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Executive Summary 

The NASPAA team consisting of Dr. Katherine Montgomery, Dr. Jean 
Magrondji and Dr. Richard Vengroff (team leader), examined the training
needs of the Central African Republic from the perspective of A.I.D.'s 
priority areas of concern. These areas, rural development, administrative 
reform and development of the private sector were approached from three 
different perspectives. The first consisted of a series of unstructured 
interviews with GOCAR officials, directors of indigenous training
institutions, donor representatives and representatives of the private 
sector. The second consisted of a set of structured interviews with 52 
representatives of small and medium enterprizes, owned and operated by
Central Africans and an additional smaller sample of female 
entreprenuers. The third component of the study is comprised of 
structured interviews with a randomly selected sample (n=68) of 
functionaries in the Ministry of Rural Development. 

Significant training needs were identified in all three areas of concern. 
Due to cost factors, constraints imposed by the guidelines of the HRDA 
project and the need to reach the maximum number of Central Africans,
short term in-country training is the preferred approach. 

In the private sector, priority should be given to basic seminars dealing
with new venture development, with special reference to preparation of 
appropriate documents necessary in order to seek bank financing. In 
addition to the general topic of the management of small enterprizes,
financial management and marketing were identified as areas of 
considerable need. This training shiould be made available both in Bangui
and in the regions of the interior of the country. It is also clear that such 
training must be done at several different levels, depending on the 
academic preparation, gender, and experience of the participants. 

In the public sector, emphasis should be placed initially on assistance to 
those involved in auditing and budget control, the "inspecteurs d'etat", but 



a long term concern should be directed at training in Human Resource 
Management in the various ministries, especially in the personnel
divisions. Several functional seminars of general interest may also be 
called for. Another key area of concern is that of project management.
Here we envisage a series of seminars addressing project management in 
general and various more specific aspects of project management
including identification and design, implementation, financial and 
economic analysis, human resource management and evaluation. In 
addition there is a real need to improve the quality of instruction 
available in the country. A training of trainers workshop with a full
practicum associated with it would be extremely useful in this regard.
Finally, the need to bring this training down to the level of the provinces,
where development policies must be implemented, is clearly called for. 

Several approaches to these problems have been examined. The first of 
these calls for the implementation of the series of seminars and 
workshops (three or four per year) designed to meet these perceived
training needs. The planning of these interventions should include a 
program of follow up. This follow up would be most efficaciously
completed for each seminar at the time that the planning for the next 
seminar is taking place. Overall coordination for this program should be 
handled by NASPAA, an crganization which has access to over a hundred 
U.S. universities offering training in public administration and
 
management. In this way selection of providers 
 of services can be 
accomplished entirely on the basis of capabilities and experience. 

The second approach would place a long term NASPAA management
training advisor in country for a period of about four years. This advisor 
would have access to consultants from both the U.S. and the C.A.R. and be 
charged with organizing and implementing approximately six 
workshops/seminars per year. Two Central Africans could be selected for 
long term training in the U.S. They would work with the training advisor 
and take over the program (FY 92). Based on a cost effectiveness analysis
this program is far more effective than the program identified above. It 
also has the advantages of providing for a more permanent follow up, a 
more adaptable program, the development of more relevant training
materials, better access to and ability to conduct training programs in the 
rural areas and the possibility of institutionalization of the training 
program. 



The main difficulty which remains is the selection of an appropriate 
institution to serve as a base for the training program. Since it will have 
implications for both the public and private sectors, and few local 
institutions address both needs, the choice is especially difficult. A 
preliminary analysis would suggest that either ONIFOP or CPRAC is 
probably best placed to perform this function. It is clear that other 
institutions such as ENAM, CAPMEA, and the Chamber of Commerce must 
also be implicated if the program is to be successful. 

It is hoped that the long range impact of this training program will serve 
to improve the quality of management available in the C.A.R., both in the 
private and public sectors. It will impact on existing and new 
entrepreneurs, recent graduates who are seeking employment, 
functionaries who opt to leave the public service, women and government 
agents involved in the management and implementation of rural 
development programs, both in the capital and in the regions of the 
count'y. 
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INTRODUCTION
 

The Central African Republic is a landlocked country slightly smaller 

than the state of Texas located inthe center of the African continent. 

Over three quarters of its 2.7 million people are involved in the 

agricultural sector which is largely subsistence in nature. Annual per 

capita income is approximately $310. Considered by the United Nations to 

be one of the world's Least Developed Countries, the CAR has a high infant 

mortality rate (143 per 1000) and a high level of illiteracy, especially 

among the female population. Life expectancy at birth is estimated to be 

43 years. 

The administrative and judicial systems follow the model of France, 

its former colonial ruler. Its economy is based largely on the export of 

cotton and coffee, with timber, diamonds and tobacco also bringing in some 

foreign exchangn. During the 14-year reign of Jean-Bedel Bokassa which 

ended in 1979, the country was bought to near economic ruin, and the 

efficiency of the public sector eroded dramatically. 

A social and economic recovery plan was hastily put into effect in 

1980-81 in an attempt to handle the disastrous situation facing the 

successors to Emperor Bokassa. In 1982 a three year National Action 

Program was adopted which set out to restructure and streamline the 

parastatal sector, to reverse the increasing deficits in the public sector, 
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and to stimulate private sector initiative and reactivate the banking 
sector. A second phase of that program was adapted to meet the donor 
demands for policy reform, namely sectoral and structural adjustments. 

Results of the National Action Program were encouraging.
 

Investments and the Gross National Product increased; inflation was
 
slowed; a number of public sector enterprises were turned over to the 
private sector; the budget deficit was righted; and the Balance of 
Payments was brought into equilibrium. Generally donor confidence in the 

government improved enormously. Among the specific actions taken during 
this period was a net reduction in the number of civil servants which 
reduced the percent of budget expenditures allocated to salaries from 

89.3% in 1981 to 59% in 1985. 

In 1986 a Plan for Economic and Social Development for the next five 
years was adopted to continue the recovery efforts already started. That 
plan places special emphasis on development of the private 3ector. 

Agriculture, both production and its accompanying activities, are viewed 

as the driving force behind the economic development of the country. In 
the public sector, emphasis is being placed on creating a more efficient 

civil service through continued reductions in public employment, a more 

rational allocation of personnel retained and development of an improved 

managerial capability. 

A. U.S.A.I.D.'S PRIORITY DEVELOPMENT AREAS. 
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The development strategy of USAID in the CAR reflects the same 

priorities as those set by the government of the Central African Republic 

(GOCAR). Increasing productivity in the agricultural sector through the 
introduction of technological innovations and the creation of better 

marketing channels is viewed as a key to improving the state of the 

economy. Development of the fledgling private sector is also being 

encouraged as the most efficient way to generate employment and to 

increase the standard of living. The GOCAR's policy of administrative 

reform is supported by USAID's actions in attempting to provide modern 

management training designed to improve the efficiency of the shrinking 

bureaucracy. 

B. COUNTRY POLICIES AND SYSTEMS FOR ALLOCATING SKILLED AND 

PROFESSIONAL LABOR. 

In the early years following Independence, skilled and professional 

labor in the CAR was scarce. The Government relied on its education 

system to train most professional workers. Upon successful completion of 

their studies students were almost automatically integrated into the civil 

service, the country's major employer. Private sector enterprises were 

relatively undeveloped with most being controlled by resident expatriates. 

Major enterprises, such as the cotton and coffee companies, were partially 

of wholly owned by the state and were staffed by civil servants. 
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By the early 1980's the civil service had grown to unworkable
 

proportions and was draining a huge percentage of the government's
 

revenue. 
The program for economic recovery as well as pressures from 

donor and lending organizations resulted in a nearly total freeze on hiring 

in the public sector. Students could no longer count on guaranteed 

employment in the civil service upon completing their studies at the 

university. 

Unfortunately the downturn in the world's economy inthe first half of 
the 1980's led to the closing of a number of enterprises in the already 

small private sector, thereby reducing the number of jobs available. Both 

university graduates and those with less education face a limited 

employment market which is putting considerable political pressure on the 

government to find a solution to their joblessness. Several of the training 

institutions in the country, namely ONIFOP and ENAM (see a description of 

their activities below), have modified their programs so as to retrain 

those already employed either in the public or private sector, rather than 

recruiting new classes of trainees. 

The government's proposed solution to the problem of the growing 
number of unemployed young people is stimulation of the private sector. 

Directing young people into the private sector, however, requires not only 

capital which is not easily available at the current time, but also a change 

in mentality. A sense of entrepreneurship frequently is lacking in many 

potential workers, especially those who have gone through the school 
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system in preparation for what they thought would be a life in the civil 

service. A certain amount of training in the organization and management 

of small enterprises will be necessary if private growth is to take place. 

TRAJNING RESOURCES 

A. IN-COUNTRY AND REGIONAL TRAINING PROGRAMS RELEVANT TO TRAINING 

NEEDS. 

Training in the CAR is done at three different levels: 

- Primary and secondary education which is practiced in primary
 

schools, colleges, and public and private high schools under the
 

direction of the Ministry of National Education (MNE).
 

- Higher education which is carried out primarily at the University of
 

Bangui under the aegis of the Ministry of Scientific Research and
 

Higher Education (MRSES), at the Ecole Normale Superieure under the
 

aegis of the MNE, and at the Ecole Nationale d'Administration et de
 

Magistrature (ENAM) under the aegis of the Secretaire d'Etat 

charged with the General Administration of the Government. 

- Technical and professional education which is offered in both public 
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and private schools under the aegis of the MNE, the Ministry of Rural 

Development, the Ministry of Health, the Ministry of the Civil 

Service, Labor and Social Security, the Chamber of Commerce, and 

the High Commission for Small and Medium Enterprises. 

1. Primary and secondary instruction, 

1.1 	 Primary instruction. Primary instruction focuses on youth of both 

sexes between the ages of 6 and 14 years. During the 1985-86 

school year, 961 establishments, 54 of which were in Bangui, 

enrolled 309,656 students out of an estimated student population 

of 607,500 (6-14 years) inthe CAR. The net rate of scolarisation 

is 53 percent for the entire country, and the growth rate of 

the number of students is 4.7 percent. This type of instruction 

leads to the Certificate of Basic Primary Studies (CEPE) and to the 

continuation of studies at the secondary level. Thirty years ago 

those with the CEPE were employable as office workers, teachers, 

nurses, etc. Education is not a priority in the existing Five Year 

Plan (1986-90). It is envisaged that current trends will continue, 

but no new schools or additional teachers are planned. Emphasis is 

being placed on instruction that is both general and practical, 

reflecting and existing environment; the goal is the mastery of 

fundamental skills and the introduction to technology and 
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productive work which will be useful in the everyday life of the 

student. 

1.2 	 Secondary education. Secondary education includes two cycles. 

The first is four years (from 7eme to 3eme) and ends with an 

examination for the Brevet d'Etudes du Premier Cycle (BEPC). The 

second is three years (from 2nd to the final class) and ends with 

the Baccalaureat examination in either literature or science. The 

total number of secondary schools in 1984 was 55, of which 18, 

enrolling 14 percent of the total number of students (57,000 in 

1986) are private. The rate of growth inthe student population 

is 5.7 percent while the rate of passage from primary to secondary 

levels has dropped from 24 percent in 1982 to 15 percent in 1986. 

In 1984 the average number of students per classroom was 87 

although GOCAR figures show one teacher for every 70 students. 

The BEPC enables students to continue, either directly or after a 

selection process, in certain technical and professional programs 

while the Baccalaureat permits students access to a classical 

higher education. 

2. J:jhereducation. 

2.1 	 University of Bangui. Created in 1970 and placed under the aegis 

of the MRSES in 1986, the University of Bangui is an independent 

institution with its own autonomous administration and financial 
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management. It is administered by several Councils including: 

- The Administrative Council which is chaired by the 

Minister of MRSES
 

- The University Council chaired by the Rector
 

- The Scientific Council
 

Access to the University is reserved for those with the 
Baccalaureat or equivalent degrees. The number of students has 

increased dramatically over the years; in 1973-74 there were 571 

students, and in 1984-85 there were nearly 2700 students. 

The University is directed by a rectory which has six 

administrative divisions: 

- 4 faculties (law, economics, science, letters and social 

sciences, and health sciences). 

- 3 university institutes (business management, polytechnic, 

and rural development). 

- 2 research institutes (applied linguistics and research on 

math teaching). 

The Institute of Rural Develooment. Started as the 
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University Institute for Agricultural Technology, it offered a 

3-year program designed to train "Agricultural Works Engineers" in 

the Central African region. Since all the countries of the region, 

however, had similar institutions, only Central Africans 

benefited from its existence. In 1981 the Institute modified its 

program to train Agricultural Engineers. This shift explains why at 

the present there are more Agricultural Engineers (with A-1 rank) 

than Agricultural Works Engineers (with A-2 rank), a situation 

which has exacerbated the top-heavy pyramidal hierarchy in the 

Ministry of Rural Development, the principal employer of these 

people (including agricultural companies under its authority). 

There are currently more than 61 Agricultural Works Engineers and 

98 Agricultural Engineers who have graduated from this Institute. 

At the beginning the Institute received substantial aid from the 

French for both operating expenses and technical assistance. This 

aid has been considerably reduced to include only a few 

expatriate teachers. The national budget has been unable to take 

over the operating expenses on a regular basis, so there is a 

growing problem of maintenance and materials at the school. In 

addition, only 2 Central African professors are permanently 

assigned there, the rest commute from Bangui more than 110 km. 

away. 

New statutes have been drawn up but are not yet functional. They 

give the following mission to the institute: 
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training of high level technicians and engineers according 

to the needs of the government 

technical training for farmers and livestockmen 

retraining of existing functionaries. 

2.2 	 L'Ecole Normale Suoerieure. The three-year program of this school 

offers students a teaching certificate for the first cycle of 

secondary education in the following subjects: modem letters, 

English, history/geography, mathematics/sciences. A two-year 
program for teacher's aides also ex! .s. During the 1985-86 

academic year this school had 280 students versus 51 in 1979-80. 

University Institute for Business Management. 

This Institute, an integral part of the University of Bangui, offers 

a three-year training program after the Baccalaureat. During the 

first year students receive a solid base in economics, law and 

management. During the last two years they are given the 

opportunity to specialize in a particular area of management. Upon 

successful completion of the program they receive a Diplome 

Superieur de Gestion. With this diploma a student can continue his 

studies (usually in France) to obtain a Maitrisse degree and then a 

Doctorate of the Third Cycle in Management. 

2.3 	 L:cole Nationale d'Administration et de Magistrature (ENAM). 
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Attached to the Presidency, ENAM was created to train 

government judicial and administrative cadres. Graduates were 

automatically integrated into the civil service. With the 

existing bloated system, the four training sections were stopped, 

and ENAM has been reoriented towards retraining government 

workers in the area of management of human resources, finance, 

and projects, thus following the dictates of the administrative 

reform 	program. Currently there is an ongoing in-service training 

program financed by the French Cooperation, one part of which will 

soon target provincial administrators. 

