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EXECUTIVE SUMMARY
 

This study responds to an A.I.D./Washington mandate to improve upon the management and 
measuremcnt of training impact. In addition to field testing the Africa Bureau's Impact
Methodology, USAID/Tanzania invited the team to: (1) evaluate the Human Resources 
Development Assistance (HRDA) training project; (2) evaluate project-related training, and (3)
provide guidance for the mission's new Country Training Strategy (CTS). 

The evaluation is an effort to go beyond manpower indicators (e.g. number of individuals trained)
and assess impact in terms of the training induced changes experienced by participants,
institutions, and sectors. It must be noted that HRDA, as managed by USAID/Tanzania, is an 
endeavor to train Tanzania's "best and brightest" and not intended to achieve institution-building 
or strategic objectives. Therefore, no indicators for institutional or sectoral impact exist for 
HRDA training, and impact that has occurred beyond the individual level has not been planned 
nor measured. 

MAJOR EVALUATION FINDINGS 

Outputs. Since 1955, USAID/Tanzania has funded nearly 4,000 Tanzanians for training in the 
U.S. and third countries, in addition to the hurdreds trained in-country. HRDA alone has trained 
257 Tanzanians since it began in 1989. Currently, training initiatives across sector projects and 
umbrella training projects constitute over 13 percent of the mission's portfolio and total $13 
million (cumulative since 1980). 

Mandated Targets. The participation of women in training ;s impressive, with 49 percent of 
HRDA and over 40 percent mission-wide. Overall the percent of in-country training is 73, but 
only 13 percent in HRDA. The participation of the private sector is 8 percent mission-wide and 
20 percent in HRDA. In 1992, 8.2 percent of total person months of U.S. training was at 
Historically Black Colleges and Universities (HBCUs), and 11.4 percent of new start person 
months was at HBCUs. 

Individual Impact. The evidence clearly shows that USAID-funded training has had a positive
impact upon USAID trainees. The trainees are now able to take on additional responsibilities
with greater confidence and initiative, enhanced skiils, and a wider perspective. Participants have 
been able to multiply the benefits of their training by advising others, providing on-the-job
training, and speaking at workshops and conferences. Women appear to be able to utilize 
training as much or more than the men. 

InstitutionalImpact. Although over 130 Tanzanian institutions have sent individuals for USAID 
training, it is not clear what the cumulative impact has been on the institutions, especially in the 
case of HRDA since specific institutions have not been targeted for training. Parastatals and 
government ministries have sent the majority of employees for HRDA training, but because 
trainees come from different branches or departments, it is difficult to assess the collective 
benefits on the institution as a whole. Participants from private firm; report that they have 
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affected change in the form of increased sales, new jobs, more products, and strengthened
business ties with U.S. firms, but no baseline data are available to quantify or verify the impact. 

SectoralImpact. USAID/Tanzania has targeted three sectors and designed strategic objectives
for the period 1992-1997 for: health; infrastructure support; and the private sector. Current 
project training falls into those sectors, but there is no clear mandate for HRDA to focus on the 
same sectors or to contribute to the achievement of Country Program Strategic Plan (CPSP) goals 
or objectives. However, the major fields of study to date have closely paralleled the current 
strategic sectors. The sectors receiving the most attention under HRDA are health/population, 
private business, and infrastructure (banking, transportation, energy). 

While HRDA participants in the health sector have contributed to specific health needs, few have 
to the CPSP objective of "health enhancing changes in reproductive behavior." In the private
sector, participants have been able to contribute, to varying degrees, to "increased formal private
sector employment and income growth." HRDA has also funded training in banking, road 
rehabilitation, and energy which has contributed to better delivery of services. 

Management of HRDA. The excellent management of HRDA has resulted in a project that is
successfully meeting most placement targets efficiently and on schedule. The project has also 
been successful in achieving individual impact, but has not systematically collected or analyzed
data to demonstrate institutional or sectoral impact. Currently, the Participant Training
Management System (PTMS) is not fully utilized to track training throughout the mission or to 
record impact data for any mission training. 

CONCLUSIONS AND RECOMMENDATIONS 

While USAID/Tanzania training has been relatively successful, the measurement of impact is 
somewhat limited because of lack of strategic planning for: (1) participants' utilization of 
training; (2) institutional development through training; and (3)achievement of sectoral objectives
through training. The current philosophy and management of USAID/Tanzania training will 
continue to limit the impact of training, the ability to measure impact at all levels, and the ability
to assess how training contributes to achievement of strategic objectives. To reverse the trend,
the team proposes that USAIDiTanzania consider the following when developing the new CTS: 

0 	 Embrace an orientation that views training as a strategic development intervention; 

* 	 Standardize the procedures for mission-wide training through the development of a 
Mission Training Order; 

0 	 Focus on utilization of training when planning, managing, and evaluating trainirg 
interventions; 

0 	 Develop indicators that will help determine how mission objectives are met through 
training; and 

0 	 Track all mission-funded training on the PTMS. 
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USAID/Tanzania has the human resource capability and willingness to use its current training
portfolio to achieve development objectives. Based on past successes and current capacity, the 
team believes that should the new CTS be designed with the above considerations in mind,
USAID/Tanzania will enhance its contributions to Tanzania by implementing high-impact
training, and by improving its ability to demonstrate the returns to its investment in Tanzaiia's 
human resources and its progress toward the mission goal. 

Recommendations for HRDA: 

Reachine Tareets 

Require Partners for International Education and Training (PIET) to propose HBCU 
placement options, especially for long-term placements. 

Work with Zhe Women in Development (WID) officer to maintain the high rate of 
participation of women. 

Revisit the 19E9 Private Sector Training Needs Assessment, and use the mission's 
private sector advisory board to increase private sector participation. 

• Develop guidelines and solicit proposals for in-country training. 

Increasinl Impact 

" Continue with self-nomination and merit-based selection, but work with sectoral 
leaders, employers, and participants to plan for utilization of training and measurement 
of impact. 

" Continte to focus on short-term training and consider making more slots available in 
the Entrepreneurs International program. 

" Make more diligent efforts to place participants in third countries, and find ways to 
deal with the inefficiencies and frustrations associated with third-country placements. 

" Work with U.S. Information Service (USIS) to design more comprehensive pre
departure orientations.
 

* 
 Require PIET or training providers to conduct reentry planning, especially for long
term participants. 

* Organize an alumni association, using returnees to plan alumni activities 

ix 



Measurine Impact 

* 	 Rewrite the existing application in an effort to collect baseline data. 

Refine the existing returnee questionnaire to measure institutional and sectoral impact,
aid format relevant questions in such a way that the answers can be easily entered 
onto the PTMS. 

* 	 Develop a questionnaire that managers can use to assess the performance and 
institutional contribution of the trahiee. 

* 	 Correct the employer section of the PTMS so that it can produce reports by
institution and alter the program so that impact data can be recorded. 

