the Exit Qucstionlaire). As is nor­
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ially the case in such surveys, the number 
of respondents and/or responses per item 
vary throughout this report. In some instan­
ces, the variation occurs because the item 
did not apply to the Trainees. In other cases,
the respondent simply chose not to reply.
The reader is therefore cautioned to read 
percentages with the understanding that 
they may represent the proportion of 
responses to a given item based on a smallnumber of Trainees. (Percentages on graphs
and tables may not sum up to 1(X)% due torounding error.) 

The Costa Rican CIP ca!ls our attention to 
the Costa Ricans' generally favorable at­titude toward the U.S. The present process 
evaluation does not administrate a "pre"and"post" test to measure a gain of positive at­

ot~anotitudes of the CAPS Trainee in respect toU.S. citizens. The findings reported from the 
actual process evaluated, describes 'heTrainees' present attitudes toward the U.S. 
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CAPS TECHNICAL PROGRAN 'XjT INFORM.TION: COSTA RICA 

PIO/P 

NO. PROGRAM DESCRIPTION 
z z z:~z2 :z:zzz z z Kzz z 

FIELD 

CODE 
: 

PROGRAM ENHANCEMENTS 

AFFECTING COST 
z :lRzl~m at :Z : mZ X:Zm 

CONTRACTOR 
:ZZ~m =ZmZ NNNm:ZXt 

DEPT 

DATE 
aZZZZZZ ==.a 

RETURN 

DATE 
ZZ x 

TRAIN. TOTAL TOTAL COST PER 
" TNS/ TRAIN- TRAIN. TOTAL TRAINING 

PRO" EES MONTHS BCJGET MONTN 
S ZZZZZxxZ axZ xx xxxx= xZ ..lZ Xl 

50021 No Information 6 INCAE 23-Feb-86 23- ar-86 0.9 1 1 $3,450 13,746 

50032 Grain Storage and Marketing course. 8 06-Feb-86 27-Jut-86 5.6 3 17 S17,609 $1,043 

50036 Institute for Studies of Non-format 

educatiun conference. 

13 PIET 01-Jun-E5 30-Jun-85 1.0 8 8 S18.009 $2,U0 

50038 Emergency Disater Science Course 18 PIET 07-Aug-85 07-Dec-85 4.0 1 4 S2,500 $623 

50052 No information 

& 5005No information 

1 Interpreter services 

substantiaL U.S. traveL. 

USDA 29-Mar-86 30-Apr-86 1.1 3 3 S17,795 S5,635 

50059 AgricuLturaL Cooperative Studies, 

on-the-job training. 

2 ConsiderabLe U. S. traveL. ACDI 14-Sep-85 15-Nov-85 2.0 20 ;1 5 812 &2,17-7 

5C071 University student Leaders 

Educational Institutions. 

tour U.S. 41 ConsiderabLe U. S. traveL. PIET 24-Oct-85 15-Dec-85 1.7 20 34 S121,267 3,545 

50079 Indigenous Leaders visit U.S. 

indigenous communities and 

organizations and attend 
Inter-American Indian Congress. 

5 Soe travel in U. S. PIET 06-Jan-86 28-Feb-86 1.7 21 37 $110,643 S3,022 

Continued next page 



CAPS TECHNICAL PROGRAM COST INFOMATION: COSTA RICA, CONTINUED
 

PIO/P FIELD PROGRAM ENHANCEMENTS 
NO. PROGRAM DESCRIPTION CODE AFFECTING COST CONTRACTOR 

.--.. =.----.- . X----.--.-, ------------
50080 To study modern and classic baltet 50 Considerable travel in U. -IET 


and dance in various U.S.
 

institutions.
 

50081 English teachers live with US 13 
 PIET 


fanilies, visit English teac-Iing
 
o-ganizations, gain exposure to US
 

culture, and attend conferences.
 

50084 Gren House Operation/Ngmt course 1 
 USDA 


50098 Instruction in Leather production. 50 
 PIET 


50101 Secondary English School Teacher 
 International travel paid uAMERICAN FRIENDS
 
Training. Cross-cuLtural and 
 grant. Substantial home-stSERVICE
 
intercultural prograaming.
 

Continued next page
 
50103 Secondary School English Language 
 60 Hoe Stay. EXPERIMEWi I 

tepchers upgrading. INT'L LIVING
 

5C121 Training program for business 6 INCAE 

managers from small and aidium sized 
firms. 

50130 Reinforce practit-al teaching 13 
 USDA 


methodology of rural vocational
 

teachers.
 

Continued next page
 

DEPT 


DATE 


... 


06-Jan-86 


11-Jan-86 


12-Dec-85 


09-Wpi-86 


07-Jan-86 


23-Feb-&, 


21-Jun-86 


RETURN 


DATE 


28-Fe.-86 


08-1ar-86 


31-Dec-86 


30-Ap--86 


02-Mar-86 


23-Mar-86 


21-Aug-86 


TRAIN. TOTAL 


MONTNS/TOTAL TRAIN. 


PR0GMTRAINEES,."TmS 


... X .. = .Z .
 