2.4 	 Current Situation of the Recent Graduates. Training in the CAR 

at all levels was originally designed to prepare civil servants. 

Thus the expectation of all successful st'.dents was immediate 

employment in the public sector. The current situation 

which places limits on the number of new public employees, 

however, has resulted in a growing number of unemployed 

graduates. In the last two years about 1800 graduates have 

entered the work force, yet the private sector offers very limited 

possibilities both now and in the near future. The administrative 

reform effnrts of the Government, with the hoped-for further 

reduction inthe civil service, has encouraged the educational 

system to move towards more professional training. 

3. 	 Technical and professional training. 

11 



In an effort to promote and coordinate a national policy of professional 

training and employment, thereby avoiding duplication of activities in 

different government organizations, the GOCAR recently instituted a High 

Council for Professional Training and Work which has a consultative role 

(see Annexes, Decret No. 87.156 and Ordonnance 87.026 du 17 Juin 1987). 

This Council, which has 21 members, will consider all questions pertaining 

to the policy of professional training and work. Due to its very recent 

creation, however, it has not become truly functional, and the situation 

remains as itwas. 

3.1 	 A survey conducted in 1987 identified the following technical
 

training institutions:
 

1) Four establishments in Bangui under the authority of the MNE: 

The Lycee Technique which offers a baccalaureat diploma for 

mechanics, electricians, civil engineers, and administrative, 

commercial and management assistants. 

The College of Technical Instruction, which offers a Certificate of 

Professional Learning (CAP) inelectricity, auto mechanics, metal 

construction, masonry, carpentry, accounting, and stenography/ 

typing. 

- The Female College of Technical Instruction which offers the CAP, 
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leading either to a professional teaching or home economist degree. 

The School for Trades in the Arts which was created to preserve 

and restore the tradition of applied arts. Training leading to a CAP 

degree is provided to qualified artisans in the private sector in the 

areas of jewelry-making, design and painting, iron-working, 

gold-relief, sculpture, and basket-making. 

2) 	About ten private schools, five of which are in Bangui and are 

extremely small, train students primarily in office skills. 

3) Three schools exist up-country under the tiuthority of the Ministry of 

Rural Development: 

- The college of Higher Technicians of Agriculture, located at 

Boukoko (more than 120 km. south of Bangui). Entrance to the 

three-year program is competitive, and graduates are integrated 

into the civil service at the A-3 rank. 

- the College of Agricultural Technicians at Brimari (300 km. east 

of Bangui) and the College of Livestock Technicians at Bouar (460 

km. northwest of Bangui). Entrance to the three-year programs is 

competitive for students finishing the first cycle of secondary 

instruction. 
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4) Two training schools for primary teachers exist:
 

- The Normal School for Primary Teachers (ENI)
 

- The Normal School for Assistant Primary Teachers (ENIA)
 

Generally these various training institutions share the following 

characteristics: 

- The absence of program and methods that are adapted to the 

economic needs of the country and the real work situation. 

- Poor quality of instruction especially in the scientific and 

technical areas. 

- Poor condition of teaching materials and buildings. 

- Poor perception by local enterprises of the capabilities of the
 

graduating students.
 

- For the agricultural schools whose graduates can no longer expect 

to enter the civil service, the orientation is moving more towards 

the private sector, including self-employment. 

3.2 	 Professional training. Several organizations, both private and 

state-run, offer professional training indifferent areas. 

3.2.1 State-run organizations. 

- The National Organization of Interrofessional Training and 
Improvement (ONIFOP): This organization is under the aegis of 

the Ministry of the Civil Service, Labor and Social Security but 
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has administrative and financial autonomy. Its Administrative 

Council is composed of representatives of the Government, 

private sector enterprises, and workers. Its funding comes 

both from the state and from private enterprises which 

contribute a professional training fee. Among its objectives, 

ONIFOP is charged with: 

- The development of professional training programs for 

workers. 

- Provision of technical assistance to public and private 

sector enterprises in order to reduce underemployment 

and increase productivity through in-service training. 

- Promotion of cooperative efforts with international and 

bilateral professional training organizations. 

ONIFOP has a permanent training staff estimated at 

approximately 26 in 1986. It has two centers in Bangui. 

- The Interprofessional Center for Training and 

Improvement (CIFP) 

which trains and retrains in the industrial and 

commercial areas. Admission to the training program is 

based on performance on a test and attainment of the 

following educational levels: 

- a minimum of the BEPC for the industrial cycle 
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- the Baccalaureat for the secretariat cycle 

- terminal class level for the management cycle. 

- Management Training Center (FOPEGES) 

Although ONIFOP generally is an impressive facility, it is
 

encountering several problems, namely:
 

- lack of funds from both the public and private sectors 

due especially to the economic recession inthe country. 

- inadequate coverage of its target training population 

due to a generally minimal amount of training activity. 
A project to start a training center for farm 

technicians at Dimbi (Kembe) is in the planning stage, 

but funding has not yet been obtained. 

- The Center of Assistance to Artisans and Smalland Medium 
Enterprises (CAPMEA): This center, which is under the aegis of 

the High Commission in charge of small and Medium Enterprises 

and Artisans, is designed to: 

- organize artisans in small and medium enterprises 

- promote small and medium enterprises
 

- train, inform and document small and medium
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enterprises
 

conduct studies and projects
 

Resources of the Center come mainly from funds provided by 

donor organizations and fees levied on certain economic 

activities or for services rendered by the Center. In 1987 the 

Government subsidized 45 percent of the CAPMEA budget. 

The CAPMEA is administered by a Council of 

Administration composed of 7 members who are 

representatives of the state and the private sector. The 

Council has delegated its authority to the Director General of 

CAPMEA who is responsible for the management of the center. 

Two types of training activities take place: 

- Training of technical advisors to aid and train heads of 

workshops, accountants, commercial assistants, and 

administrative assistants. This training of trainers is 

supported by a project financed by the ILO/UNDP 

which has assigned five expatriates to the CAPMEA. 

- Training of heads of enterprises, artisans, and their 

promoters who are considered fundamental in the 

promotion and organization of small and medium 

enterprises. An initial activity,undertaken with the 
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support of the ILO, the Chamber of Commerce, and the 

National Association of Central African Entrepreneurs 

and Artisans (ANEAC) involves training 15 enterprise 

heads both at their work site and in the classroom for a 

period of 6 months. 

- ANEAC: ANEAC is an apolitical association whose 

purpose is to: 

- Create a link between entrepreneurs and artisans who 

are generally isolated in order to coordinate their 

activities and group various trades in order to better 

defend their interests. 

- Organize the promotion and development of an 

entrepreneurial spirit among artisans. 

- Develop collaborative links between promotional 

organizations such as the CAPMEA and the Chamber of 

Commerce and financial institutions. 

Since its recent creation, ANEAC has registered 150 members 

from the following trades: 

- Construction 
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- Clothing production 

- Arts 

- Commerce 

- Diamonds 

- Six Practical and Professional Training Centers (CFPP: 

Under the aegis of the MNE these centers are located in Mbaiki, 

Sibut, Bambari, Bria, Alindao, Bangassou, Bossangoa, Bozoum, 

Bouar, and Berberati. They are designed to provide training to 

primary level youth in carpentry, iron-working, plumbing, 

masonry, simple mechanics, and baskeweaving. Unfortunately, 

due to lack of funds, most of these centers are not operating. 

- Several paramedical and social training centers: Under the 

aegis of the Ministry of Health, small centers for the training 

of paramedical workers exist at Bouar (mid-wife assistants), 

Bimbo (hygiene aides), and Bambari (health aides). 

3.2.2. Private organizations, 

- Chamber of Commerce: The Chamber has a training 

program in typing/stenography, office skills, and accounting 

the last of which leads to a diploma inaccounting (DECS). 

Students can enter the program at the end of the second cycle 

of secondary education. Courses are held at ONIFOP and the 
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Lycee Technique.
 

- Miscellaneous private centers: Several private schools and 

colleges exist in Bangui that offer training in a variety of 

fields but mostly concentrated on office skills. The main 

schools are: 

- The Lamine Foundation 

- The International Preparatory Foundation 

- The Institute of Commercial and Industrial Studies 

In conclusion, the large number of training institutions illustrates the 

importance the Government places on professional training. With too many 
people employed in the civil service, the traditional employer of trainees 

and graduates, these individuals must look to private sector sources of 

employment. The Government is gradually pulling out of productive and 

commercial enterprises, preferring instead to play a supporting role to the 
private sector. The success of this program, one that is emphasized in the 

1986-90 Five-Year Plan, depends on the successful organization and 

training of entrepreneurs and their workers. 

At the institutional level, one must note the lack of coordination of 
programs and the absence of horizontal linkages between instituions. The 

creation of the Council of Professional Training may remedy this problem; 

it should start functioning as soon as possible in order to prevent waste of 
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government resources. Collaboration among certain institutions is 

certainly feasible and might well be accomplished within the framework 

of an HRDA training program: 

.	 ENAM currently is involved only with in-service training of civil
 

servants; its official statutes do not permit it to work in other than
 

the public sector.
 

- the Chamber of Commerce has a training program but must borrow 

space inwhich to run it 

The CAPMEA just started a training program supported by BIT/PNUD, 

but has no real training site. 

ONIFOP, despite its financial problems, due mostly to the drop in fees 

paid by private sector enterprises, has an excellent physical set-up 

and core of permanent professors. Also, its statutes are very broad 

and flexible and could permit additions to its usual program which 

focuses primarily on the private sector., 
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B.OTHER DONOR TRAINING ACTIVITIES AND PLANS FOR TRAINING IN 

PRIORITY AREAS. 

In the area of civil service reform, the World Bank project, which is
 
being implemented by the University of Quebec's School of Public
 
Administration, has provided some training to those directly involved in
 

the initial phases of the reform. This training has included short-term 
university-level training in Canada in Public administration as well as 

training in the development and management of a computer based personnel 
system in Bangui. The bulk of the training required for the implementation 

of the administrative reform has yet to be undertaken; funds are being 
sought to provide both management training and training inthose technical 
areas determined necessary for retraining and upgrading personnel. 

Donor interest in the private sector is relatively recent in the CAR. 
The United Nations International Labor Office (BIT) currently supports the 

CAPMEA in providing technical assistance in the field to a number of 
enterprises. The World Bank is considering funding in the private sector, 

but details have not yet been decided on. 

Inthe field of rural development, many of the existing projects 
including those funded by USAID (see below) provide training to some or all 
of their participating personnel. This training is generally technical in 
nature, but an increasing demand is being made for management training. 
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Among the major donors inthe agricultural sector are the World Bank, the 

European Community, and France. 

C.RECENT AND ONGOING ACTIVITIES AND RESOURCES TO SUPPORT AND 

STRENGTHEN INCOUNTRY TRAINING INSTITUTIONS AND PROGRAMS 

Relatively few activities are underway to strengthen in country 

training institutions and programs. Under the auspices of the NASPAA 

cooperation agreement, the management training activities of the 

University of Pittsburgh's Francophone Development Management Seminar 

have worked with the staffs of the Ecole Nationale d'Administration et de 

Magistrature (ENAM) and CPRAC (Conseil Permanente pour la Reforme de 

I'administration Centrafricaine). Due to the lack of an ongoing program of 

activity and follow up the effect on institution building has been minimal. 

In 1985 a cooperative agreement was signed between the University of 

Pittsburgh's Graduate School of Public and International Affairs and ENAM, 

but aside from training of personnel (see below) there has been almost no 

exchange to date. 

All of USAID's projects in-country have ongoing activities to train 

trainers in their particular area. These trainers, however, are rarely 

associated with a formal training institution other than their respective 

Ministries. Nevertheless, they do constitute a core of available trainers in 

the public sector. 
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D.RECENT AND ONGOING ACTIVITIES AND RESOURCES TO TRAIN HOST 

COUNTRY PERSONNEL 

TRAINING NEEDS AND CONSTRAINTS 

B. TRAINING CONSTRAINTS. 

Although the training needs in the CAR in both the public and the 
private sectors are enormous, a number of constraints exist to limit the 
amount and quality of training that can be offered. Funding is of course, 
the major limitation. The government simply does not have the resources 
necessary even for the day to day operation of existing training 

institutions, much less to establish new training efforts. Training at 
ENAM, for example, relies almost entirely on donor contributions. The 
same problem exists in the private sector. Many enterprises simply are at 
too early a stage of development have extra resources to devote to 
training. Thus, ONIFOP which is partially subsidized by the private sector 
has been without major sections of its operating budget in recent years. 

Another constraint which goes hand in hand with inadequate resources 
is the lack of qualified trainers and training facilities. Most training 
institutions rely on part-time teaching staffs who have other jobs and are 
not always available when the need arises. They frequently lack the 
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necessary materials and equipment to make the training effective. In 

addition, most of the training facilities are in the capital, Bangui, whereas 

many middle-level cadres work and live in the provinces. 

With adequate local training facilities unavailable, many trainees are 

sent abroad. There they often encounter situations so far removed from 

the CAR that the value of the experience is questionable. For those who go 

abroad without already having a job in GOCAR their return is often 

frustrating due to the limited job market. 

For those trainees sent to the United States, language poses a 

problem. Although English is taught in the secondary schools, most Central 

Africapr are not able to get along in an English-speaking society without 

further instruction. This instruction adds to the cost and the duration of 

their training. Problems have also been encountered in recent years with 

the declining quality of education offered in CAR. University graduates are 

often not adequately prepared to enter a Masters degree program in the 

U.S.; and often must spend additional time in leveling work at the 

undergraduate level. 

Another frequently encountered constraint is resistance to change and 

new methods by the colleagues of recent trainees. The trainee becomes 

frustrated as his newly learned skills go unused in an organization that is 

slow to adopt new operating procedures and in which his/her influence is 

limited. 
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I!. Training Needs and Constraints 

A. Training Needs 

Asystematic approach to the identification of CAR training needs was 
under taken by this NASPAA team. Three separate but related methods 
were employed to deal with these areas: 1)interviews were conducted 
with the A.I.D. representative in Bangui, with the U.S. Ambassador and his 
staff, with representatives of other donor organizations and with high 
officials inCAR ministries, training institutions and private sector 
organizations (see list inAppendix); 2)a random sample of Ministry of 
Rural Development officials was drawn and a systematic survey of current 
managament practices and training needs was conducted; and 3)a 
systematic survey of training needs inthe private sector, particularly at 
the level of small and medium enterprises was conducted. Let us review 
the methods employed and the findings ineach of these areas. 