* 	 Train other Training Office staff to operate the PTMS and setup a network so that use 
of the program is not limited to one operator at a time. 
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I. INTRODUCTION
 

In June 1991, the Africa Bureau began an effort to improve measurement of development results. To this
wnd, Africa Bureau, Office of New Initiatives, Training Program and Project Implementation
(AFR/ONIWPPI) contracted Creative Associates International, Inc. (CAII) to develop a metiodological
framework and pilot test an approach for developing country training strategies (CTS). In contrast to prior
CTSs, which primarily focused on numbers of individuals to be trained, the new approach emphasizes how
the results of training are monitored and measured, and how training will be concentrated in such a way
as to increase impact and contribute to higher level development objectives. CAll field tested the
methodology in Swaziland and Rwanda in 1992, and Tanzania is the third country where the framework
has been applied. Based on the three pilot ests, the methodology will be improved and assistance offered 
to other missions. 

This study uses the proposed methodological framework of AFR/ONI/TPPI to evaluate USAID training
in Tanzania. It also uses the cumulative knowledge of the three studies to provide guidance for future 
USAID/Tanzania training, including the development of a new CTS. 

A. TASK SUMMARY 

CAll conducted this study under IQC No. PDC-5832-I-00-0095-00. The 3-person team worked in Dar 
Es Salaam during March and April 1993. 

At the invitatior of USAID/Tanzania, the team applied the "Training for Impact" methodology in: (1)
assessing the impa-t of HRDA and project-related training; and (2) providing guidance to USAID/Tanzania
regarding future training and development of a new CTS. This approach is a combination of the two
preceding efforts in Swaziland and Rwanda, where the methodology was applied to evaluating the impact
of all USAID/Swaziland training to date, and developing a CTS for USAID/Rwanda. 

The CAII team reviewed a variety of USAID[[anzania documents, interviewed USAID/Tanzania staff,
analyzed questionnaires, and conducted interviews and focus groups of returned trainees and managers
from their sponsoring institutions, as well as decision makers at the sectoral level. 

Serving on the CAll team were T.L. Maliyamkono, Douglas J. Passanisi, and Melanie Sanders-Smith
(Team Leader). Technical and administrative oversight was provided by Bienda Bryant and Derry Velardi
of CAll. The AFR/ONI/TPPI cognizant technical offic.r was Elizabeth Torrey and the team reported to 
Paul D. Morris and Z. Kristos Minja at USAID/Tanzania. 

E. TRAINING FOR IMPACT METHODOLOGY 

The evaluation of USAID/Tanzania's past training activities and the guidance for future training was
conducted using a framework developed by CAll in collaboration with AFR/ONi,TPPI. The frameork 
is theory-based and requires an understanding of these key concepts: 



" Development impact is the sum of the benefits that accrue to a target population as a result 
of development efforts. Impact is defined as an improvement in quality of life for the 
designated beneficiaries, and it should refer to people-level impact, not to process indicators. 

" Development preconditions are the sum of the changes--events, activities, effects--that must 
occur in order to achieve the desired impact. 

" Impact leverage is the ability of a particular intervention to deliver impact; high leverage
interventions are those that get maximum results tor the least cost. 

" Development capacity is the sum of the resources needed to create desired results. An
individual trainee may have a capacity in the way of knowledge, skills, and motivation; and 
an institution may have capacities in the form of skilled personnel, equipment, and effective 
procedures. Development capacity is the precondition for development performance. 

* Development performance is the sum of actions taken to achieve a development precondition 
or impact. As individuals, institutions, and social systems perform, they use their capacities 
to obtain results. 

Training is only a precondition to impact, and the completion of training in itself does not constitute 
impact. In other words, increasing the capacities of individuals through training is not an indicator of
impact; the improved performance of individuals and institutions must be measured. Performance is also 
only a precondition except in those cases where performance explicitly means the delivery of goods or 
services that will enhance the quality of life for a target group. 

Impact occurs on a variety of levels ranging from the individual to the nation, as depicted below. The 
impact hierarchy consists of six levels of intervention that must be integrated to leverage development 
resources in general, and training resources in particular. 

IMEAC][ 108MMUY 

ContF.ont. 

Nation 

Target Beneflei ry PapIation 

Sector 

Institution 
t 

Individual 

In designing, managing, and evaluating training tor impact, it is important to consider all six levels of
intervention and to define strategies that cause the levels to be integrated. Planning for impact shculd start 
at the highest level possible. Using the framework, USAID/i'anzania would first consider the mission's 
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program goal of "real growth and improved human welfare" when determining USAID/Tanzania's training
strategies. To support the strategic objectives at the sectoral level, annual training plans should target thehealth, infrastructure, and private sectors, as identified in the CPSP. Institutions within these sectors
should be targeted for training, and then qualified individuals from the target institutions should be
selected for training. Impact can best be realized through training individuals who are most likely to 
achieve desired results. 

When assessing impact of trainh'ig interventions, however, evaluation efforts should start with theindividual and move up the hierarchy. USAID/Tanzania should not only assess the increased capacities
and performance of returned traires, but also the improved ability of institutions and sectors to provide
goods and services to the target population. In turn, assessments should be made of the achievement of 
strategic objectives and national goals. 

Training cannot b,, fully credited with impact at any level, just as no other single intervention can. Theie 
are an infinite number of variables that contribute to and constrain development efforts. The impact oftraining, however, should not be ignored or treated as an isolated development intervention; it should be
measured to assess the contribution it makes toward USAID/Tanzania's strategic objectives. 

Ideally, de elopment impact evaluation attempts to: 

* Measure or estimate the economic, social, and/or political change induced by an intervention; 

* Determine the extent to which the change was attributable to the intervention; 

• Establish the extent to which the intervention was critical to change; 

* Discover how and why the change occurred; and 

* Assess the role of constraints and external factors. 

In evaluating USAID/Tanzania's training activities, the team assessed impact in terms of individual
trainees' changes in performance, contributions to their employing institutions, and contributions to the 
sectors they represent. The participants were asked to link changes to the training they received, assesshow critical the training was, and describe the constraints they experienced in utilizing their training and
affecting change. The team queried participants about the management and content of their training in 
an effort to discover why the changes did or did not occur. The findings, discussed in Chapter II,will
be used by USAIDfIanzania in planning future tr 'ing, and in particular, developing a new CTS. 

C. TRAINING IN THE TANZANIAN CONTEXT 

Tanzania has made considerable progress in economic policy reform within the framework of the 1986
Economic Recovery Program (ERP) and the subsequent 1989 Economic and Social Action Program. The
reforms iave stimulated economic production an, , versed a decade-long decline in per capita income. 
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Tanzania has also made impressive gains in literacy and trained manpower, although recent years have 
seen a decrease in primary school enrollments and the quality of education overall (CPSP, 1992-1997). 