1.7 15 
 26 


1.8 30 55 


12.6 1 13 

0.7 1 1 


1.8 15 27 


0.9 4 4 


2.0 20 40 


TOTAL 


B=GET 

S133,;,67 


$131,05 


S31.656 


S9,731 


S34,905 


S13,800 


S131,720 


COST PER
 

TRAINING
 

XOKTX
 

4.9e9 

52,371
 

S2,506
 

S14,087 

$1.310
 

S3,746
 

%3,282
 



CAPS TECHNICAL PROGRAM COST INFORMATION: COSTA RICA, CONTINUED
 

PIO/P 
 FIELD PRCOGA4 ENHAMCEMENTS 
 DEPT RETU~i Mubtk T.SITZA-. 7"'&; TZLA.4t8CPM E4. 11 
NO. PROGRAM DESCRIPTION 
 COE AFFECTING COST CONTRACTOR 
 DATE DATE -"tOr.XAALAS'.:jT.; ,,S rL.:Ta
 

... 
 .. 
 ~z. ............ 888Rs.*3 .. ..
Etgla.. ...... 
 4 W
 

50103 Secondary School ErgLish tar-guage 60 Hom Stay. EXPERIMENT IN C7-Ja-8.5 C2-9Mr-86 1.8 is 27 
 ,."5?-, $I.310 
teachers upgrading. INT'L LIVING
 

50121 T.aininr program for business 6 INCMAE 23-Feb-& 23-MPmr-& 0.9 4 4 S.13.& !3.7.6 
managers from small ard midium sized
 

firms.
 

50130 Reinforce ractical teaching 
 13 USDA 21-Ju.-86 21-A.,-86 Z.0 20 40 131.m2 ;6JoZ
 
methridology of rural vocational 

teachers.
 

50131 Youth exchange program which brought 
 99 Use of U.S. rural 4-H voLurATIONAL 4-W 1)-Iay-86 30-Sep-66 4.. 499le A" .",455 S 
approximately 100 rural yc-th (11th 
 families reduced costs 
 COJNCIL
 

grade) to U.S. rural 
sites for 4 or significantly.
 

7 months.
 

50133 Youth exchange program whirh brought 
 99 Use of !.S. rural 4-H VOLIujAT!OINAL 4-N 10-may-86 31752 6.9 45666 SZ66.97Z SSM 
approxinateLy 100 rural 
yuuth (11th families reduced costs 
 COUNCIL
 
grade) to U.S. rural sites for 4 or 
 significantLy.
 

7 months.
 

50134 Rural snaLL farmers and fishermen 3 EASTERN CAROLINIA OS-Jun-86 22-jun-86 3.6 10 6 $17.340 S3.101 
observe how rural North Carolina UNIVERSITY 
cm.nterparts reacted over the past
 

30 years to development of their
 

regi on.
 

50136 Practical administrative training 6 Home Stays. SCHOOL FOR 26-Oct-,6 06-Dec-86 1.3 
 19 26 %137,351 S5.360
 
for Leaders of Costa Rican private 
 INTERNATIONAL
 
voltuntary organizations. 
 TRA:NING
 

50139 Small business enterprise training 
 ,,4 Home stays with U.S. famitilNSTITUTE FOR 29-Jut-56 2',-Sep-86 
 1.9 20 38 S146.980 S3,919
 
for rureL women homesteaders. 
 INT'L TRAIWIkL
 

Continued next page
 



CAPS TECHNICAL PROGRAM COST INFCNMATION: COSTA RICA, CONTINUED
 

PIO/P 

NO. PROGRAM DESCRIPTION 

FIELD 

CODE 

PROGRAM ENHANCEMENTS 

AFFECTING COST CrTRACTOR 
DEPT 

DATE 

RETURN 

DATE 

TRAIN. TOTAL 
MONTHS/TOTAL TRAIN. 

PROGRAXTRAINEESWNThS 
TOTAL 

B.5CFT 

C'ST PER 
TRAINING 

MNNTN 

50140 Journalism 9 U-A 18-Aug-86 0.-Oct-66 1.6 21 33 S191,135 $57?,& 

50151 Small business entrepreneurs (small 

retail general store owners). 

8 Simultaneous translators & INT'L SCIENCE 

eqJiipment, considerabie U.SANO TECHNOLOGY 

29-Oct-86 06-Dec-86 1.3 20 25 S171,020 S6,641 

50152 Electrical Technology 15 WRECCA 27-Sep-86 20-Dec-86 2.8 7 19 S73,03 $3,776 

50154 Skills training for one-room school U.S. home stays. TransLatoPIET 
house teachers. Cross-cultural Substantial travel in the U.S. 
experiences. 

50154 Rural Education 13 Creative Assoc. 25-Oct-86 20-Dec-86 1.8 20 37 S155,900 $4,232 

60056 Secondary School English Teachers 13 AFS 06-Dec-86 06-Mar-87 3.0 21 62 S51,33 S.25 

60057 Secondary School English Teachers 13 AFS 10-jan-87 15-JuL-87 6.2 9 56 S,'.-9"3 S37, 

60070 Fire Fighters 43 PIET 23-Miy-87 30-Jul-87 2.2 20 45 S11,0X &Z.4;-3 

60110 Rural Municipal Leaders 44 PIET 21-jun-7 15-Aug-87 1.8 19 34 S115,530 S3,161 

60111 Public Policy Planning 41 PIET 27-Jun-87 16-Sep-87 2.7 18 48 9-,--599 , 3. 

60124 High School Leaders (4-H) 13 Costa Rica 4-H 09-Aug-87 29-Feb-8, 6.7 110 738 $57Z2 STT2 

TOTAL PROGRAMS: 30 
681 2468 13.683.906 $1.493 