1. The interviews conducted by the team with GOCAR officials and 
private sector organizations placed emphasis on training inthree areas: 

1) general management training and retraining for government 

functionaries - this training is especially aimed at increasing 
understanding of organizational goals and objectives, improving the 
management of human resources, improving efficiency and changing the 
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"mentality" of functionaries by providing them with a "vision" of modem 

management to replace the old "administrative" perspective and preparing 

them to effectively manage development projects; 2) training in the area 

of private enterprise development aimed at instilling an "entrepreneurial 

spirit" and providing basic management skills - the aim here is two fold: 

first to provide training and ongoing advice and assistance to existing and 

newly established enterprises. This takes the form of both workshops and 

assistance provided by local consultants in an ongoing fashion. The 

approach preferred seems to be similar to the help provided to small 

business by many U.S. schools of Business Administration under 

agreements with the Small Business Administration. Under these 

programs junior staff and/or senior trainees are assigned to analyze 

problems and provide plans of assistance and support for individual small 

and medium sized enterprises. Their work is overseen and coordinated by 

senior staff. Such a program is already in existence under the leadership 

of CAPMEA, especially in its work with ANEAC and other private sector 

groups. The Chamber of Commerce is also offering a series of night 

courses in basic business techniques to help upgrade accounting and 

general business skills. 

With the beginning of the implementation of the administrative 

reform program, it is anticipated that the number of government agents 

will be significantly cut back. For example, a recent study prepared for 

the ministry of Rural Development recommends eliminating over 600 

existing positions (Magrondji et al 1987). The reaction to these and other 
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proposed cutbacks suggests that these agents will be placed in a soon to be 

established public service personnel bank. They will be prepared for 

retraining and reassignment to other ministries. Inaddition many of these 

agents will be encouraged to seek employment in the private sector or 

establish their own small business. In either case, the need for retraining 

and continued technical support is clear. Itcan not be expected that 
individuals who have served inthe public sector for virtually all of their 

adult lives will suddenly develop a clear understanding of, and an ability to 

deal with the demands of the private sector. These individuals should 

constitute a major target for U.S. sponsored training. 

The third area of concern is the provision of technical training for 

private sector employees and potential employees in certain key areas. 

These include mechanics and electronics. There is some training already 

available inthese areas as well as insecretarial and associated office 

skills. ONIFOP offers courses in all these areas. One of the key needs here 

is at the intermediate level where there is a real shortage of highly 

trained technicians whose function falls somewhere between that of an 

engineer and a simple maintenance technician. 

TRAINING NEEDS INTHE MINISTRY OF RURAL DEVELOPMENT 

In order to identify and clarify the need for training in this area, a 

systematic survey was conducted in the ministry of rural development. 
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Lists were obtained of all personnel at the A1 , A2 and A3 levels in the 

ministry hierarchy. Stratified random samples were drawn from these 

three groups so as to insure representivity in terms both of hierarchy and 

function within the ministry. Numbers were assigned to each functionary 

and a table of random digits was used to make the actual selection. 

Replacements were also randomly selected because of the likelihood that 

some of those inthe initial sample would be out of the country or on a 

mission in another region when the survey was to be conducted. 

A list of 113 individuals was compiled and the ministry of rural 

development agreed to use the national radio to convoke a meeting of these 

individuals at ENAM (National School of Administration and Magistrative). 

The purpose of the survey was explained to the interviewees and the 

questionnaires were distributed, completed and collected over a period of 

about two hours. The interviewees were assured their anonymity. 

The questionnaire consists of a series of mostly closed questions (see 

questionnaire in appendix). A list of work activities derived from the 

critical events study directed by John Montgomery inthe SADACC countries 

in 1984 was compiled. (Montgomery, 1985, 1986A,1 986B, 1986C, 1987) It 

was determined that the critical events approach, designed for use with 

top level officials, could not be efficaciously employed in the C.A.R. with 

middle managers. Instead, the events identified and coded in the SADACC 

study were provided to the interviewees in list form. They were asked to 

rate the importance of each of these activities (on a four point scale) for 
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their own jobs. They were also asked to rate the relative amount of time 
they devoted to each of these activities. Once again a four point scale was 

provided. 

Also included in the survey instrument were a series of five questions 

designed to identify the role perceptions of the interviewees. In addition a 
set of eleven questions aimed at identifying what these individuals 

perceive to be the major obstacles to rural development was posed. The 
interviewees were provided with an open ended question in which they 

could identify what they perceive to be the areas or subjects in which they 
feel they have the greatest need for training. Finally, some basic 
background data on the interviewees such as, post, longevity and education 

were gathered. 

Role PerceDtion.s 

How functionaries working in the Ministry of Rural devlopment 

perceive their roles has an important impact on their behavior on the job 
and hence on their ability to perform their functions effectively. These 

perceptions also provide us with important data which must be considered 

inthe context of the administrative reform. They point to the need for 

structural changes and help in identifying training interventions which 
could potentially ameliorate the associated problems. 

Based on experience in many African nations, it is clear that in order 
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to successfully implement programs of rural development, government 

agents must be able to exercise some flexibility. Local conditions either 

differ initially or are subject to change inthe course of a development 

program. Everything from environmental conditions to personality 

differences must be taken into account during the stage of policy 

implementation. Agents who rigidly adhere to centrally designed texts and 

program directives often find that the original developmental goals get 

lost in the shuffle. This is especially the case in Francophone countries in 

which the administrative tradition is one of rigid hierarchy and 

centralized control over all aspects of policy design and implementation. 

To examine the issue of flexibility as a component of the role 

perspectives of CAR officials in the Ministry of Rural Development, these 

individuals were asked to chose from among two fictive civil servants the 

one they felt was to be preferred. They were told to suppose that there are 

two functionaries in a service like their own. The first conforms to the 

letter of the texts and administrative rules in all situations. The second 

bends the rules in those situations in which he believes that so doing will 

further the objectives and goals of the service. They were then asked to 

chose which of the two they thought was the better functionarie. As a 

follow up question they were asked which one of these two they thought 

would be more likely to receive a promotion in the real world of the CAR 

administration. 

The responses to these questions were very similar to those received 

32
 



in other Francophone African countries. Two thirds (67.65%, n-68) said 

that the second, the more flexible civil servant was the better of the two. 
The distribution of responses to the second question, however, is nearly 

the reverse. Sixty per cent of the interviewees feel that the first, the less 

flexible of the two bureaucrats, would be more likely to be promoted. In 

essence, many of these individuals are suggesting that the reward 

structure in the civil service in the CAR is not supportive of the kinds of 

actions which are likely to advance the cause of national development. A 
significant proportion of the employees of the Ministry of Rural 

Development thus find themselves in a dilemma. They can either act to 

advance the interests of the country or they can seek to further their own 

careers. 

The response to several other questions are also directly related to 

and consistent with these findings. When asked to state their level of 

agreement with the statement that "the real value of the individual civil 

servant is of little importance in obtaining a promotion or an important 

post in the government of the CAR," an overwhelming majority agreed 

(80.6%). Infact, more than half (53.2%) agreed completely. In addition, 

more than three out of four interviewees (76.9%) agreed with the 

statement that "in order to do his job, a civil servant must pay special 

attention to the demands of 'important' (influential) people." Not 

surprisingly these Central African functionaries are saying that in their 

system it is who you know rather than the quality of your performance 

which counts. 
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There is a clear need to modify the reward structure in the Central 

African bureaucracy if increased efficiency and effectiveness are sought 

as part of the overall administrative reform. What is required is the 

development of an appropriate system of performance evaluation which is 

directly linked to the reward structure of the Ministry. It should be 

pointed out that most functionaries interviewed respect hard working 

colleagues (81,3%) but they fail to see the point of such work.from the 

perspective of career advancement. A two step process is required to 

address this deficiency: 1)assistance to CPRAC and the Public Service 

Ministry in developing a performance monitoring and evaluation system 

and; 2) a training program aimed at top officials in the target Ministries 

and their personnel and training directors with the purpose of 

implementing the new evaluation plan. These interventions should be given 

a high priority, especially as a follow up to the newly implemented 

personnel record keeping system, for which an AID sponsored training 

program was implemented by NASPAA through the University of Pittsburgh. 

Perceived Obstacles to the Mission of the Ministry of Rural Development 

The most important immediate objective of the Ministry of Rural 

Development inthe CAR is to increase productivity in the rural areas of 

the country. Inexamining the direction to be taken in support of the 

reform of the administration it is important to note what obstacles exist 

to achieving the objectives of the organization. We can then try to 

determine which of these obstacles can potentially be overcome or at least 
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minimized through training and managerial/organizational changes. 

The CAR Ministry of Rural development officials interviewed were 

asked to rate the importance of a list of eleven factors which have been 

widely identified as posing obstacles to increasing production in the rural 

areas in many African countries (see Table I1-1). The overall reaction to 

these issues in terms of the percentage of interviewees considering these 

to be important problems is quite strong compared to that found in other 

Francophone African countries. This could indicate that these factors are 

especially intense in the CAR or that there is a cultural predisposition in 

the CAR to be critical. Some combination of these two factors may be 

closer to the truth. The factor identified as most important, the lack of 

credit for rural producers, is a broad national issue which must be 

addressed in the context of some future donor financed program. Recent 

successes in Bangladesh and elsewhere with small scale lender 

cooperatives could perhaps be tested in the CAR. Financing training to 

support such a program would be extremely useful if one or a consortium 

of donors were to become seriously interested indeveloping an effective 

rural credit program. 

The issue identified as being second in importance is the lack of 

resources available for extension agents. These agents often find it 

difficult, if not impossible, to do their jobs because they lack the basic 

logistical support (fuel, mode of transportation and equipment) to get to 

and work with the rural producers. The overloading of the Ministry of 
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TABLE II - 1
 

Perceived Obstacles To Rural Development 

Questions Rank Does not exist LIttle Importance Important Very Important Mean n 
Lack of credit for rural producers 1 0 0 16 84 2.843 60 

Lack of resources for extension agents 2 0 3 13 84 2.812 69 

Prices paid producers are too low 3 4 0 22 74 2.652 69 

Lack of cooperation between admin. & chiefs 4 0 3 29 88 2.647 68 

Failure to take account of local population needs 5 9 1 18 72 2.522 67 

Lack of qualifications of extension agents 6 2 3 38 57 2.515 67 

Lack of coordination between development projects 7 2 7 34 57 2.471 70 

Government personnel In rural areas not motivated 8 3 5 37 55 2.446 65 

Lack of coordination of actions of technical services 9 1 3 46 50 2.443 70 

Lack of collab. between terr. admin. & Tech service- 10 3 9 30 58 2.435 69 

Insufficient number of extension personnel I1 0 14 36 50 2.362 69 
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Rural Development with personnel and the underfinancing of operations, 

although a common story in Africa, reached epic proportions in the CAR. In 
the recent past, nearly ninty per cent of the annual budget of the 
Ministryhas been devoted to salaries. Current reform efforts are designed 

to streamline the bureaucracy through the elimination of "unnecessary" 

posts and corrupt personnel practices. This involves reassignment, 
retraining and/or voluntary or forced departures from the civil service. 

This should be addressed through support for in-service training for those 

who will be transferred from the Ministry of Rural Development to some 
other government agency and training in small business management and 
development for those who will leave the service permanently. The latter 
will be discussed in more detail in the section below on private sector 

training needs. 

The fact that the prices paid to producers by government agencies and 
parastatals are regarded as too low is the third most important obstacle 

according to our respondents. This is only indirectly related to training 
programs but directly associated with the thrust toward privatization and 

development of the private sector proposed inthe National Development 
Plan. Once again, training needs in the private sector will be discussed 

below. 

The fourth and fifth ranking obstacles, the lack of cooperation 

between the administration and the traditional authorities and the failure 

of the government to take account of the needs of the local population 
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when designing and implementing its development programs are 
fundamental and directly related to management training and technical 

interventions. Both of these issues center around the broad issue of 
decentralization, both administrative (deconcentration) and political 
(devolution). Some top officials in the GOCAR suggested that these issues 
are now being studied and appropriate texts are in the preparation stage. 
Training associated with the inclusion of local participation in the design, 
implementation, monitoring and evaluation of development projects is 

clearly indicated. 

Of the remaining factors, the lack of qualifications of extension
 
agents (6th in importance) is associated with the poor quality and the
 
deterioration of the schools inthe CAR for training these agents. This,
 
coupled with the lack of resources available to these agents and the 
inadequacy of the existing "evaluation" system help explain the seeming 

lack of motivation of these agents (8th in importance). 

The remaining factors are associated with the general lack of 
horizontal communications in government organizations in African nations. 
The lack of coordination between development projects, the lack of 
coordination of the actions of the various technical services operating in 
the rural areas and the lack of collaboration between the technical 
services and the territorial administration, while relatively low down on 
our list, were still regarded as very important problems by more than half 
of those interviewed. This represents an issue which requires a major 
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overhaul of existing administrative structures and procedures and 

extensive retraining beginning at the top levels of the administration. 

Work Activities. Skills and Time Commitments 

The interviewees in the Ministry of Rural development were provided 
with a list of forty five skills and activities, which included those 

identified by Montgomery, et al inthe SADACC study. Each individual was 
asked to rate the importance, for his/her own job, of each of these skills 

and activities on a four point scale. The overall results were then 

compiled and the activities were ranked in the aggregate. The same set of 
activities was used to solicit from these functionaries their assessment 
of the relative amount of time devoted to each. These rankings can be used 

intwo ways: 1) to identify areas that are of primary concern to 
functionaries in their daily work; and 2) to identify areas which are 

apparently of little concern or interest but which, given the thrust of the 
reform, s quite important. We have somewhat arbitrarily labeled 

those activities ranked among the top third as priority areas of concern, 

those ranked in the bottom third as of little concern and those in the 
middle third as of moderate interest to the Ministry of Rural Development. 

As expected, these technicaly trained civil servants rate the use of 

their technical skills as the most important of their activities and the one 
to which they devote the most time. Work scheduling and planning are two 
closely related activities which were ranked quit high (2nd and 5th 
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respectively) in terms of the importance attributed to them. They were 

somewhat lower in terms of the time allocated to them (12th and 11 th 

respectively) but still of considerable importance in relation to the overall 

set of forty five activities and skills. A related activity, time 

management, rounded out the top third of the ratings (16th in terms of 

importance, 14th in terms of time allocations). The relative importance of 

these activities, the time allocated to them and the close association 

among them are all positive findings. The one factor which is missing is 

some assessment of how effectively these tasks are currently being 

performed and whether assistance inthe form of training is called for. 

Anecdotal material provided by a number of officials would tend to 

indicate that there are some weaknesses inthe current performance. 