Tanzania has only 3 percent of its eligible secondary school students in public schools, and primary school
graduates are leaving school with half the formal education of their Kenyan classmates. Tanzanian 
policymakers have realized that their policy not to build a broad-based middle class was a mistake. The
result has been a middle class of bureaucrats born of a manpower training philosophy who have guided
the nation-building process. To help turn tl~s situation around, and to support the ERP, USAID/ranzania
initiated a training program based on a merit selection philosophy. HRDA is designed to help men and 
women gain skills to assist in Tanzania's development. 

1. Government Training Priorities 

As for me Government of Tanzania (GOT), efforts over the last three decades (1961-1991) demonstrate 
a shifting emphasis, resulting from changing national requirements. At independence in 1961, the GOT 
was faced with huge shortages of trained manpower. Moreover, a substantial portion of jobs requiring
trained personnel were held by expatriates. 

During the period 1961-1971, most GOT efforts were concentrated on expanding primary and secondary
enrollments to generate a trainable cadre. Some ministries formed training centers to cater to the needs
of trained manpower in their departments. A few national institutions, including the University of Dar
Es Salaam, were formed and intake was expanded to include sectoral colleges, (e.g., the teacher training 
colleges). 

From 1971-1981, GOT created most of 142 tertiary training institutions now existing in the country. The 
objective was to attain national self-sufficiency in trained mid-level manpower requirements. 

During the period 1981-1991, the establishment of tertiary training institutions declined and enrollment 
dropped to about 75 percent. Resource limitations and public sector labor market size restricted the
expansion of secondary education and tertiary training. Secondary enrollment has never reached 5percent
of primary school leavers, and only 15 percent of primary school leavers is being projected by the year
2000. 

Entry to the University is equally restricted, with fewer than 4,000 students being accepted into several 
faculties. A recent government announcement that university graduates can no longer be guaranteed a
job in the public sector upon graduation sends a signal that the public labor market is about to be 
saturated, especially the more general fields. 

Overseas training, however, has been increasing over the years. Figures from the Ministry of Science,
Technology, and Higher Education show that there was a total of 952 government-supported students
pursuing 36 different programs in overseas universities by 1992. Although this figure does not include
those who go directly through donor-sponsored programs and those who pay their own way, it is already
well over a quarter of the local university enrollment. Of these, 58 students study in Western countries 
on government sponsorship. For the same cost, note that approximately 348 students could be educated 
locally. Overall, it is estimated that over 8,000 Tanzanians are studying overseas. This is nearly double 
the number of students studying in the two local universities. 
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2. Cultural Obstacles 

There have been a number of cultural obstacles to the completion of education. Resistance to education 
is noted in communities where school-age children must rear cattle and take care of their siblings. Early
marriage is also an obstacle to education, especially for girls. Although these obstacles are beginning to 
dissipate, their affect on the distribution of education among regions and between genders is still a 
problem. 

Tanzania has a notable disparity in education among the regions. As testimony to this, the region where 
the first formal school was built in 1862 is perhaps the least advanced because of its cultural norms.
Differences in culture and especially the elements that determine receptiveness to new ideas are partly
responsible for disparities in education among different communities. 

Gender disparities are also a product of cultural norms. As a result, there is low female participation in
almost every level of the education system. Less than a quarter of the university enrollment is female and 
less than 10 percent of technical training. Between 1987 and 1992, enrollments in the three technical 
colleges (Dar, Arusha, Mbeya) indicate an average female enrollment of a mere 6.5 percent. Likewise,
female enrollment in tertiary, non-degree training programs constitute no more than a quarter of the 
student population. 

3. Developments In Support of Training 

Training is largely supported by the GOT. A recent tertiary study conducted by Eastern and Southern
African Universities Research Program (ESAURP) reveals that 90 percent of the local tertiary training
institutions are government owned and financed. The two universities are also owned by the GOT. The 
bulk of privately owned training institutions are mainly in the health sector, and mostly owned by religious 
organizations. 

Training is conducted mainly at two levels: post-primary and post secondary. At the post-primary level,
formal trr"ning is generally done in vocational centers now set ) in every region of the country. There
is a move to build vocational centers in every district. Informal training :it this level takes the form of 
apprenticeships. At the post-secondary level, training leads to several awards ranging from a certificate 
to a degree. In-house training (on-the-job training) is also practiced at this level. 

A tertiary survey in 1992 revealed a capacity for almost 30,000 places in six major sectors in Tanzania. 
Table 1 shows the breakdown and proportion in capacity and number of institutions among the sectors. 
(See ESAURP's 1992 report for a full listing of institutions by sector and field of study.) 
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TABLE I
 
Tanzanian Tertiary Institutions
 

SBCi'M INSTITUTIONAL STUDENT I OP TOTAL 
COUNT POPULATION CAPACITY 

Educauon 
 30 9.878 33 05 

Busmess 17 5.00.1 16.74
 

Transportatuon 
 7 4,532 15 16 

Agnculture 19 3.014 10.08 

lndustry/

Manufactunng 
 11 1,884 6.13 
Health 40 2,470 826 

Other 18 3.106 1039 

TOTAL 142 29.888 100 

Source: ESAURP, 1992. 

Through a popular philosophy, "Education for Self-Reliance," introduced in the 1970s, schools and training
centers emphasized work ethics and vocationally biased curricula. This culminated in the introduction of
the "Musoma Resolution," requiring secondary students to work for at least two years (after one year of
mandatory national service) before joining any institution of higher learning. Although this requirement
is ir2w relaxed, emphasis on enrolling "mature" persons continues to be viewed as critical to more
effective training. However, "mature entry" currently constitutes only about 10 percent at the University
of Dar Es Salaam. 

The 1980s experienced a notable deterioration in African education and training, particularly in higher
learning. Due to economic hardships, governments had to divert resources to other competing needs, and 
witnessed the share of African governments spending in education fall from 19.1 percent in 1980-84 to 
17.6 percent in 1985-88. 

Tanzania was no exception to the 1980s decline in spending for education. This was a period during
which enrollments in training and higher learning institutions was expanding while funding was falling
in real terms. The result was seen in a sharp deterioration of standards in education and poor upkeep of 
the institutin's physical set up. 

A 1984 publication, "Educational System of Tanzania Toward the Year 2000," states that secondary
education will continue to be provided to a few Tanzanians in their preparation for appropriate training,
to meet middle-and high-level manpower requirements of the country. This is a clear indication that the 
government is not prepared to train if it cannot provide employment. And the 1990s have already
witnessed the policy of cost sharing and possible privatization to improve financing for training, a major
constraint of the government. A logical step and a challenge for most training institutions is to adopt their 
curricula to respond to labor markets, and wherever possible, to train for self-entrepreneurship. 
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4. Donor Training Activities 

According to the latest figures available from the United Nations Development Programme (UNDP) in 
Dar Es Salaam, there are at least 13 countries with education and/or training projects in Tanzania. These 
countries include: Belgium, Britain, Canada, Denmark, Finland, France, Germany, the Netherlands,
Norway, Sweden, Switzerland, the US and Yugoslavia. The World Bank, the European Economic 
Commission (EEC), and at least three United Nations agencies are also involved in education and training. 