A number of additional items associated with personnel 

administration also seem to rate quite high in terms of both the 

importance attributed to and the time allocated to these activities. For 

example, training of personnel (4th), supervision of personnel (5th), 

coordination of the work of subordinates (7th) and motivation of staff 

(12th) all fall among the top third of the activities list in terms of both 

time and importance. Interestingly, the delegation of authority, an item 

we might expect to be associated with the other personnel administration 

items, ranked in the bottom third (39th in importance and 42nd in time out 

of 45). Although these officials find it important to train, coordinate, 

supervise and motivate personnel working under them, they see little if 

any connection between these activities and the delegation of authority. 
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TABLE II - 2 

Activity/importance 

Public Sector (Ministry of Rural Development) 

Activity/importance 

Technical Skills 
Work scheduling 
Evaluation/monitoring 
Training of personnel 
Supervision of personnel 
Job Planning 
Coordination of work 
Organizational Skills 
Operational Techniques 
Drafting and Writing reports 
Research 
Motivation of staff 
Economic Analysis 
Data Analysis 
Project Planning 
Time Management 
Program/Projecl Analysis 
Communication Skills 
Organizational Management 
Interpersonal Relations 
Knowledge of Rules, Regulations, Procedures 
Language Skills 
Impact Analysis 
Financial Management 
Community Relatlions 
Public Relations 
Management Information Systems 
Resource Allocation 

% no
Rank Importance 

1 

2 

3 

4 

5 

6 

7 

8 

9 

1 0 

1 1 

12 

13 

14 

15 

16 

17 

18 

19 

20 

21 

22 

23 

24 

25 

26 

27 

28 


0 

1 

3 

1 

2 

3 

2 

4 

0 

0 

8 

6 

3 

6 


12 

5 

9 

3 

6 

4 

1 

6 

9 

9 

4 

1 

6 

10 


PagqAl 

% Little 
Importance 

0 
2 

6 

0 
4 

2 

4 

2 

6 

6 

3 

7 


12 

10 

9 

7 

7 

6 

9 


10 

1 5 

9 

9 

16 

17 

17 

1 3 

13 


% 
Important 

14 

29 

19 

37 

32 

38 

38 

36 

45 

45 

31 

36 

37 

33 

25 

52 

39 

59 

45 

49 

49 

47 

41 

28 

44 

56 

50 

44 


% Very
important 

86 

68 

72 

62 

62 

57 

56 

58 

49 

49 

58 

51 

48 

51 

54 

36 

45 

32 

40 

37 

35 

38 

41 

47 

35 

26 

31 

33 


Mean n 

2.857 70
 
2.636 66
 
2.603 68
 
2.588 68
 
2.544 68
 
2.5 68
 
2.485 68
 
2.478 67
 
2.435 69
 
2.426 68
 
2.391 64
 
2.319 69
 
2.309 68
 
2.284 67
 
2.209 67
 
2.203 69
 
2.203 69
 
2.197 66
 
2.194 67
 
2.176 68
 
2.176 68
 
2.176 68
 
2.136 66
 
2.132 68
 
2.091 66
 
2.062 65
 
2.059 68
 
2.016 63
 



TABLE II - 2 

Inventory Management 29 3 10 69 18 2.015 67
Interorganlzallonal Relations 30 7 1 2 52 29 2.015 66
International Negotiations 31 12 12 40 36 2 67
Negotiations 32 9 23 30 39 1.97 66
Political Environment 33 10 14 46 30 1.955 62
Policy Analysis 34 8 17 48 27 1.937 63
Contract Management 35 13 12 48 27 1.881 67Personnel Managementl/AdmlnIstrallon 36 9 1 5 54 21 1.866 67
Contingency Management 37 8 25 54 13 1.731 67
Accounting 38 16 22 37 25 1.706 68
Delegation of Authority 39 I1 33 37 19 1.657 67
Bureaucratic Policies 4 0 8 34 50 8 1.585 65
Disaster Management 41 19 27 37 17 1.524 63

Typing and Secretarial Skills 42 14 29 48 9 1.523 65
Legal Knowledge 43 21 25 45 9 1.415 65
Corruption Management 44 36 11 34 19 1.371 62
Expatriate Management 45 40 21 34 5 1.031 65 
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TABLE II - 3 

Time/Activity
 

Public Sector ( Ministry of Rural Development)
 

Time Allocation 

Technical Skills 

Supervision of personnel 

Drafting and Writing reports 

Evaluallon/Monitoring 
Operational Techniques 
Research 
Data Analysis 
Organizational Skills 
Coordination of work 
Training of personnel 
Job Planning 
Work Scheduling 
Economic Analysis 
Time Management 
Program/Project Analysis 
Motivation of staff 
Organizational Management 
Impact Analysis 
Community Relations 
Project Planning 
Interpersonal Relations 
Interorganizatlional Relations 
Management Information Systems 
Communication Skills 
Personnel ManagemenVAdmlnlstralion 
Financial Management 
Knowledge of Rules,Regulalions,Procedures 
Negotiations 

Rank 

1 

2 

3 

4 

5 

6 

7 

8 

9 


10 

11 

12 

13 

14 

15 

16 

17 

18 

19 

20 

21 

22 

23 

24 

25 

26 

27 

28 


% No 
time 

3 

0 

3 

9 

4 

1 1 

7 

7 

6 

13 

8 

8 

10 

3 

1 

9 

13 

13 

19 

24 

1 1 

12 

13 

17 

15 

25 

6 


21 


PageS 

% Little 
time 

7 

19 

13 

19 

14 

11 

18 

10 

16 

12 

10 

15 

22 

22 

15 

22 

19 

18 

20 

15 

34 

30 

32 

25 

32 

26 

46 

28 


% More 
time 

34 

35 

46 

18 

49 

33 

33 

52 

47 

34 

55 

45 

31 

52 

44 

40 

34 

42 

36 

31 

37 

41 

35 

41 

35 

19 

35 

26 


% Lot 
of time 

56 

46 

38 

54 

33 

45 

42 

31 

31 

41 

27 

32 

37 

23 

30 

29 

34 

27 

25 

30 

18 

17 

2u 

17 

18 

30 

13 

25 


Mean 

2.435 
2.275 
2.188 
2.176 
2.106 
2.098 

.2.09 
2.058 
2.029 
2.029 
2.015 
2.015 
1.941 
1.94 
1.939 
1.897 
1.882 
1.821 
1.672 
1.672 
1.627 
1.621 
1.606 
1.585 
1.561 
1.551 
1.538 
1.538 

n 

69
 
69
 
69
 
68
 
66
 
61
 
67
 
69
 
68
 
68
 
67
 
66
 
68
 
67
 
66
 
68
 
68
 
67
 
64
 
67
 
67
 
66
 
66
 
65
 
66
 
69
 
65
 
65
 



TABLE II - 3
 

Language Skills 29 19 28 35 18 1.508 63Public Relations 30 9 47 29 5 1.5 66Inventory Management 31 22 19 45 4 1.493 67Policy Analysis 32 17 29 41 3 1.492 65Resource Allocation 33 22 31 31 6 1.406 64Accounting 
 34 19 39 25 7 1.388 67Contingency Management 35 19 37 32 2 1.368 68International Negotiations 36 30 24 28 
 18 1.333 66Political Environment 37 20 43 28 9 1.262 65Contract Management 38 33 24 32 11 1.197 66Typing and Secretarial Skills 39 29 31 32 8 1.185 65Bureaucratic Policies 40 25 42 27 6 1.134 67Disaster Management 41 33 37 17 13 1.094 64
Delegation of Authority 42 33 40 18 9 1.03 66Legal Knowledge 43 36 37 24 3 0.939 66Corruption Management .44 49 17 28 6 0.922 64Expatriate Management 45 62 21 14 3 0.578 64 
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The rigid sense of hierarchy which permeates the bureaucracy is clearly 

reflected inthis finding. It is also closely associated with the problem 
noted above of the lack of rewards for the flexible implementation of 
policies, even though this is associated with the achievement of service 

objectives. It seems fairly clear that additional training in human 
resource management is needed ifjob performance is to improve. This 
type of training must be conducted at all levels in the organization 

because, by its very nature, it requires the understanding and approval of 

the full hierarchy. 

An additional set of activities which is of some importance should be 
noted. Evaluation and monitoring of activities (3rd in importance and 4th 
in time allocated), drafting and writing of reports (10th and 3rd), research 
(11 th and 6th), economic analysis (13th and 13th) and data analysis (14th 
and 7th) all require similar or related skills. These activities are at the 
core of the planning and design of new and modification of existing 

policies and represent skills which must be carefully honed. The 
interviewees themselves identified evaluation and monitoring of projects 

and planning of projects as the top two areas in which they feel that they 
need training. These two areas outdistanced the third and fourth areas 
identified, agricultural research and financial management by nearly two 

to one. It seems clear that additional training inthe area of program and 
project evaluation, including research design, data collection and analysis, 

social impact analysis, cost benefit and cost effectiveness analysis should 

be offered on a priority basis. 
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TRAINING NEEDS INTHE PRIVATE SECTOR 

A training needs survey in the private sector was organized to provide 

a broader base than the elite interviews for assessing these needs. The 
president of ANEAC, and association of proprietors of small and medium 

enterprised, ranging from fair sized construction companies to individuals 

artisans, was contacted. A meeting of members of the association was 

called over the national radio and 52 representatives of local enterprises 

attended. 

The purpose of the survey was explained to the entrepreneurs and the 

questionnaire was distributed to them. All questionnaires were filled out 

and collected in a period of about two hours. As some of those present 

were illiterate, they were provided with assistance in filling out the 

questionnaire. The survey instrument consists of a series of questions 

about the importance of and time devoted to various activities by the 

interviewees. As with the public sector survey the list of activities was 

drawn from the codes employed by John Montgomery et al. in their study of 
management training needs and problems inthp SADACC countries. Several 

additional activities were added to the list to insure coverage of issues 

raised in some of our preliminary interviews but not included in the 
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Montgomery study. 

Basic background dala on the nature of the enterprise, number of 

employees and the source of finance were also collected. Participants 

were asked to identify areas inwhich they or their colleagues and 

employees needed additional training. (see Private Sector questionnaire in 

appendix) 

As with the public sector data, the aggregate responses were ranked 

in terms of botn importance attributed to and the relative time allocated 

to each of these activities. The rank correlation between the two lists is 

reasonably high. The activity identified as most important by these 

owners and operators of small and medium sized enterprises is technical 

skills. This is similar to the results of the public sector survey. Given the 

diversity of technical areas inwhich these individuals work and the fact 

that many of them have a great deal of experience in these areas it is 

probably impractical to consider technical training at this time. 

The next four areas in terms of importance are all closely linked to 

each other and represent a potential common core for a private sector 

training program aimed at small businesses. The process of obtaining 

credit, analysis of markets, financial management and accounting are all 

linked with the need to obtain credit and to adequately prepare the 

documentation associated with it. These were also identified as prime 

areas inwhich these entrepreneurs feel that they need training. 
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TABLE II - 4 

Aclivily/Importance 

Private Sector 
Importance of activilles Rank Without Importance Less Important Important Very Important n Mean 
Technical skills 
Process of obtaining credit 
Market Analysis 
Financial Management 
Accounting 
Supervision (work) 
Job Planning 
Organizational Management
Tax Regulations 
Time Management 
Negotiations 
Personnel Training 
Advertising 
Personnel Motivation 
Skills at Organizing 
Personnel Administration 
Legal Knowledge 
Interpersonal Relations 
Resource AlIocatlon 
Supply Management 
Work Coordination 
Inventory Management 
Contingency Management 
Corruption Management 
Delegation of Authority 
Typing and Secretarial Skills 
Disaster Management 

1 
2 
3 
4 
5 
6 
7 
8 
9 

10 
11 
1 2 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
27 

0 
11 
11 
11 
9 
12 
3 
6 
11 
10 
15 
14 
15 
19 
15 
19 
9 
19 
13 
18 
13 
28 
22 
47 
40 
40 
41 

9 
6 
8 
9 
6 

15 
17 
21 
11 
10 
1 5 
11 
15 
6 

18 
9 

30 
22 
23 
26 
29 
13 
23 
16 
23 
24 
25 

25 
14 
14 
19 
37 
14 
40 
24 
29 
37 
23 
32 
24 
36 
32 
44 
34 
25 
45 
27 
42 
31 
39 
12 
23 
24 
22 

66 
69 
67 
61 
48 
59 
40 
49 
49 
43 
47 
43 
46 
39 
35 
28 
27 
34 
19 
29 
16 
28 
16 
25 
14 
12 
12 

32 
35 
36 
36 
35 
34 
35 
33 
35 
30 
34 
35 
33 
31 
34 
32 
33 
32 
31 
34 
31 
32 
31 
32 
30 
33 
32 

2.562 
2.4 
2.361 
2.306 
2.257 
2.206 
2.171 
2.152 
2.143 
2.133 
2.029 
2.029 
2 
1.935 
1.882 
1.812 
1.788 
1.75 
1.71 
1.676 
1.613 
1.594 
1.484 
1.156 
1.1 
1.091 
1.062 
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TABLE II -5 

Time/Activity 

Private Sector 

Time Allocation Rank No time Little time More time Lot of time n Mean 

Supervision (work) 
Market Analysis 
Negotiations 
Technical Skills 
Process of obtaining credit 
Tax regulations 
Advertising 
Financial Management 
Organizational Management 
Job Planning 
Accounting 
Supply Management 
Skills at organizing 
Work Coordination 
Personnel Training 
Legal Knowledge 
Inventory Management 
Resource Allocation 
Time Management 
Personnel Motivation 
Personnel Administration 
Contingency Management 
Interpersonal Relations 
Disaster Management 
Corruption Management 
Delegation of Authority 
Typing and Secretarial Skills 

1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
1 1 
12 
13 
14 
15 
16 
1 7 
18 
19 
20 
21 
22 
23 
24 
25 
26 
27 

7 
16 
14 
14 
1 9 
12 
24 
25 
15 
13 
25 
25 
17 
17 
32 
17 
28 
28 
38 
29 
36 
33 
37 
46 
50 
44 
39 

10 
12 
7 

17 
12 
22 
14 
9 

26 
27 
19 
7 

24 
17 
14 
40 
24 
24 
14 
25 
25 
26 
26 
18 
14 
22 
32 

23 
9 

27 
10 
13 
16 
17 
28 
29 
33 
19 
43 
35 
52 
18 
23 
24 
32 
24 
32 
1 8 
30 
22 
25 
25 
26 
25 

60 
63 
52 
59 
56 
50 
45 
38 
30 
27 
37 
25 
24 
14 
36 
20 
24 
16 
24 
14 
21 
11 
15 
11 
11 
8 
4 

30 
32 
29 
29 
32 
32 
29 
32 
27 
30 
32 
28 
29 
29 
28 
30 
29 
25 
29 
28 
28 
27 
27 
28 
28 
27 
28 

2.37 
2.19 
2.17 
2.14 
2.06 
2.03 
1.83 
1.78 
1.74 
1.73 
1.69 
1.68 
1.66 
1.62 
1.57 
1.47 
1.45 
1.36 
1.35 
1.32 
1.25 
1.19 
1.15 
1 
0.96 
0.96 
0.93 
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Human resource management surfaced in a sporadic fashion as an 
issue. The supervision of work and job planning ranked near the top but 
personnel training, personnel motivation and personnel administration 
were near the middle of the list. Perhaps because of the relatively small 
size of these enterprises and the organization of some of them as family 
businesses, this is not a crucial issue. Of some interest is the fact that 
delegation of authority, as with the public sector managers, rated very low 
in importance. Even in the private sector the norm is for a highly 

centralized style of management. 