It appears that the preference is for training that directly relates to technicdi assistance or capital projects.
Much of the training is in-country and carried out on-the-job by project staff. When it is necessary to 
send an individual out of Tanzania, first preference is given to regional and third-country institutions. 
There are exceptions and some trainees are sent to the donor country for academic and technical training. 

The EEC is a good example of project-related training, dropping its long-running Multi-Annual Training
Project because it tended to be a catch-all. The EEC does, however, support a sizable training program 
funded from training componeats built into each contract for project implementation. 

The EEC, UNDP and several donor countries provide general support for training in the region by aiding
regional institutions such as the Eastern and Southern African Management Institute (ESAMI) in Arusha, 
Tanzania. 

In terms of both funding and number of participants, the British Council manages the largest program
currently offering general training outside Tanzania. In 1988, 260 awards were programmed with total 
funding of US $3 million. Somewhat fewer than half these grants were for long-term training in the UK. 

Despite its centralitation of management, the British program is still closely tied to projects being carried 
out by the Overseas Development Administration (ODA) with a number of grants being approved by
project officers. This is understandable, given that al but a small portion of the funds are provided by
the ODA. The large number of educatic,- participants, particularly those involved in English language
training, directly reflect the main thrust of the ODA program. Those categories not directly related to 
projects generally reflect special concerns of the British effort. 

Belgium and Yugoslavia are the only two donors to describe their trainin- grants as scholarships and/or
fellowships, according to the UNDP data. The 5-year Belgium program, which began in 1984, spent just 
over $1 million in three categories, all for training in Belgium or support costs for students in Belgium
universities. The Yugoslavian effort, which is the only non-Western program listed, shows a total funding
level of $500,000 for 29 full scholarships for 5 years plus short courses in a variety of development-related 
fields. 

Tanzania is still in great need of training to aid its transformation from a state controlled economy toward 
a market economy, as well as toward her other long-term development needs. 



II. EVALUATION OF TRAINING INITIATIVES IN TANZANIA 

A. COUNTRY PROGRAM STRATEGIC PLAN (CPSP) 

USAID/Tanzania's CPSP for 1992-1997 states its program goal as "the increase in real growth and
improved human welfare." The subgoal is improved household socio-economic well-being. To meet these 
objectives, the strategy for intervention is targeted in three areas: 

" Infrastructure support: to strengthen road rehabilitation and services and utilities; 

* Increased private sector employment and income growth: to augment private sector 
development; and 

" Health enhancing changes in reproductive behavior: to increase client awareness of and access 
to public and private family planning services. 

The mission has also named one target of opportunity: to strengthen the GOT capacity to manage wildlife 
resources. 

The CPSP includes goal, subgoal, and strategic objective indicators. These indicators should measure
impact by denaCpstrating change over a designated time period. The mission assessment of program
impact (API) r,:lates indicators to pwgram impact including exogenous factors, assumptions, progress
toward stalcd obiectives, etc. USAID/Tanzania has not included human resource development as an
objective or subgoal. Therefore, indicators have not been explicitly developed that link the impact of 
training to CPSP success. 

Nonetheless, trainig is often a project component and the training office manages mission-wide training 
programs across sectors. Since the mission's key strategic sectors are supported by project interventions 
that include training, we can hypothesize that training plays a role, at least in part, in meeting strategic 
objectives. 

B. TRAINING PORTFOLIO 

USAID[Canzania's 1xirfolio for training is impressive. According to mission records, US-sponsored
training dates as far back a; 1955. By 1976, 723 participants had taken part in US-sponsored training in
the US and third counties in 16 major training areas including agriculture, community development,
education, public administration, and maternal and child health. 

By 19'89, the number of returned participants reached 1,563 in '12 different projects interventions. Since 
1989, USAID/Tanzania has supported at least 2,366 more participants. This brings the total portfolio to
nearly 4,000 trainees from over 130 instikutions in Tanzania including over 40 governmental, 50 parastatal,
and 40 private firms. (See Annex 3 for full lis;ting of training between 1955 and !Q89.) 

It has unly been since 1989 that participant infonnation has been documentcd on the IF'MS and 
disaggregated in order to get a clear picture of the compo sition of the participant pool. It is anticipated
that past records will be entered on the IYfMS so that USAID will be able to determine overall training
participant composition. Nonetheless, training data in disaggregated form is available since 1989. 
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According to the 31 December 1992 Summary Project Financial Report (1980-present, does not include 
all non-mission funded training), project line items for training total $17,538,739 in obligations (not
including technical assistance) out of the total mission obligations of $133,327,012, or roughly 13 percent
of the mission's portfolio. Since some projects include training in other line items or obtain funding for 
training from other sources to complement USAID project funds, it can be stated with confidence that the 
total training contribution is higher than the recorded figure above. 

C. MISSION TRAINING INTERVENTIONS 

Table 2 summarizes the active and recent USAID-funded training. Currently, PTMS shows that only 643 
participants have been involved in the listed projects, but after interviews with project staffs and review 
of documents, it was discovered that there were at least 2,366 participants. This total may still not be
completely accurate because all in-country training has not been tracked. (In-country training has not been 
fully documented at USAID/Tanzania because of differing opinions about whether it is considered
"participant training.") 

Over 20 percent of participants have come from projects managed by the Training Office, including the 
HRDA project, the African Training for Leadership Project (ATLAS), the African Graduate Fellowship
Project (AFGRAD), CRSP: Beans/Cowpeas, Sorghum/Millet Research, and the Energy Training Program.
These have been managed directly by the Training Office, meaning that they recruit, select, place, and 
monitor individuals participating in these projects. The remaining 80 percent cf participants come from 
sector projects that are managed by project officers. 

Training is a project component across sectors. Although project managers monitor project movement in 
order to ensure that objectives are met, they state that they may correlate training with project outputs
(numbers of trained), but rarely link training to either individual or institutional performance or increased 
productivity. In addition, since no longitudinal studies are required, they often do not know what happens
with participants (mobility, promotion, policy decisions, etc.) once training is completed or the project
ends. Since projcct training is not planned or measured by the Training Office, any description of training
impact is documented only in project evaluation reports. Generally, training is evaluated and measured 
by output of participants (numbers) rather than by training impact. 

The team interviewed mission staff to determine the process that is followed for project training. There 
were some recurrent factors that seem to affect the mission's ability to train for impact and demonstrate 
that impact. Five areas emerged as salient to project training: opaque training design mandate; lack of 
baseline and follow-up measurement; lack of utilization of the PTMS system; lack of coordination with 
the Training Office; and lack of a mission-wide commitmrnt to planning training for impact and utilization 
rather than as an output. 