Based on analysis of these data, preferences for training specified by 
the interviewees in our survey and the indications provided by the earlier 
interviews, several key areas of concern for a private sector training 
program were identified. A broad general introduction to private 
enterprise development and new venture creation is an important subject 
for one or several workshops. Individual entrepreneurs have experienced 
extreme difficulty in putting together adequate documentation and 
research on new enterprises. They therefore find that it is almost 
impossible to obtain financing for their efforts. A course which would 

assist them in doing an analysis of the market, analysis of production and 
operation costs and an overall financial analysis of their operation might 

provide the initial basis for obtaining credit. 

In addition to participation in such a workshop or series of 
workshops, participants will also require ongoing assistance in the form 
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of consulting services. CAPMEA, in conjunction with the resident AID 
management training coordinator or with NASPAA or whatever 

organization is coordinating and managing the private sector training can 

provide for this follow up. 

Gender Isues in Private Sector Trainina 

Given the special emphasis USAID has placed on women in the private 
sector inthe HRDA program, an attempt was made to identify gonder 
related training needs. Time constraints prevented a systematic study, but 
several recent reports on women in the CAR were reviewed, a number of 
interviews were conducted, and a questionnaire was administered to a 

small number of women in the private sector. 

Women play an important role in the economic life of the CAR. Not 
only are they major food producers, but they are also involved in selling 
the food in local markets. The CAR economy, however, is still very 
underdeveloped with limited market channels and commercialization. Many 
of the market ladies are illiterate and thus present a special problem for 
training. In the rural areas, women may be difficult to reach due to the 
heavy demands on their time, their general lack of membership and 

participation inorganized groups, and the resistance of their husbands to 
activities out side their traditional role of homemaker (see COSSOCIM 

report). 
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In Bangui, women in the private sector tend to fall into two 

categories: those who are relatively well-educated and work for 

relatively large enterprises in support jobs such as secretaries or even 

office managers, and those, such as seamstresses, who work in or own 

very small family businesses. These latter women often have little 

education, yet they are undoubtedly offer more potential for growth of the 

private sector than those in large companies. There are, of course, 

exceptions in both categories, such as well-educated female pharmacists 

who run their own business. 

Because only three women appeared at the ANEAC meeting where the 

private sector questionnaire was administered. Due to the great interest 

expressed by those women, a separate meeting for women only was 

organized. A revised questionnaire was developed for use with this group. 
Perhaps typical of the problem of reaching women, attendance was sparse 

and included almost entirely women in large or medium sized companies. 

Due to the small n systematic analysis of these data is not warranted. 

However, a few elements do stand out. All of the women said they had 

time-consuming responsibilities other than the job and that if they had 

more time they would devote it to the job. Inthe areas of work activities 

viewed as important, the women's answers were similar to those of the 

men. Technical competence was repeatedly sighted as important as well 

as overall management and accounting skills. Interestingly enough, all of 

those who said they did their own accounting said they would be unable to 
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calculate their net earnings for the current year. This indicates either a 

misunderstinding of the question or a lack of understanding of basic 

accounting principles. 

Training needs of women inthe private sector are generally the same 

as those of men: knowing how to apply for and obtain credit, simple 
management tools for running small business, etc. In some cases, women, 

such as the market ladies, have a more developed entrepreneurial sense 

than men. They are accustomed to working and saving towards a goal 
clothes or school expenses for their children, a new pot, etc. But their 
lack of instruction and their generally inferior role in society in terms of 

education, credit and training opportunities puts them at a disadvantage. 
It may be advisable to have a training session just for women in the 

private sector which would take account of their particular place in 

society. 

Inaddition to training those already involved in the private sector, 
recent university graduates and superfluous functionaries should be 

offered the opportunity for entrepreneurial training. Development of an 

entrepreneurial spirit on the part of the young seems to be a much talked 

about but largely neglected area of training in the C.A.R. 

Other areas that appear to be of major concern are training in the area 

of marketing. Many African enterprises have failed because emphasis was 
placed entirely on production with little or no concern for distribution, 
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transportation and other critical marketing issues. 

Strategies for the Management and Provision of Technical Assistance 

Due to the high costs associated with third country or U.S. training 

and the overwhelming needs of the CAR only two alternative strategies 

seem to present themselves: 1) reliance entirely on short term 

interventions of the type already implemented inthe past or 2) 

development of a more permanent presence to coordinate and manage 

in-country training programs. The first strategy could be improved by 

carefully planning out and coordinating a concrete training program under 

the auspices of the NASPAA cooperative agreement. Given the financial 

resources potentially available through the HRDA project, about 15 

seminars/workshops could be done over the next five years (approximately 

three per year). The money left inthe administrative reform project could 

be used to support some long and short term training outside the C.A.R. 

The second strategy involves using the NASPAA agreement to place a 

long term training specialist in-country to organize, coordinate and 

implement a series of in-country workshops. Our estimates are the 6 

seminars a year could be conducted in-country under this program. The 

budget (see appendix) would a;low for use of one U.S. and one CAR 

consultant in addition to the resident trainer for each workshop. In 

addition, two Central Africans could be trained long term in the U.S. (one in 

Public administration and the other in Management). These individuals 
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would work closely with the training advisor and be prepared to take over 

management and implementation of the program during the fifth year (FY 

1992). The ideal location for this unit appears to be in ONIFOP, which is 

actively involved in training for both the public and private sectors. 

The second strategy has the advantage of providing a greater 

possibility for institutionalizing the training function and the opportunity 
to reach a much broader number of individuals, both in Bangui and in the 

regions. Thirty rather than 15 seminars could be prepared and offered 

during the same period of time. Training materials based on local case 

studies and practices could also be more effectively developed. 

Finally the two programs were subjected to a cost effectiveness 

anaiysis. The results of that analysis indicate that program one would 

train a maximum of 450 central Africans over five years at a cost of 

$2,667 per participant. The second strategy could train about 900 people 

short term over the same period. The cost per trainee is $1,40L. 

Participant costs for program one are 83% higher than for program two. 

The finance available for the reform provides additional flexibility. 

The sel6ction of the second program is clearly indicated by these data. The 
program can be designed to address private and public sector needs about 

equally, thus meeting HRDA targets. Selection of participants can also be 
completed in a more efficacious fashion. Unfortunately, policy decisions 
in Washington and expected budget cuts may leave the first strategy as the 
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only option, in spite of cost effectiveness calculations.
 

Should the first strategy be selected a system of follow up should be 

built in. One way of accomplishing this ina cost effective manner is to 

link each follow up visit with the planning trip for the next workshop/ 

seminar. This system has already been employed quite successfully in 

neighboring Chad. 

The Priority list of in-country seminars/workshops for completion 

under the two projects, Administrative Reform and HRDA are as seen in 

Tables 11-6 and 11-7 respectively. To summarize, emphasis showld be 

placed on human resource management and project management and 

evaluation for public secto employees and on private enterprise 

development including financial analysis, marketing and credit 

arrangements. secondary emphasis should be on human resources. Timing 

of these acivities should be designed so that the overall cumulative 

effect of the training will be maximized. The training of trainers should 

thus be a priority area of concern. Inaddition, an effort clearly needs to 

be made to see that the training interventions penetrate beyond the limits 

of the capital city. 
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Table 11-6 Public Sector Training 

Possible Public Sector Training Program 

FY Subject 

Workshops and Seminars 

Target 

88 

88 

(March) 

(June) 

Auditing and Control 

Human Resource Mgt. 

Inspecteurs d'Etat 

Personnel directors 

88 (June) Project Management Future Trainers 

88 (June-July) Development Management Future Trainers 

88 (September) Project Mgt.' Future Trainers (CPRAC, 
CAPMEA, ONIFOP, etc.) 

89 (December) Project Evaluation Future Trainers 

89 (March) Human Resource Mgt. Regional Personnel (MRD) 

89 (June) Project Mgt. Regional Personnel (MRD) 

89 (September) Project Evaluation Regional Personnel (MRD) 

FY 1988-89
 

Locale 

Bangul 

# of 
participants 

30 

Bangul 30 

Los Angeles 2 
Cal Poly 

Pittsburgh U 2 

Bangul 30 

Bangul 30 

Regional 30 
Capital 

Regional 30 
Capital 

Regional 
Capital 



Table 11-7 Private Sector Training 

FY Subject Target Locale # participants 
88 (May) Private Enterprize Development Small & Medium Bangui 30 

enterprizes - entrepreneurs 

88 (August) Private Enterprize Development Young Unemployed Graduates Bangui 30 

89 (October) Mark&,'Ing Participants In 88 Workshops Bangul 30 

89 (December) Financial Analysis Entreprenuers Bangul 30 

89 (February) Human Resource Management Entrepreneurs Bangui 30 

89 (April) Training of Trainers Future Trainers Bangul 30 

89 (June) Private Enterprize Development in local languages for Bangul 30 
Illiterate entrepreneurs 

89 (September) PrIvite Enterprize Development In local languages for Provincial 30 
iiiiierate entrpreneurs capital 



Fund Req 

,, _____Funding Requirements_
Administrative Reform Project

-(1000 

Estimated 
Training Components # of participants FY 88 FY 89 'FY o FY 91 FY 92i Total Cost 

Lona Term U.S. 

Short Term U.S. 12 48 48 48 . . 144 

Long Term 3rd Country . -- . . .. 

Short Term 3rd Country 2 6 6  12 

In country Seminars/ g 80 880 .. .24
 
Workshops 

TOTAL 105 134 134 128 .. .. 396 
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HRID Project 

Funding Requirements During Peiod Covered 

#000 

FY Re uirements
I _Estimated
 

Training Components # of Darticipants FY 88 FY 89 FY 90 FY 91 FY 92 Total Cost
 

Long Term U.S. 2(1) 30 60 45 15 150
 

Short Term U.S. - ... .. .. . ..
 

Long Term 3rd Country
 

Short Term 3rd Country
 

In country Seminars/ 900 (2) 267 240 255 275 127 1164
 
Workshops 

Total 902 297 300 300 290 1271 1314
 

(1) IMPA Degree - 2 years + 6 months Intensive English 
IMBA Degree - 2 years + 6 months Intensive English 

(2) 30 Seminars conducted in country (1 every 2 months) 
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appendix 1 

Appendix I 
Persons Contacted 

NAME 

Joseph A.Bepou 

TITLE ORGANIZATION 

Coordinateur - Chef du Conseil Conseil Permanent Chargd de ia Rdfrome de 

Jean Nam-Ngana Conseiller-Changd de la 
Formation et Perfectionnement 

Kazim Ozeimer Conseiller Technique 

Andrd Marcel Conseiller Technique 

Maurice Methot President de I'assembld 
Nationale 

Jean Talo-Modo Predient Aneac 
P.D.G. de la Centrafricaine de 
Construction 

Christian Ayandoh Pr6sident Chambre de 
Commerce 

Casimir Amakpio Sdcretaire Gn~ral 

Joseph Abossolo Haut Commissaire Charg6 
de la Promotion Des P.M.E. 

Assas M'Billaut Sdcretaire d'6tat chargd 
du Developpement Rural 

Justin N'djapon Ministre du Commerce et de 
Ilndustrie 

Christian Mbolidi Directeur G~n6ral 

(CAPMEA) 

Faustin-Ange Koyasse Directeur de Promotion 

Gabriel Dotto Consular Agricole 

Vice President et 
President 

M.Gahoro Directeur Generale 
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I'administration Centrafricaine (CPRAC) 

CPRAC 

ENAP- CPRAC 

ENAP- CPRAC 

Association Nationale des Entrepeneurs et 
Artisans Centrafricains 

Chambre de Commerce 

Minist~re Dbv6loppement Rural 

Pr~sidence de la Reepubligue 

Ministbre du Developpement Rural 

Centre d'Assistance ant Petite et 

Moyennes Entreprises et A rArtisanat 

C.A.P.M.EA. 

PrOsidence de la R6publique 

PATRONT 
Conseil de 'Administration de ONIFOP 

ONIFOP 

http:C.A.P.M.EA
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Daniel Sehoulia Ministre Fonction Publique 

Paul Pamoto Directeur ENAM (Ecole National d'Administration 
ENAM et de Magistrature 

Georges M'Bosso Charg6 de Mission 
Administrateur Civil 

Minist~re de La Fonction Publique 
Principal 

Albert Panda Secttaire Gnral Pr6sidence de fa R~publique 

Hubert Saulet-Yavro Membre du Parlement 
PDG Systelec 

M. Angelo UUDP 

M.Georges 

Assas - M'Billaut 

Jean Gervil-Yambala Ministre de la Justice 

M. Perread President Patronat 

M. Paul D.G. ENAM 
Pamadou-Pamoto 

M. Kamran Conseiller Technique Ministdre de I'Economie, des Finances et 
Khosrowshahi du Plan 

M. Samir Kanon Conseiller Technique Minist6re de I'Economie, des Finances et 
du Plan 

Mine. Odile Laurens Directeur Institut Universitaire de Gestion 
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APPENDIX 2 

QUESTIONNAIRES 

1. PUBLIC SECTOR - MINISTRY OF RURAL DEVELOPMENT 

2. PRIVATE SECTOR - ENTREPRENEURS 

3. PRIVATE SECTOR - WOMEN 



QUEST ONNAIRE EN MANAGEMENT
 

NOME Toutes les informations fournies seront confidentielles. Elles 
seront utilis6es par la NASPAA et rAID dans le but de 
d6terminer leurs efforts de formation. Au cas ob vous aurez des 
probimes i r6pondre aux questions, n'h6sitez pas & demander de 
rassistance. 
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Partie A: Fournir, s'il vous plait, les informations suivantes dans vos 
tableaux de rapport des 6v~nements en management( pas de 
noms s'il vous plait). 

1.Tritre de votre position actuelle 

2. Ministbre ou d~partement 

3. Niveau d'instruction 

4. AnciennetW Avotre organisme actuel 

5.Anciennet6 &votre poste actuel 
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Ci-dessous se trouve une liste d'activit6s. Nous voudrions avoir 
votre point de vue sur l'importance de chacune de ces activit~s dans 
'ex6cution de votre travail. 