Training components are designed in the initial stages of the project or prior to implementation by training
consultants. In some cas., 3,contractors are asked to design the training. In all cases, no project manager 

9
 



TABLE 2
 
Current/Recent Traimnig Interventions in USAID/Tanzania 1989-1993
 

J[rn= 


Regional Tr n.sport Manag ment
 
690-0240 276 

Energy Trairing Program 
936-5734 66 

University Linkage

621-0174 
 4 

Planning & Assessment for Wildlife 
621-0171 158 

Agriculture Transport ,ssisiance

621-0166 
 184 

Project Development & Support 
621-051O21 549 

Family Plan ing Support 621-0173 363 

HIV/AIDS 698-0474 195 

Finance & Enterprise Development

621-1176* 
 77 

Reans & Copeas 931-1310 6 

Sorghum/Millet 690-0224 13 

ATLAS 698-0475 21 

AFGRAD 698-0445 18 

HPDA 698-0463 

ITOTAL 
436 

2366 

Source: Project documents and interviews with project staff 

Planned through 4/93
 
Excluding those that were not gender disaggregated
 

jjmj 

>1% 

6% 

25% 

n/a 

n/a 

60% 

n/a 

50%+ 

24% 

33% 

8% 

24% 

28% 

47% 
- 1 

40 

Sa*o 

0% 

0% 

0% 

0% 

5% 

17% 

n/a 

0% 

0% 

0% 

0% 

14% 

0% 

20% 
8 

% 

13% 

98% 

100% 

2% 

1% 

49 


3% 

0% 

12% 

100% 

100% 

100% 

100% 

72% 

[ 522% 

5% 

2% 

0% 

3% 

<1% 

10% 

0% 

4% 

0% 

0% 

0% 

0% 

15% 
F; 
5% 

82% 

0% 

0% 

98% 

96% 

95% 

87% 

10)% 

84% 

0% 

0% 

0% 

0% 

13% 

[73% 

ISAia 

0% 

15% 

100% 

0% 

4% 

0% 

3% 

0% 

0% 

83% 

100% 

100% 

100% 

11% 
11%[ 6% 

I 

100% 

85% 

0% 

100% 

96% 

100% 

97% 

100% 

100% 

17% 

0% 

0% 

0% 

89% 
89% 

L 94 
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was able to suggest any standard mandate that made training comply with mission objectives and mission 
processes for evaluating training impact. Therefore, the evaluation of training has typically measured 
numbers of participants and not how the participants utilize their training. Of course, it is easier to link 
training to project objectives (as compared to an umbrella design such as HRDA) since there are 
institutions that are targeted for the training. Even in these cases, institutional prodlictivity linked to the 
training component may be assumed but infrequently measured. 

Although traiang is a common pioject component, no common measurement or approach to training
effectiveness is in place. Therefore project offices have not formulated project indicators that reflect how 
training is linked to skills utilization. Without exception, project managers stated that such measurements
would enhance their own understanding of the use of training and would add significantly to their ability 
to state project successes based on changed behavior in the target population. 

1. Health 

Health has had, and will continue to have, substantial numbers of training initiatives. In fact, the Family
Planning Support Services Project (FPSSP) has many different training efforis implemented by different 
organizations including: INTRAH with 10 trainees, AUSC-UMATI with 2 trainees, logistics management
with 1 trainee, IEC with 4 trainees, population control with 2 trainees, and the medical school with 66 
trainees. To date, the project has trained 106 participants in these short-term training efforts, and 9 
participants have had US training through the Leland Trust. 

Training has also been a substantial part of AIDS projects implemented by the health office. AIDSCOM 
focused on peer education, AIDS in the workplace, and institutional workshops and seminars. AIDSTECH 
focused on pharmacists, lab technicians, and STD training and workshops. Over 300 participants have 
had short-term training. 

AIDS projects have significant training components, including in-country, third country and U.S. training
for technical and academic programs. Causal relationships between training and target population behavior 
can be documented and should be made part of the mission's strategy to meet sectoral objectives. 

Training impact is more visible in the health sector than in other sectors. INTRAH, the contractor, is 
establishing indicators to measure how tlaining Isutilized according to the training design in the prnject 
paper although this effort is not mandated by an), mission-wide training strategy INTRAH has developed 
a detailed training design that includes a system for training impact measurement, and combined with the 
strong support of the health office, has resulted in the attempt to articulate how training is used. Although
the health office requires its contractors to document training efforts, these procedures do not follow any
mission-wide mandate to demonstrate impact of training. 

USAID health officers stated that there has been little coordination with the Training Office. There have 
been few meetings mandated by the mission to clarify the purposes and differences of Training Office 
programs (specifically HRDA candidates for health training) and health project training efforts. In fact,
when the team offered the list of Tanzanian health personnel trained by the HRDA project, it was the first 
time that the health office had seen the list and been made aware that certain individuals with whom they
work had been on training through IIRDA. Likewise, the Training O'fice was unaware of the vast 
numbers of individuals who had received training through health projects because those participants had 
not been registered on the PTMS. 
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There is no mandate to coordinate training efforts between offices, thus meetings to discuss health and
training are limited. How HRDA participants are selected, the institutions and departments they come
from, and priorities to help meet health goals should be a mission effort to maximize the training
mechanism to improve sectoral influence. Such coordination would include assistance by the Training
Office for the advertisement for HRDA training, participation on selection committees or boards, and 
design of baseline and follow-up data collection. 

The health office staff state that they would welcome mandating that baseline data be obtained (both
individual and institutional) and that standardized follow-up be implemented. Although it requires
increases to already heavy workloads, personnel would like to explore the replication of the INTRAH 
model for other training interventions, since the results would greatly enhance the sector's ability to 
articulate the impact of its training. 

2. 	 Infrastructure Support 

The project manager of the Regional Transport project revealed a significant impact from on-the-job
training of some 200 railroad maintenance workers in-country. He said that availability of transportation
has significantly increased due to reduced turnaround times. He directly links the increase to training.
Indicators of success were: accident rates; number of breakdowns; and availability of locomotive service. 

In addition, a recorded 46 individuals participated in short-term courses. According to the project 
manager, the cumulative effect has been increased railway services. The linkage made was that training
had been effective, although no measurement or follow-up had been made to determine how :raining had 
influenced the availability of locomotives and what other exogenous factors were at play. 

Although this project cites training as the most significant component in achieving irareased locomotive 
availability, this information is not formally measured nor reported to the Training Office as training
impact. The basis for linkage has been informal discussions with past training participants. The
Agriculture Transport Assistance Project has also funded several training events. Working with an initial 
$200,000 training budget, 8 workshops were designed: 

" 	 Design and development of a road maintenance management system (RMMS), (20 Ministry
of Works participants @ 2 days); 

" Development of qtantity standards and unit costs for RMMS (10 MOW participants @ 2 
days); 

* Design of rural roads, review workshops (10 MOW participants, 10 private sector consultants 
@ 1 day); 

* 	 Miscellaneous computer training (4 engineers, 2 secretaries @ 6 weeks); 

* Development of criteria for road maintenance prioritization and for upgrading feeder roads (20 
MOW participants @ 3 days); 

" 	 Workshop to develop annual road maintenance work programs and budgets (80 MOW 
participants @ 5 days); 
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" 	 Management/administration of routine maintenance contracts (12 MOW participants, 8 
technical assistance personnel @ 3 days); and 

S 	 The contracting experience (seminar for 30 on procurement of civil works and services under 
the integrated roads program participants). 