A. Limportance de 'activit6. 
est-ce que cette activit6 
est 

(0) pas du tout important 
(1) peu important 
(2) important 
(3) trbs important 
pour votre travail

Irrl~orlance 

a. Comptabilit A 0 1 2 3 
b. Redaction des rapports A 0 1 2 3 
c. Recherche A 0 1 2 3 
d. Connaissance des rbgles A 0 1 2 3 

et procedures 
e. Analyse des mesures A 0 1 2 3 

gouvemementales 
f. Activit6s juridiques A 0 1 2 3 
g. N~gociations intemationales A 0 1 2 3 
h. Politique de renvironnement A 0 1 2 3 
i. Supervision dutravail A 0 1 2 3 
j. Programmation A 0 1 2 3 

(emploi du temps) 
k. Administration du personnel A 0 1 2 3 
1. Gestion du temps A 0 1 2 3 
m. Gestion des systbmes A 0 1 2 3 

d'information 
n. Motivation du personnel A 0 1 2 3 
o. Gestion de r'organisation A 0 1 2 3 
p. Gestion des expatri~s A 0 1 2 3 
q. D616gation dautort A 0 1 2 3 
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r. Travaux de secretariat 
s. Planification du travail 
t. N~gociations 
u. Gestion financre,', 
v. Comp~tences lechni'ques 
w. Relations inter-personnelles 
x. Mesures bureaucratiques 
y. Relations publiques 
z. Formation du personnel 

aa. Relations communautaires 

bb. Planification des projets 

cc. Allocation des ressources 
dd. Techniques de communication 
ee. Gestion des contrats 
ff. Gestion de la corruption 
gg.Coordination du travail 

hh. CapacM d'organisation 


du travail
 
ii. Gestion des dventuaiits 
bi. Gestion du ddsast"e 
kk. Analyse des programmes 
I1.Analyse de [impact 
mm.Analyse des donnoes 
nn.Analyse 6conomique 
oo.Techniqu, s oprationnelles 
pp. Evaluation et suivi 
qq. Gestion de 'inventaire 
rr. MaTtrise de langues 
ss. Relations inter-

organisationnelles 
tt. Autres (6crire) 

A 0 1 2 3 
A 0 1 2 3 
A 0 1 2 3 
A 0 1 2 3 
A 0 1 2 3 
A 0 1 2 3 
A 0 1 2 3 
A 0 1 2 3 
A 0 1 2 3 
A 0 1 2 3 
A 0 1 2 3 
A 0 1 2 3 
A 0 1 2 3 
A 0 1 2 3 
A 0 1 2 3 
A 0 1 2 3 
A 0 1 2 3 

A 0 1 2 3
 
A 0 1 2 3
 
A 0 1 2 3
 
A 0 1 2 3
 
A 0 1 2. 3
 
A 0 1 2 3
 
A 0 1 2 3
 
A 0 1 2 3
 
A 0 1 2 3
 
A 0 1 2 3
 
A 0 1 2 3
 

A 01 2 3 
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Ci-dessous se trouve une liste d'activit6s. Parfois, un fonctionnaire 
consacre peu de temps ' une activit6 trbs importante, de mme qu'il peut 
consacrer beaucoup de temps A une activit qui n'est pas en rapport avec son 
travail. Nous voudrions savoir si vous consacrez: pas de temps, peu de temps, 
un peu plus de temps, beaucoup de temps i chacune de ces'activit6s 
ci-dessous. 

a. 	Comptabilt6 
b. 	Redaction des rapports 
c. 	 Recherche 
d. 	Connaissance des r~gles 


et procedures.
 
e. 	 Analyse des mesures 


gouvemementales
 
f. 	 Activites juridiques 
g. 	N~gociations intemationales 
h. 	Politique de 1'environnement 
i. 	 Supervision du travail 
j. 	 Programmation 

(emploi du temps) 
k. 	 Administration du personnel 
I. 	 Gestion du temps 
m. Gestion des systbmes 

crinformation 
n. 	 Motivation du personnel 
o.Gestion de l'organisation 

B.Temps allou6 Aractivit6. 
dans votre travail est-ce que vous 

consacrez: 

(0) 	pas de temps 
(1) 	peu de temps 
(2) un peu plus de temps 
(3) beaucoup de temps 

Temps 

B 0 1 2 3
 
B 0 1 2 3
 
B 0 1 2 3
 
B 0 1 2 3
 

B 	0 1 2 3
 

B 0 1 2 3
 
B 0 1 2 3
 
B 0 1 2 3
 
B. 0 1 2 3
 
B 0 1 2 3
 

B 0 1 2 3
 
B 0 1 2 3
 
B 0 1 2 3
 

B 0 1 2 3
 
B 0 1 2 3
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p. Gestion des expatri6s B 0 1 2 3 
q. D6l gation d'autorit6 B 0 1 2 3 
r. Travaux de secretariat B 0 1 2 3 
s. Planification du travail B 0 1 2 3 
t. Ngociations B 0 21 3 
u. Gestion financibre B 0 1 2 3 
v. Compktences techniques B 0 1 2 3 
w. Relations inter-personnelles B 0 1 2 3 
x. Mesures bureaucratiques B 0 1 2 3 
y. Relations publiques B 0 1 2 3 
z. Formation du personnel B 0 1 2 3 
aa. Relations communautaires B 0 1 2 3 
bb.Planification des projets B 0 1 2 3 
cc. Allocation des ressources B 0 1 2 3 
dd.Techniques de communication B 0 1 2 3 
ee.Gestion des contrats B 0 1 2 3 
ff. Gestiondelacorruption B 0 1 2 3 
gg. Coordination du travail B 0 1 2 3 
hh. Capacitb d'organisation B 0 1 2 3 

du travail 
ii. Gestion des 6ventualit~s B 0 1 2 3 
1j. Gestion du dsastre B 0 1 2 3 
kk. Analyse des programmes B 0 .1 2 3 
I1. Analyse de f'impact B 0 1 2 3 
mm.Analyse des donn6es B 0 1 2 3 
nn.Analyse economique B 0 1 2 3 
oo.Techniques oprationnelles B 0 1 2 3 
pp. Evaluation et suivi B 0 1 2 3 
qq.Geston de l'inventaire B 0 1 2 3 
rr. Ma~trise de langues B 0 1 2 3 
ss. Relations inter- B 0 1 2 3 

organisationnelles 
tt. Autres (6crire) B 0 1 2 3 
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Commencez d'abord par lire les phrases suivantes et puis, r6pondez Ala 
question pos6e en encerclant le num6ro qui correspond i votre rdponse. 

6. Supposons qu'il y'ait deux fonctionnaires dans un service comme le 
votre: le premier se conforme exactement aux r~gles quelque soft la 
situation; le second enfreint les r~glements dans les cas oOi ilpense que les 
buts du service 'exigent. Lequel est le meilleur fonctionnaire selon votre 
opinion ? 
(encerclez) 

1. le premier 
2. le second 

7. Lequel de ces deux fonctionnaires sera le premier i recevoir une 
promotion dans le monde r6el en Centre Afrique, le premier qui se conforme 
aux r~glements quelque soft ia situation, ou le second qui parfois enfreint 
les r~glements quand les buts du service 'exigent.
 

(encerclez)
 

1. ie premier 
2. le second 

8. La valeur r6elle de la personne entre peu en ligne de compte pour

obtenir une promotion ou un poste important dans le gouvemement Centre
 
Africain. (Encerclez):
 
1. entibrement d'acord. 2. d'accord. 3. pas d'accord. 4. d~saccord total 
5. je ne sais pas. 

9. Plus un fonctionnaire travaille, plus il est respect6 par ses collgues. 
(Encerclez): 
1. entibrement d'acord. 2. d'accord. 3. pas d'accord. 4. d6saccord total 
5. je ne sais pas. 

10. Pour ex6cuter son travail, un fonctionnaire dolt apporter une 
attention particulibre aux demandes des personnes << importantes>>. 
( Encerclez): 
1. entibrement d'acord. 2. d'accord. 3. pas d'accord. 4. desaccord total 
5. je ne sais pas. 
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Dans quelle mesure les facteurs 6num6r~s ci-apres constituent i votre 
avis des obstacles au d6veloppement de la production en milieu 
rural ?Pr6cisez si vous pensez que ce sont des obstacles: 
0. a n'existe pas 1. peu important 2. important 3. trbs important 
4. je ne sais pas 

11. Manque de collaboration entre les agents de radministration et les
 
autoritds traditionnelles (encerclez):
 
0. 9a n'existe pas 1. peu important 2. important 3. tr~s important 
4. je ne sais pas. 

12. L'administration commence les actions sans tenir compte des besoins 
de la population locale (encerclez): 
0. ;a n'existe pas 1. peu important 2. important 3. trbs important 
4. je ne sais pas. 

13. Insuffisance quantitative du personnel d'encadrement &la base.
 
(encerclez):
 
0. 9a n'existe pas 1. peu important 2. important 3. trbs important 
4. je ne sais pas. 

14. Manque de qualification professionnelle du personnel d'encadrement i 
ia base (encerclez): 
0. ga n'existe pas 1. peu important 2. important 3. trbs important 
4. je ne sais pas. 

15.1nsuffisance des moyens mat6riels dont dispose le personnel 
d'encadrement ( par example les moyens de d~placement ou tout autre 
6quipement) (encerclez): 
0. (a n'existe pas 1. peu important 2. important 3. trbs important 
4. je ne sais pas. 

16. Le personnel administratif ceuvrant en milieu rural n'est pas 
suffisamment engage (encerclez): 
0. 9a nexiste pas 1. peu important 2. important 3. trbs important 
4. je ne sais pas. 

B 



17. Manque de collaboration entre l'administration territoriale et les
 
services d'encadrement du monde rural (encerclez):
 
0. ga n'existe pas 1. peu important 2. important 3. trbs important 
4. je ne sais pas. 

18. Manque de coordination entre les interventions de diff6rents services 
techniques (encerclez): 
0. ga n'existe pas 1. peu important 2. important 3. trbs important 
4. je ne sais pas. 

19. Manque de coordination entre les projets de d~veloppement d'une
 
m~me localit6 (encerclez):
 
0. ga n'existe pas 1. peu important 2. important 3. trbs important 
4. je ne sais pas. 

20. Les producteurs ne sont pas incit6s i produire au-deli de leurs 
besoins propres &cause des prix qui sont fix6s i un niveau trop bas par 
l'administration (encerclez): 
0. ga n'existe pas 1. peu important 2. important 3. trbs important 
4. je ne sais pas. 

21. Manque de credits pour les producteurs i ia base (encerclez): 
0. ga n'existe pas 1. peu important 2. important 3. trbs important 
4. je ne sais pas. 
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22. Souvent au niveau d'un service des besoins de formation se font sentir 
pour V'am6lioration de la rentabilitd, de 'efficacit des agents. Selon vous, 
pensez vous que la formation contribuera &l'am6lioration de votre travail? 

1.oui 2. non 

23. Si oul, pr6cisez ( par ordre d'importance ) les domaines dans 
lesquels: 

a)- vous sentez le besoin: 

b)- vos coll~gues (ou l'ensemble du personnel) sentent le besoin: 

c)- le personnel travaillant sous vos ordres sente le besoin: 
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QUEST ONNAIRE EN M GEMENT
 

NOTE Toutes les informations fournies seront confidentielles. Elles 
seront utilis~es par la NASPAA et 'AID dans le but de 
dterminer leurs efforts de formation. Au cas ob vous aurez des 
probibmes i r~pondre aux questions, n'h6sitez pas a demander de 
r'assistance. 



Partie A:Fournirw'il vous plait, les inform-tions suivantes
 

(pas ce noms s'il vous plait.)
 

1.e. Type d'entreprise
 

l.b. Nature d'mctivitb
 

..o............U
 

2. Niveau d'instruction 

ooeo............ o.ooo............ee0ooo ..


3. Anciennete de l'entreprise
 

.... O .*******.*...*...0 •.......... .....
 

4.a. Nombre dlemployis-de I'entreprise
 

o.. . ** .. ............. * ........
 

4.b. Nombre sous vos ordres
 

5. Sources de financement
 

5. Position de. lienquit& (gbrant, propr£iitaire, PDG, tc.)
 

* 
o0 0 0
0 a 0o o o0 0 * 0 0 a a * 



ites. Nous voudrions
7. 	 Ci-dess4 se trouve une liste d'ac 


l'impor ance de chacune de ces
avoir votre point de vue sur 


activit's dans l'exicution de votre travail.
 

- L'imoortance de ,'activitk. 

Est-ce que cette activitb est 

0) pas du tout important 

1) peu important 

2) important 

3) tris important pour votre 

travail 

Importance
 

0 1 2 3
a. 	 Comptabilitb 


b. 	 Connaissance des rigles 


et procidures
 

0 1 2 3
 

0 1 2 3
 

c. 	 Supervision du travail 


d. 	 Administration du personnel 


0 1 2 3
 

0 1 2 3
 

e. 	 Gestion du temps 


f. 	 Motivation du personnel 


3
D-
Gestion de l'organisation 	 0 1 2 

0 1 2 3
 

0 1 2 3
h. 	 D'ligation d'autorit& 


i. Travaux de secritariat 	 0 1 2 3
 

j. Planification du travail 	 0 1 2 3
 

k. Nigociations 	 0 1 2 3
 

0 1 2 3
1. 	 Gestion financiere 


m. Compftences techniques 	 0 1 2 3
 

n. 	 Relations inter-personnelles 0 1 2 3
 

0 1 2 3
 

o. 	 Publicite 
 0 1 2 3
 

p. 	 Formation du personnel 


q. Allocation des ressoutes 	 0 1 2 3
 

r. 	 Gestion de la corruption 0 1 2 3
 

s. 	 Coordination du travail 
 0 1 2 3
 

t. Capaciti d'organisation bu travail 	 0 1 2 3
 

u. Gestion des &ventualitis 	 0 1 2 3
 

v. 	 Gestion du d&sastre 0 1 2 3
 

0 1 2 3
 w. 	 Etudes du marchb 


0 1 2 3
 x. 	 Recherche du credit 


0 1"2 3

Gestion de l'inventaire
y. 


0 1 2 3
 
z. 	 Gestion de 3tock 


0 1 2 3
 
a.a. 	 Relations avec les impBts 


1 23
b.b. 	 Autres (bcrire) 




8. Ci-dess& se trouve une liste d's ffvitis. Parfois, un 
gestionMMre consacre peu de temp une activit' tris 

importante, de mime qu'il peut consacrer beaucoup de temps 
une activiti qui n'est pas en rapport avec son travail. 

peu de temps, un peu plus de temps, beaucoup de temps £ 
chacune de ces activitis ci-dessous. 

Nous voudrions savoir si vous consacrez : pas de temps, 

- Temos alloui i l'activit&.
 

Dans votre travail est-ce que vous consacrez :
 

0) pas de temps 
I) peu de temps 
3) un plus de temps 
4) beaucoups de temps 

Imoortance
 

a. 	 Comptabilit& 0 1 2 3
 

b. 	 Connaissance des rigles 0 1 2 3
 

et procidures
 

c. 	 Supervision du travail 0 1 2 3
 

d. 	 Administration du personnel 0 1 2 3
 

e. 	 Gestion du temps 0 1 2 3
 

f. 	 Motivation du personnel 0 1 2 3
 

9. 	 Gestion de l'organisation 0 1 2 3
 

h. 	 D~lkgation d'autorit& 0 1 2 3
 

i. 	 Travaux de secritariat 0 1 2 3
 

j. 	 Planification du travail 0 1 2 3
 

k. 	 Negociations 0 1 2 3
 

1. 	 Gestion financiere 0 1 2 3
 

M. 	 Comptences techniques 0 1 2 3
 

n. 	 Relations inter-personnelles 0 1 2 3
 

o. 	 Publiciti O 1 2 3
 

p. 	 Formation du personnel 0 1 2 3
 

q. 	 Allocation des ressouces 0 1 2 3
 

r. 	 Gestion de la corruption 0 1 2 3
 

s. 	 Coordination du travail 0 1 2 3
 

t. 	 Capaciti d'organisation du travail 0 1 2 3
 

u. 	 Gestion des bventualitis 0 1 2 3
 

v. 	 Gestion du desastre 0 1 2 3
 

W. 	 Etudes du march& 


0 1 2 3
 

0 1 2 3
 

x. 	 Recherche du cridit 


0 1 2 3
 y- Gestion de l'inventaire 

0 1 2 3
 z. 	 Gestion de stock 

0 1 2 3 a.a. 	 Relations avec les imp6ts 


0 1 2 3

b.b. 	 Autres (icrlre) 




9. 	 Souvent au niveau d'un service desq esoins de formation se 
'font sentir pour l'amelioration de la rentabilitY, de ileffi
cacit des agents. Selon vous, pensez-vous que la formation
 

contribuera i l'amilioration de votre travai'l ?
 

1. oui 	 2. non
 

10. 	 Si oui, prbcisez (par ordre d'importance) les domaiiies dans
 

lesquels :
 

10.a. 	vous sentez le besoin :
 

10.b. 	vos colligues (ou J'ensemble du personnel) sentent le 
besoin
 

10.c. 	le personnel travaillant sous vos ordres sent le besoin :
 

11. 	 l'entreprise a-t-elle un programme de perfectionnement de
 

personnel ?
 

1. oui 	 2.non
 

12. 	 L'entreprise sera-t-alle capable de prendre en charge les 

frais de perfectionnmment ? 

1.oui 	 2.non
 



i 

QUESTIONNAIRE A L' INTENTION DES FEMMES DANS LE SECTEUR PRIVE
 

Priere oe fournir les informations suivarntes (pas de rooms, s 
vous plait).
 

I. lype d'erotr-eprise (farniIiale, grande soc3ete, etc.) 

. . . .. . . . . . . . . . .. .. .. . .. . . . . . .
 

L. Nature d' act2vite (couture, commerce, art, etc. ) 

3. Nomore oe personnes qui travaillent cars l'eritreprise: 

4. AncaernetL d e 1' entreprise (JAnrfes) : . . . . . . . ... 

5. Votre positior dans l'entreprise (perant, prorittaire, etc. 

6. Nombre de persorrnes sous vos ,rdres: . . . . . . . . ..
 

7. V tre rxveau d' instruction: . . . . . . . . . . . . . .
 

** * * *
 



APPENDIX 3
 

HYPOTHETICAL BUDGET FOR LONG TERM TECHNICAL ASSISTANCE APPROACH 

The attached budget represents all of the costs associated with placing a 

long term training specialist inthe CAR, sending two Central Africans to 

the U.S. for long term training as future trainers and mounting an extensive 

program of in-country seminars. Included with this budget is a cost 

effectiveness analysis which is based on a comparison of this proposed 

budget and the actual cost of short term technical assistance inthe form 

of workshops of the type already offered. 

o- o 
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Cost Effectiveness Analysis 

I. LT Proram 

YEAR 1 YEAR 2 YEAR 3 YEAR 4 YEAR 5 Total 

ST # Trained 180 180 180 180 180 900
6 seminars x 301yr 

LT 
2 

Cost/Seminar.- $43,796 $1460/Part. 

$1,313,898 Cost/ParticipLnt ST)-

I. ST Seminar Program 

$80,000/semipar /30 participants * $80 000 seminar $2667/part. 

Costs for shot term program (11)are 83% higher per st partlicipant 

Advantages of Program I - Lower cou'ltrainee/2 LT TrailnersfInstitulionalized Training Prfgram 
Follow up _ _ 

Better Participant selection I 
Develop locally relevant materials and case_ 

1Coverage at Regional Level 
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Budget sum 

LTTA (1) 

STA(2) 
U.S. (consult) 
CAR (consult) 

$128,100 

$67.200 
$14,070 
$81.270 

$119,460 

$67,200 
$14,070 
$81,270 

$134,136 

$67,200 
$14,070 
$81,270 

$134,152 

$67,200 
$14,070 
$81,270 

$0 

$67,200 
$14,070 
$81,270 

$5!5,848 

$336,000 
$70,35G 

$406,350 

Training (3) 

LT (U.S.) 
ST (CAR) 

$30.000 
$25,200 
$55,200 

$30,000 
$25,200 
$85,200 

$30,000 
$25,200 
$70,200 

$30,000 
$25,200 
$40,200 

$30,000 
$25,200 
$25,200 

$150,000 
$126,000 
$276,000 

Equipment (4) 
Materials 

+ $3 .160 $14,100 $14,600 $34,700 $20,200 $115,700 

ANNUALWWO TOTAL 
$296,670 $300,030 $300,206 $290,322 $126,670 $1,313,898 
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A. Salary 

(built in 10%
 
annual raise)
 

B. Hardship Allowen 
(20% of A) 

C. COLA (5%of A) 

D.NASPM overhead 

(349 xA)
 

E.Housing 

($1 500/month
 
125,000/an
 

F.Furniture 

(Local purchase) 

G.Storage 
(personnal effects) 

H. Shippino 

. Education
(in-country 
$8000 x 2) 

J. Alrfare -RT
Fam ily of 4x 3000 

K.R+R 


TOTAL 

LT Personnel 


Year 1 

$40,000 


$8,000 


$2,000 

$13,600 


$26,000 


I0,000 


$2500 


$6,000 


$8,000 f 

$12,000 

$0 


$128,100 


Personnel LTTA 

Long Term Cs 

Year 2 Year 3 Year 4 

$44,000 $48,400 $320 

$8,800 $9,680 $10,648 


2,200 $2,420 $2,662 


$14,960 $16,456 S18,102 


$26,000 $26,000 $26,000 


$1,000 $2,500 51,000 


2,500 .$2,500 '$2,500 


$0 $6,000 $0 

8000 $8,000 $8,000 

$0 $12,000 $0 

$12,000 $0 $12,000 


$119,460 $133,956 $134,152 


Year S Total 

$185,640 

$01 $37,128 

$0 

$0 

$9,282 

$635,118 

$0 $104,000 

$0 $14,500 

$0 $S0,000 

$0 

$0 

$12,000 

$32,000 

$0 $24,000 

$0 $24,000 

$0 5515,668 
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_ _ 

Short Term TA 

$ t 

_ Yesr I Year 2 Year3 Yeer 4 Year5 TOTAL 

US.Consultant _ _ _ _ _ 
A.Salary (Honorarium i $22,500 $22,500. $22,500. $22,500 i $22,500 i $112,500 
250/d=9 x 1 consultantx _ _ _ _ _ _ 

15 dew x 6semirarstur __ _ _ _ _ _ 
B.NASPM overhead ! $7,650i $7,650 $7,650 $7,650: $7,650. $38,250 
34% x A _ _ _ _ _ _ _ _ _ _ _ _ _ 

C.Per Diem $13,050 $13,050 $13,050! 
_ _ _ _ _ _ _ 

$13,050J. $13,050 
_ 

.$65,250
I145/dey x 15 xx6 .=av 

D.R-T Airfare $24,000 $24,000 $24,000 $24,000 $24,000 i $120,000 
4000x66 _ _ _ _ 

Subtotal $7,200 $67,200 $7 $67200 $67,200. $336,000 

CAR Consultent _ _ _ _ _ 

A.Salary (Honorarium $10500 $10,500-. $10,500.. $10,500 $10,5001 $52,500
 
$175/da x l0days x_ .X_ _
 

6 semi rmrs __ _ _ _
 

B. NASPAA Overhead $3,570 $3,570 $3,570 $3,570- $17,850 
34%of A 

Subtotal $14,070.- $14,0700. 1 $14,070: $70,350 

TOTAL $81,270 $81,270 $81,270 $81,270. $81,270. $406,350 
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TRAINING
 

4 ! 

_eer 
 Year2 Yeer3
I er2____e rea Year4 i Year TOTALS 

A. LONG TERM _ _ _ _ 
1. (2persons x 2.5 mr,)! $30,000 $60,000: $45,000' $15,000 

_ 

$0 $150,000IMPA, IMBA 
_ 

B. SHORT TERM 
1.Local Transport

3-prt.x10usx 

_ _ _ 

(4,500,000 FCFA)
$16 

_

000s $18 

.__ 

_

51o 

_ 

$18. 

6 courses x2500 FCFA 
( =FCFA 250)
2. Training Materials 

!____ 
!(1 ,800O 

$7,2. 
FCFA)

7 0 

_ 

' _ 

200! 

_ 

_ 

$7200i 

_ 

_ 

$7200. _ 

10,000 FCTA/Pert. ___ _ __ _ 

x30x6x 6 ; 

Subtotal $25,200! $25,200. $25,2001 $25,200' $25,200. $126,000 
(BI+82) ! i $ 

TOTAL $55,200 $85200- V ND -_S040,200!$25,200{ $276,000 
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EQUIPMENT &MATERIALS
 

Year I Year 2 Year 3 Year 4 Year 5 TOTAL 
TRANSPORTATION 

Vehicle (Suzuki) $10,000 $0 $0 $12,000 $0 

Vehicle maintenance $1,000 $2,000 $2,500 $3,500 $4.500 

Gesoline $2,600 $2,600 $2,600 $5,200 $5,200 
40 litre/week X52 
x$1.25 litre 
Subtotal $13,600 $4,600 $5,100 $20,700 $9,700 $53,700 

OFFICE 
Microcomputers (2) $7,000 so $0 $3,500 $0 

Office Equipment $3,000 $1,000 $1,000 $1,000 $1,000 

Equipment maintenane $1,000 $1,000 $1,000 $1,500 $1,500 

Supplies $2,500 $2,500 $2.500 $3,000 $3,000 

Secretary $5,000 $5,000 $5,000 $5,000 $5,000 

Subtotal $18,500 $9,500 $9,500 $14,000 $10.500 $62,000 

TOTAL $32,100 114,100 $14,6001 34,700 1 $20,200 $115,700 

Pop 1
 



APPENDIX 4 

DOCUMENTS - GOVERNMENT OF THE CENTRAL AFRICAN REPUBLIC 
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PRESIDENCE DE LA REPUBLIQUE 	 REPUBLIQUE CENTRAFRICAINE 
Unit6 - Digniti - Trsvail 

Zj 

(:)RDONNANCE Ng 87.027 

ABROGEANT LES DISPOSITIONS DE L'IDRDONNANCE 
/fdtW V 80#D62 DU 2S JUILLET 1980 ET REORGANISANT 

L' 0RANISATIZO NATION ALE INTERPROFESSIONNELLE 
'P,'ie PDE FDR'ATIDN ET DE PERFECTIONNEMENT '"DNF'IFP" 

f 8 JUIL. 1957 
LE PRESIDENT DE LA :REPUBLI:QUE, 

CHEF DE LI'ETAT, 

(/Ul . Constitution du 28 Novembre 1986 	; 
(/U 0rdonnence ni '80.062 du 25 Juillet 19D, portent crfation

de IlOrganisetion Nationals Interprofessionnalle do Formtion 
at de Porfectionnement (ONIFIP) ; 

C/U ItDrdonnence nl 8T 026 du 17 Ji 1987n 	 v partert
orgenisation de Is FOrmation Professionnalle an Rpublique 
Centraficeine ;
 

(/U le Dfcrat nl 86.363 du 8 D~combre 1966* portent nomimation
des Ministres et 5ec6%teires d'Etat at son modificatif ng V7.D83 
du IS .Avril 1.9E7 ; 

LE CONSEIL DES VI.4ISTRES ENTEJDP 

VRDO~i1V
 

Arzt. Ior Los dispositjons ds 1"Odom,_i- nl 80.062 du 25 Juillet 
1980 portent crdetiorn de ItOrganisation Nationale 7ne
.--- f essil.---IIoa de Formation ct do Pe-erti c..neme .t1 ONIFOP" sont abrog6es vt remplec~os per cellos qui 
suivont : 

Art. 2 : 1 out crf un Drgennismo do Formation ri'omfssionnollo 
ddromm .s ORGANISATION NATIONALE INTERPROFESSIDNNELLE 
BE FORMATION ET DE PERFECTIONNEMENT an ebragd "DNIFDP". 

Art. 3 a L'ONIFOP oat un E£tblissomont Public, dot6fo e le persot
nelitd morale at jouissant do .'autonomie edministretivo 
at firrancibra. 

Art. 4 a LIONIFOP out edmirristz 6o par 	un Consail d'Administztion 
compeof dos Reprdsontnts do 1tEt.t, du Petronet vt doe 
Trevailurs. 

Art. '5 a Le s~igo do 1'DNIF0Pp ost fix6 b BANGIu. 

.. 1@/. I 
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implentdes
Art, 6 t Des entennes r6gionales de lI'D1IFOP peuvent ttze 

u r salon les besoins main-d*oeuvreb itint6riU du'Peys en 

et en fonction des exigenoes 6conomiques 
de la
 

qualifi6e 

zone dl implantation. 

a pour mission de coordonner at d'hmr m oni s er les 
: LIONIFDPArt, 7 Formation Professionnelledivers Centres dsct-.ivitds des 

developpe des programmes de. 
places sous son contrOle. Elle 

vissnitle qualification de le
formetion profession l e 
poux le travail productif at la promotion

majn-sd'oeuvre 
sociale du travailleu.
 

A cettm fin, alle ontzibue h l"applicatibn de Ie politique 
fornetion professioren metibxe dg6n rale du Gouvernement 

:
nelle et est notemmnt charg~e do 

des actirns de formation 
et mottre on oauvro- concevoir 

efficaces et modifiebles dbns iniurs 
souples, flexiblcs, 

ot lour nivaeu Iobjectifs, Ieur dure 
formation profession.

- plenifier ot proposer dos plans de 
do letenanttermes on compts

nelle B court et moyen 

politiqus socislo du Gouvarnamont
 

- dEtablir et executor, en cooperation evoc I.OfficO National 

CDNMD)? un prog1Tmmo .peraenet do 
do I lMain-d'Douvr 
 o n - d 'o s u v xe densde Xe ieinot d' valuetiplanification 
tous las soctours fconomiquos du pays 

; 

goinelos do formation 
-- ebiix at golzar lzs Anto-nOs 

pzofssionnollO en 6troite collaboration 
avec I'Office
 

cillrT h Mdepter loursMain-d6Douvre B,
Netional do le 
programmes h lionvironnamcnt social, fconomiqual 

cultu
;
 

tel ot aux conditions d'cmpioi existent 
dens le zone 


d; fzrmastic n ;r..es
- mttro en place dos Contros mobiles 


cas do bosoin ;
sionnolle on 

d,- -fc m.ati :xcossionnolle 
- r68eissmh LD~S P=Cjots 'rietes 

eux Entrcriassistance technique ndcassairo 
- fournir uno 

do Uos aidar a x~duira
 see publiquos at privios on vuu 
at eugmontor le 

ou b -liminor Is sous-emploi potenoil b 
o:. 

per lo bisis de l formation en cours dlomplproductivitd 
programme pOmanent dadaptatio

n
 

- orgeniser at ox-cutor un 
dv neaeriol didactique rn utilisant los 

at d16lebaoratiUn zu intorna
do bes des Ceontres panefriceinscollections 

tionaux ot autros materiols h dispositin 
;
 

evoc I'Office 
et divclopper an collaboration - oncevoir 

National do le Main-dlDouvro un systbmo 
do certification 

do qualification professionnlle dos 
troveill.ours contra

fricairs ; 

promouvoir It coop6ration evoc los 
orgenismos intorne

-

tioneux ou 6trangors de Formation Professionnlc. 