The 	major problem identified by the contractor is the inability of the Ministry to identify and manage
training despite the fact that a training strategy plan has been developed. In addition, little USAID
guidance was given to design, implement, or measure training effectiveness. Coordination with the HRDA 
program for additional training possibilities was suggested as well as collaborative efforts with the 
Training Office. 

3. 	 Private Sector 

The Finance ard Enterprise Development Project has a specifically designed training component. Four 
participants have attended on US training with an anticipated 8 who will also complete such training.
However, ccntractor training redesigns call for increased in-country training and seminars limiting US 
training to identified individuals who could benefit after having received in-country support. 

Although the training is designed to offer the best implementation scheme, few measurements are in place
to determine the utilization of training. Bank of Tanzania officials were present at some of the focus 
groups and were able to articulate direct linkages between their training experience at the Federal Reserve
in Washington and how they have utilized that training to impact upon bank services. They had never 
been asked how they had utilized their training and found it useful to identify areas of increased 
productivity. Participants could link training to increazed institutional performance and even to increases 
in the central bank's ability to negotiate foreign investment. These linkages were unknown to project staff 
since no mechaidsm was in place to measure such impressive impact on the national level. 

The private sector is supported by Training Office projects as well and planning is currently underway to
inc, ease private sector participation. Proogram Development Support (PD&S) also provides a significant 
amount of training for the private sector, particularly private sector women. 

4. 	 Program Ofice Training 

The Planning and Assessment of Wildlife Project is implemented by an OPG grant to the African Wildlife
Foundation to support the Wildlife Department at the Ministry of Natural Resources. Major training
interventions include the training of two pilots (3-month training in the U.S.) and seminars. 

One of the most significant components of the Wildlife Management Project is the implementation of 
training for both staff and paries involved in the planning and management of wildlife in Tanzania. Six 
staff members have had short-term training courses in computer skill enhancement and will have additional 
training programs introduced. Workshops for over 150 persons (including Ministry personnel, game
wardens, and staff) were held to discuss the management of ostrich, crocodiles, and the bird trade. The 
Wildlife Management Project has resulted in the development of three new national management plans 
for three animal groups. 

Also managed by the Program Office ws the Microenterprise Training of Trainers, which trained 60 
paiticipants (38 men and 22 women). It was conducted by a local training institution in two-week training 
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events. Training content included methodology of adult education; self-employment activities; business 
ethics and group effectiveness; managing small-scale business; and credit facilities for women. The impact
evaluation showed that participants had measurable increases in sales, business skills, and record keeping.
Combined with the changing economic environment, the training "provided and impetus for improved 
microenterprise performance." Other training implemented with PD&S funding includes: 

* 	 Marketing Workshop for Entrepreneurs (32 entrepreneurs including 6 women); 

* 	 Development Employment Workshop (7 women, 44 public sector participants from the 
planning commission and civil service); 

# 	 Project Management for Tanzanian Women's Organization (UWT) for National Council 
Members (30 women) and a workshop on the Economic Systems in Tanzania; and 

* 	 Sensitization Worksbops for Women Employees of the Ministry of Finance, 5 days including
sessions on gender, obligations and rights of civil servants, legal issues, project planning, and 
AIDS (256 women attended). 

The University Linkage Project focuses on three major areas: training (3 US long-term, 6 short-term in 
Tanzania); applied research (grants to the university and the Institute of Continuing Education); and field
based research (62 participants). No formal relationship exists between the University Linkage Project
and the Training Office (i.e., no use of the PTMS for any short-term training). Although research project
baseline data is collected to support research projects, the program management specialist states that 
documentation is insufficient to measure the impact from trainees upon completion. And though long-term 
trainees are recorded on the PTMS, baseline and impact data are not collected. 

Followg the current mission procedures, all PD&S trainees are identified by institutions, approved by 
mission management and then passed to the Training Office for processing. Thereafter, little contact is 
maintained between the Program Office and the Trainig Office. The Program Office does not track 
completion of training, participants' comments regarding their training experiences, or final on-site 
utilization of training. According to the Program Office, this is direly needed to identify training
accomplishments and impact. In addition, the Program Office is unaware of how PTMS can be used to 
help document training. Quarterly reports, coordination meetings, and selection processes need to be 
transparent and implemented to assist the Programming Office articulate impact. 

5. 	 Conclusions and Recommendations 

Training is a common component for all sectors and seems to have significant impact for meeting project
objectives. In-country training is having far reaching effects through the lack of a system for measuring
effectiveness leaves project management unable to articulate the changes in participant behavior that have 
led to institutional or sectoral improvcments in target populations. Further linkages between individual 
training and better goods and services supplied to target beneficiaries are not tested. 

a. 	 Coordination with Training Office 

A mission-wide mandate that project offices coordinate with the Training Office in planning and 
measuring training impact would improve the mission's ability to document the impact of training
interventions. Mission staff who were interviewed expressed willingness to accommodate such efforts and 
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make training (like WID) part of the mission-wide strategy in Tanzania. Sectorally, training is highly
valued but minimally utilized as part of project indicators to meet objectives. Mission-wide, training may
be less valued, causing the !ack of collaborative efforts to measure training's contributions to project 
objectives and mission goals. 

Project managers and project officers do not have a relationship with the Training Office that embraces 
a mission-wide philosophy to design, manage, and measure training impact. As demonstrated in the 
HRDA impact section of this report, USAID/Tanzania training has significantly contributed to impact in 
key institutions and sectors. Yet no system is in place to monitor and measure such impact, allowing
institutions and USAID/Tanzania to describe success only at the project level. Such documentation would 
only bolster the mission's already impressive training initiatives by demonstrating impact. 

b. Mission Training Guidance 

Mission guidance does not clearly detail the role of training at USAID/Tanzania, or the roles and 
responsibilities of project staff and the Training Office. From planning for appropriate training
interventions to the processing of selected participants, the mission has not had a coordinated effort,
resulting in the inconsistencies outlined above. USAID/Taizania should develop a Misswn Training Order 
that clearly outlines the roles, responsibilities and relationships, procedures, and policies that will lead to 
a mission-wide approach to training for impact. It should also provide guidance on how to use PTMS to 
track training and record baseline and impact data. 

D. HUMAN RESOURCES DEVELOPMENT ASSISTANCE (HRDA) 

The HRDA project is the third in a series of regional training projects. It follows the African Manpower
Development Project 1(1976-82) and AMDP 11 (1982-87). HRDA differs from its predecessors primarily
in terms of its increased attention to in-country and third-country training, and training opporturities for 
women and the private sector. The purpose of HRDA, as stated in the 1987 Project Paper, is: 

To stimulate, facilitate, and support national and regional training programs that will provide
qualified technical, scientific, and managerial personnel and policy planners to strengthen
African development institutions, enhance the growth of the private sector, and increase the 
participation of women in development. 

The proje'ct indicators are: (1) strengthened training institutions in scientific, technical and planning fields;
(2) increased share of women among A.I.D. participants to 35 percent; and (3) increased share of project
participants for private sector training to 50 percent. It was originally planned that minimal training (22
perccnt) would take place in the US, with 50 percent in-country and 28 percent in third countries and 
regionai seminars. 

A year after the Project Paper was signed, USAID/ranzania entered into an agreement with the GOT to 
provide training to strengthen the GOT's ability to implement its development program and in particular
its Economic Recovery Program, and the private sector's capacity to contribute to economic growth. This 
was a striking departure from past AMDP training that focused on the public sector, and a strong
indication that privatization was moving forward. 
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1. Accomplishments of HRDA 

a. Overview 

Since USAID/Tanzania's HRDA project pioneered in fiscal year 1989, a total of 257 participants have
completed training in the US, in third countries, and in Tanzania. The majority of the participants have
been trained in business and management, and arts and sciences. The focus has been on short-term
training, with the balance of participants receiving master's degrees. To date, there has been a remarkable 
balance between men and women, but with very few participants from the private sector. 

Of the total short-term trainees funded under HRDA, 38 participated in the Entrepreneurs international
(EI) Program. El custom designs programs that are composed of internships, site visits, short courses, and 
conferences. About one-third of El participants have been women. 

b. ProjectEffectivenems 

The breakdown of HRDA's contribution to Tanzania's human resource development is based on the
information available from the PTMS as of 16 March 1993 (see Table 3 ad Table 4). The totals 
represent training completed from the beginning of the project in 1989 to the present. 

TABLE3 
 TABLE4

HRDA Trainees by Gender HRDA Trainees by Sector 
Completed Through March 1993 Completed Through March 1993 

GENDER NUMBER PERCENT SECTOR NUMBER PERCENT 

Men 131 51% Public 198 71% 
Women 126 49% Private 59 23% 

TOTAL 257 100% TOTAL 257 10b 

Source: PTMS, 16 March 1993. Source: ]rIMS, 16 March 1993. 

USAID/Tanzania is doing extremely well in recruiting and selecting a balance of men and women. To
date, 49 percent of project participants have been women. Although this falls slightly short of the mission 
target of 50 percent, it is considerably higher than HRDA's target of 35 percent, and an incredible
improvement over previous rates in Tanzania. However, it is possible that the rate may fall because
flIRDA has shifted away from the health sec'or--a sector that is predominately female--unless an applicant
is seeking managerial training in health. In preparation for the potential decrease, USAID/fanzania has
sought other ways to attract women (e.g., adding law as a field of study) and will reconsider accepting
applications from nurses if necessary. 

The success in recruiting participants from the private sector is less impressive. Only 23 percent of
trainees have come directly from the private sector, compared to a project target of 50 percent. The
targeted 50 percent may, according to the Project Paper, come from the private sector or other institutions
that support private sector opcraticn. . So, for example, if public sector participants received training in 
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price statistics or agribusiness management, they would be counted among the public sector participants,
but in fact be contributing to the develcoment of the private sector. This target is consistent with the 1988 
agreement with the GOT, but it is difficidt to calculate the exact number of HRDA participants whose 
training programs focused on private sector development. 

It is important to note that the formal private sector has only recently been allowed to emerge in Tanzania,
and employers and employees are still of the mindset that training is done by and for the public sector.
Ihere is also the cost factor; it is difficult for micro and small enterprises to afford training, both in terms 
of the direct and the opportunity costs. It is much less expensive and easier to recruit already trained
personnel from the public sector rather than pay the salaries of employees while in training. This is true 
even for short courses in the US wneni USAID/Tanzania pays for all training costs. 

The placement of HRDA participants in Tanzanian training institutions is considerably lower than the 
target of 50 percent, as stated in ne Project Paper. To date, only 13 percent of HRDA training has been
in-country. However, there is some question as to whether HRDA has had any in-country training, in the 
traditional sense, because the 13 percent is based on placements at ESAMI, which is a regional institution,
but located in Tanzania. PTMS records those placements as in-country because they wcre in Tanzania,
but it may be more appropriate to classify them as third country training because they arc under regional 
management. 

The 1988 Training Plan placed emphasis on in-country training and regional training, but the focus quickly
changed. In part, it may be attributed to the demand for US training and thte many cha.lenges in sending
participants to local and regional institutions. The Training Officer reports that it is easier to make
placements in the United States xcause US institutions publish reliablc brchures and catalogs, while
Tanzanian and third-country training institutions may change the dates !,,d costs randomly, thus making
it difficult to make firm plans. The Training Officer also has more confidence in the quality of US
facilities and training methods because of the commitment and experience of the faculty, ano the exposure
of participants to a wider perspective. 

The Training Office reports that they are neginning to emphasize in-country training and to solicit 
proposals for short-term training in Tanzania institutions, especially for the private sector. 

USAID/Tanzania h-is been quite successful with placements at IIBCUs. To date, moie than 7 percent of
all US placements have been at IIBCUs. The percent of total person months of US training that was at
HBCUs in calendar year 1992 was 8.2 percent and 11.,4 percent of new start person months was at
HBCUs. (The lower rates that OIT reported in January !993 for USAIDfl'anzania were based on
incomplete data for 1992.) However, OIT is placing pressurL on missions to reach a 10 percent target of
annual new starts at IIBCUs, regardless of tile lengd of the program. This target values a I-month 
placement tie same as a 24I-month placimnent. So, while ISAIDfl'anzania has (lone well in placing many
long-term participants in llI3CUs--thu.; incrcasing the 'otal person months in those insitutions--the mission 
falls short ol annual new stul placements. 

USAID'anzania's success with IIBCU placements has been impressive given the many challenges in
reaching a 10 percent placement rate at IIBUs. But the biggest challenge USAID/l'an/ania laces is the 
unavailability of IIBCU short courses relevant to the needs of developing countries, and in particular, the 
fields of study targeted by the mission. Table 5 lists IIRDA training by location. 
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TABLE 5
 
HRDA Training by Location
 

Completed Through March 1993 

LOCATION I NUMBERS PERCENTAGE 

US Training 172 67%
 

Third Country 51 20%
 

In-Countiy" 34 13%
 

E TOTALS 257 100% 

Source: PrMS, 16 March 1993. 

*Attended programs at ESAMI. which may be classified 

"third country" since it is a regional institution. 