Art. 8 s Le budgot do I'ONIFOP cat adopt- Par son Conseil dtAmi-.
 

Art" 9 2 Los rossources do 11ONqIFDP provionnont 4 
- do la taxo h Is Fozination,FofoSsionnefl, 

dos subvontions do 1'rtat vt dos rcllectivit~s publiquas I 
- dos PrOduits Pravonejnt du Plaeoont dos fortd propros
A aVDNIrFP; 

dos dones ot logs
 
-dos =tibutions dos t.avaux ot actions apecifiquosmandcaO per I'Drgnisatio ; 

- dos QxC.6dornts dos TOc~ttD9s u= Iov ddponsos 
do toutos eutros rossourcus qui liii 90"t tribugos.par due dispositions ..Lgisletives vu =&gloinontejro,, 

Art. D10 Los dkpurvses comprennont 
. 

- IDS 06Penses d1invostssomr.,.bs at d14quipamo,'n 
- IDS d~pafscs dD fonictioinncmont,
 

Art. 11 La structure adminiistr~ative ot tcchniquo, .1o facinomOnt o~lsconditiom@ eo 
tuto o srtdtmines per ddcze,ot
 

salSO~ "ordoet Ofical ZC tcfl:istz6D ct publide r~u 
D fiie..Jou ne £11.sore uxdcutdc comma Loi Qdo rt t / 

Foit A Danguir Iv 17 Ji±n 19%7 

http:d1invostssomr.,.bs


IPRESxDtN DW IlEPUE1LxgL1E 
REPUBMQUE CENTRAFRICLAINE 

l~i dint Tzmi 

L)ECRET RE as. z08 
IP0RTANT APPRDBATILJN 
DIASSI'STANCE DES STATLJTS DU CENTREAUX
-ENTREPRISES ET 

PETITES ET M1OYENNES
A L'ARTISAWAT (CAPMEA) 

L.E PRESIDENT DE LA REPUBLIQUEO
,CHEF DE L'ETAT EFT DuI GDUVERNEMDJ7-

C/V lee Acton Conas ttionnele - I .+ du 21(/U i'OrdOnmnce Septombro Ig5ti 83.D76 du 7 Ddeembro 19839rantr0 d'Assistance eux Portmnt czrfton dufriceines (CAPt1rC) ot 
potites et Royannfos Entzoprigsason itodificatifr na Cent.,..85.046 du 26 Ddeambre 

(1U 110rdonane nfl 85.fl49 dudfun Haut 16 Ddemromm4..ari a 2985, Portent cx6atji,,do Is Pxomotion des Ptt.. 
A Ja. Px sidencu do .1. Rdpubl..quepat Moyennes Entruprj, chaxgd 

0 3 at 4g .1fAr.(Ai is IMCr~t 'ng B5-307 dudu GOuverzement 21 Septanmb=0
do la R~publique 19B5. 'fix.rt .le romposition

l 9 ; 
. t Portentemrou~a n~omnination, zl


C/u -10 Ddcret nfl 
eon,
 

B5,435 du 16Hllut-C~Ommnsairu D6combra 298,5,A le P'r6aidance do Ze 
Portent nomination d'ut,Promotion des Ptit.. Rdpublique; chergiat Kaonnoo do .1.Entxopxlgc

SUR et da iYArttioa.tRAPPORT DUI HAUJT COMMISSAIRE,PETITES CHAn;;ET MOVENNES DE *LA PRO)MOTIDNENTREPRISES MESET ZE LIARTISANAT; 
L-E CDOSEIL DES MINISTRES ENTEINDL 

Art* lez, s Sonft DppzrOuvds 
,., Stetutz. do UIant-o -dpotita0 tAsuistance euxat M.0onnes F~-tr6-~CAPRtEA, -thI'ArtisanotennflOds au aon ebrdiggPr~scntDcrt
 
Art.B2 


t D6cratt Lu 
qui prand effotme signalturpe, A cOmPte,sorelz do -le date dorat Communlqug partout oib 

d... publid avnb.osoin Tor. 
 al/..ce
 

Fait A Ee.nguir 
' 15 X4AI 2986 

And-r,5 K0 
 NG PA.
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Toute conventioanteurstconClue entre 26 CFBolt drecteent soait i let I funnul Tfteit._± lle nfa pas rectement, de sea AdministIat.6t d pr dal ab leient e or eat mune et deut 's-e pa eeC o see 
"--d'iniutrzea i on. , t -se par " Conseil

Nulle et de nul effet eat ientre le C alementet une entreprs. tout. convention PasdeConseil dans aqUeted 'AUeministrati ue Prdsodent ,. .- -s duPr oPriftaire t ssocid nom d1iistraters du CApien ett ur a ad seraitnat,.. .teur ou Directeur ndrai, £u 
en Participation ..... a.. trpar ie Conseil r td -dmi-ni. zion.ele m'e pas 6t ;-ralae e e at- or s "A"g Rgunion du ConseildIAdmin~stratlon 
Le Conseil d'iAdminis tation se r~units Prdsdn 
au s:r convocationdu C deA 2exige. 

m0ins deue fois par an ou aussi souventLe Consell se r6unten .ussjorsufont la demande au Prdsident que i:introbt msaxxl u e- . .. La au lionue. • quatreMOXIm de SIX seinaines nembres apres l o ddspot 
eu l on a Zieu d ens un -da lde cette demande. 

Les rdunAons son Pr6Sident. du Conseil dtAdministratisnpar 
En cas dtemnpchg..nt, s.nt2 aConelahibres Pour prisider Za gsance. 'snaidses

-0 onsell dsigne un do seaLe Di ecteu, Gdnsrdi ft CAPMAuConsel asaated'Adm rnistraj-- aux ddlib6ratior
VOIX-ve- c sultative.Le Conseil d"'IdministratlonConsultatfs tOUte persorne ayant 

peut appeler j silger it titreme2 'dtude d une ou e plUslers questone mcrites& .. 1 or d Jour. 
;Lrticle Qi-
 Convocation
du C ei
 

Les convocatbonsft.siers y accOmPagneesiffrenta de 29orde du jour et der,sont adresades par 2eteurs quinze jours (15) 
sident euu Admi}ostra.au noi & 2a ee

Article ID.-b"t 
un 

a e Conseil dlAdinrnistration 
cnq meau moinr de ddlibire valablementses Iembres que 91sont Prdsents ou representds. 
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Tout administrateur a le droit de se faire reprdsentev
par un autre administrateur; un administrateur ne peut d~tenir plus

d'un mkndat en dehors du sien.
 

Les d6cisions du Conseil d'Administration sont prises A lamajoritd simple des voix des membres prdsents et reprdsentas. En casde partage de voix, celle du Prdsident est prdponddrante. 

. urticle 11.- Procs-Verbaux 

Le Secretariat du Conseil d tdminiifration est assur6 parle Directeur OUnral du C4EA. Le Secrdtaire du Consel dresse le
procs-verbal 
des reunions. Aprbs approbation par les membres du
Conseil d'd1dministration, le procbs-verbal est consign6 
sur unr gistre c=t6 et paraphe reservd A cet effet et sign6 par le President ou, en uas d'empchement, par deux administrateurs presents et le
 
secrtaire.
 

Le Procis-Verbal est adress6 au Ministre de tutelle densIa semaine suivant son approbation. 

Les d~cisions du Conseil d1 Adminstraton sont 'ex6outoiressi dans un d6lai de 15 jours qui courent A compter de la date de low r ception par lui le Ministre de tutelle n'a formul6 aucune opposi
tion.
 

ixticle12.- Pouvoirs du Conseil d'dministratio 
Le Conseil d 'udministration est investi des pouvoirs lesplus itendus rour agir au nom du CAPMEA et autoriser tous ctesrelatifs A son;. objet conform.ment aux presents statuts et aux lois 

en vigueur. 

Le Conseil a notamment les pouvoirs suivants non limitatifs: 
- 6l±ie le Prsident du Conseil dans lea conditions' 

prvue3 A .'article 6.
 
- dlaborer 
et adopter les projets de modifications 

dventuelles des pr6sents statuts et les soumettre au
 
Ministre de Tutelle pour approbation par le Conseil des 
Ministres.
 

*O00/.Oe
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Article 1~4w. Directio n fl2e 
Isa 	 Direction'du Centre d 'Assistanceet A lirtisaa aux Peiitessntreprises(CAjPME) 	 et Noyeruiesdnral 	 est assur~e par an~reoteurnom5 par Ddcret pris en Conae .dedU 	 Ministre r .streset
de 	Tutelle apres avis du Conseil d'Admn.. 
 at±on.eat revocable ldans lea oies condit.ons. 

o
1 dolt aouir do sea drolts civlques et 	Volftiques et W'avoirSUk sueurt peine afflctive ou lnamante.%Le Directeur Gdnjral eat seul responsable devant .le Ojnse2."d 'Admin±statl " de 	la gestion du cAPL,. 
Artl2je150. Pouvoirs du DirecteurG6n6rpe 
 Le Directeur GUndral exerce tOus pouvoir 
d"administration
et de gestion du Centre, sous.rderve des attributions
sauf cas de dUegations de pouvNr:.11 du Conel,
 

exere notamment lea poIvoir
suivants
 

-Repr~zea.er Ze CjPA & 1'gard deatA ldgard,des tierz ; 
toute adminisitration 

- Prdparer aetprdent.er 
4 . approbation du Conseil dhdinrns.tratlon avant Za Xf± de l'anne I 

-le 	Programme annuel d'act±vitle budget du Prochain exercice ;le r6lement intdrieur et 	sea nodification" lea tarications dej services rdmunh.z du 
centre;

* l'organiramne 
et 	sea modifications
* 	 ;toute convention rdlevant de 1,article 7 desprsents statuts.
AJarrfter lea inventaires et 	les comptes, et lea soumett-eA V'approbatjon du Conaell d'AdministratIon. 
- Etablir et soumettre A "lapprobation du Consel le rapportde gestion et 	lea comptes difinitifs de fin d'exercice ; 

4. e /4S 

*1 

http:aetprdent.er
http:Repr~zea.er
http:pouvNr:.11


- Proposer lea nominations des Directeurs et Chefs doServices et leurs rdmundrations et avanta es divers. 
r-"Passer tous marchds et contrats rentrant dans le 

programme d'activit6s dont le financement a 4td 
approuvd par le Conseil. 
Faire ouvrir et fonctionner au nom du CAPM taus
 
comptes de d~pots, comptes courants et comptes de
 
chbques bancaires.
 

- Souscrire, endosser, accepter et acquitter touscheques et effets. 

- Intenter toute action en Justice tent en demande 
qu'en d6fense.
 

Consentir tous compromis, acquiescements, d6siste
ments et toutes mainlev6es d'Inscription bypoth6oare,
de saisie et d'opposition, avant ou aprbe paiement. 

Tous actes du CidPAFL doivent, pour engager la responsabilitddu Centre ou Itre valables, ttre signds par le Directeur G0ndral quio/en a requ d~lgation du President du Conseil d'jidmin stration. LeDirecteur Undral peut A son tour ddl6guer sa signature a nou

plusigurs collaborateurs de ao= choix. 

Article16.- Directions - Services- Bureaux
 

Le Directeur QUndral du Centre, pour realiser lea objectifsqui lui sont fixds dispose des directions, des services, et desbureaux. Zl en dlabore l'organiramme et les attributions et leasoumet & l'approbation du Conseil d'Administration. 

Lea Directeurs et Chefs de Services sont rwmnom par le 
onseil d'Administration 
sur proposition du Directeur Genrral. 

10 
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TIM III*- Comissaires aux Comptes 

Article 17.- Commissaires eux Ccmtes
 

Par Arrtd, le JMinistre des Finances d~signe deux Coimis
saires aux Comptes qui ont pour mandat sous la foi du Serment, de 
vWrifier 2es livres, 10 caisse, et lea valeurs du Centre@ de 
.contrbler la r6gularitd et I& sinoeriti des inventaires et des 
comptes ainsi que 1 exactitude des 1nformations donnes. mr lee 
comptes du Centre prisentda dans le rapport de gestion par la Direc
tion GUndrale au Conseil dtAdministration.
 

Le Commissaires aux Comptes 4tablissent un rapport dans
 
lequel ils rendent compte de l'ex~cution du mandat qui leur est
 
confid et doivent signaler lee irrtgularitis et inexactitudes quills
 
auront rdlev~es.
 

nls font 4galement un rapport sp~cial sur les conventions 
Vis~es I'article .7 ci-dessus qui auraient 6t6 autorts6es par le 
Conseil d 'Administration. 

L'approbation des comptes et des Inventaires vaut quitus
 
-pourlea Admnistrateurs.
 

La r6munration des Commssaires aux Comptes est fix~e par
 
le Conseil d'Administration.
 

TITRE IV : Les Coqptes 

Article 18.- L'exercice budgetaire commence le ler Janvier et finit 
le 31 DWcembre de chaque annee. 

Les opdrations materielles de recouvrement et de paiement 
peuvent itre effectu~es sous toutes formes en usage dens le commerce, 
et notamment, par virements ou thbques bancairesg par traites, 
cheques postaux et mandats, par caisse e espbces. 

Les comptes et I& comptabi3.t- du Centre seront tenues 
conformment aux lois et usages de 2.'administration e.ntrafricaine Ma 
3A matibre.
 



Le Ministre de Tutetle et le Ministre des Finances sont
s8±s8 chaque annie avant le 30 Avrl1, du rapport du Conseil

d'Administration sur la gestion de l'exercice pricedent aocompagne 
des comptes et des inventaires.
 

Sur propositibn du Conseil d tAIdministration les exc~dents

budg6taires 
6ventuels sont utilises pour la constitution ou l'almen
tation d'un fonds de Promotion et de Participati±n. 

TITLES,V.- Ressources
 

Article-19. 

Les ressources du Centre proviennent
 
- de subventions de toutes origines, publiques ou priv6es,
 
nationales ou internationales;
 

- des dons et Ags ;
 
- des prdlbvements fixes ou variables par le gouvernement
 

sur les activit~s 60onomiques en h6publique Centrafrlca
mle
 

- des cotisations ou des prestations ontreUses des services
 
executds par le Centre
 

-
des produits d activitds de Promotion conduites par 2e 
Ventre.
 

Article20.-


Les presents statuts entrent en vigueur dbs leur approbation

par .decret.Les originaux seront vises et paraphes par le flinistre
 
de Tutelle. 

Fait Ie1 MEal 198f 

LE HAUT C0a,-SSAIzR CHARGE DE LA
PROMOTION DES PETITES ET M0YM4ES 
E ,TREPRISESE DE LI ARTISANAT 
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