Table 6 shows the type of training that has been completed under HRDA. Ninety-five percent of all 
training has been in short-term technical programs. This closely follows the HRDA Project Paper
guidelines and USAIDf'anzania's Annual Training Plans of focusing on technical/short-term training, and 
funding academic training only at Ue masters level. Other nonproject-related academic training is done 
through either ATLAS, which--according to a 16 March 1993 PTMS report--is funding 6 PhDs and 15 
masters, or AFGRAD, which has funded 10 masters and 2 undergraduates, and still has 6 PhD participants 
in training. 

TABLE 6
 
HRDA Training by Type and Objective
 

Completed Through March 1993
 

OBJECTIVE NUIMBEMS PERCENTAGE 

PhD 0 0% 

Masters 12 5% 

Bachelors 0 0% 

Technical 245 95% 

TOTAL 257 100% 

Source: I)rMS, 16 March 1993. 
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TABLE 7
 
HRDA Training by Major Fields of Study
 

Completed Through March 1993
 

FIELDS OF TRAINNG NUMER$ PERCENTAGE 

Agriculture 21 8% 

Arts/Sciences 53 21% 

Business and Management 157 61% 

Education 1 <1% 

Health 10 4% 

Population 13 5% 

Other 2 <1% 

TOTALS 257 100% 

Source: PTMS, 16 March 1993. 

Table 7, "Training by Major Fields of Study," closely reflects the priorities set forth in the project
agreement with the GOT. The emphasis clearly has been on business and management, which includes
such topics as human resources development, cost and financial management, accounting, and marketing.
Second in priority has been "arts and sciences" which includes economic planning, economic development,
agricultural economics, transportation econinics, transportation management, law, and engineering. 

With the exception of agriculture (8%) and education (<1%), the HRDA training also is closely related 
to USAID/Tanzania's strategic objectives: health/population; infrastructure support; and private sector
development. This is interesting to note, since USAID/Tanzania does not consider HRDA to directly
support the CPSP, nor is HRDA planning and selection coordinated with the sector offices. Further,
HRDA is never mentioned in the CPSP as a strategic intervention. 
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TABLE 8
 
Training Status as of March 1993
 

STATUS NUMBERS PERCENTAGE 

Active 32 7% 

Planned 118 27% 

Completed 257 58% 

Canceled 33 8% 

TOTALS [ 100% 

Source: PTMS, 16 N'trch 1993. 

c. Project Efficiency 

HRDA is a 7-year project that began in 1988. Fifty-five months have passed since the grant agreement 
was signed, which means that USAID/Tanzania is 64 percent through its project life. As of March 1993,
58 percent of training programs have beef. successfully completed, and an additiona! 7 percent are now 
active. With a total of 65 percent of all placements complete or active, USAID/Tanzania has kept pace
with the annual training plans. Only 8 percent of programs have been canceled (after selection but before 
departure) and only one participant is recorded as a non-returnee. 

As shown in Table 9, over $7.5 million has been earmarked or actually spent for HRDA training, or an 
average of $1.5 million per year. Of that total, 16 percent has been for the private sector. The dollar
figures include tuition, maintenance, allowances, and administrative fees paid to the contractor, PIET. 

TABLE 9 
Cost of HRDA Training by Sector 

$$ 

FISAL.YEAR PUBILIC SECTOR PRIVATE SECr oR TOTAL 

1989 247,016 6,174 $253,190 

1990 1,389,161 333,853 $1,723,014 

1991 1,348,084 251,415 $1,599,499 

1992 1.422,852 2,15,321 $1,668,173 

1993 1,921,744 360.941 $2.282.685 

1994 39,550 39.550 

TOTAL $6,368,407 $1,197,704 $7,566,111 

PERCENT OF TOTAL 84% 16% 100% 
Source: PTMS, March 1993. 
'Total represents actual, except for 1993 which is the obligated amount. 
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Table 10 shows the distribution of training dollars. More than one-half have been spent on short-term 
training, and over 90 percent have been spent in the United States. Only 3 percent haye been spent 
for training in Tanzania, and 5 percent in third countries. 

TABLE 10
 
Cost of HRDA Training per Year
 

1989-present
 

TYPE OF TRAINING PARTICIPANTS' AVERAGE TOTAL COST2 

COST/PERSON $$ 

ACADEMIC 

In-Country 0 

Third Country 0 

United States -18 67,740 3,253.446 

TOTAL ACADENIC -48 $67,7b0 $3.253.446 

TECHNICAL 

In-Country 60 4,251 255,085 

Third Country 64 5,357 342,832 

United States" 218 14,688 3,201,893 

Entrepreneurs International 50 10,257 512,855 

TOTAL TECHNICAL 391 10,916 4,312,665 

GRAND TOTAIL 440 $17,196 $7,566.111 

Source: PTMS, March 1993. 

1Completed, active, and planned participants.
2Totals are based on actual costs of returned participants and obligated amounts for active and 
3planned participants.

US technical does not include Entrepreneurs International. 

d. Summary of Achievements 

HRDA has done well in approaching its targets in the following areas: 

" Women; 

" Short-term training, 

" Priority fields of training; 
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" Total placements to date; and 

* Completion rates. 

The areas where more attention is needed are: 

* Private sector training; 

0 In-country training; and 

0 Placements in HBCUs. 

2. Collection of Evaluation Data 

To determine the impact of HRDA in Tanzania, the team tabulated and analyzed questionnaires from 151
returned participants and 17 interviews with participants in El. The main questionnaire was developed
and distributed by the USAID/anzania Training Office beginning in 1991, and the El interviews were
conducted by PIET in November 1992 with 17 of the 38 returned El participants. The team also
conducted interviews with selected individuals from public, private, and parastatal institutions, and with
their managers. Finally, three focus groups were held consisting of the following: 

* Returned participants from the public, parastatal, and private sectors including the 
Ministry of Health, Bank of Tanzania, IPP (a private firm), and Association of Tanzanian 
Employers (9 participants). 

* Managers and supervisors from the above institutions (7 participants). 

" Health sector training officials and decision makers (9 participants). 

Focus groups were used to assess impact of training at the individual, institutional, and sectoral levels, and 
to determine the factors that contribute to and constrain the utilization of USAIDfTanzania-sponsored
training. Participants, maniageis, and sectornd training planners were asked to make realistic 
recommendations for improvng the process of planning and better utilizing training. 

The findings from all the sources of information are the basis of our analysis of the impact of HRDA
training. No baseline data or indicators for measuring utilization of training were available. Further, the
information available is highly subjective and difficult to quantify. Nevertheless, much can be said about 
the impact of training on individual participants, their institutions, and their clients. 

3. Findings on the Impact of Short-'iern Traiining 

As demonstrated above, USAID/l'anzania has invested significant resources in various types of training
for Tanzanians. For the purposes of this evaluation, however, training completion is considered only a
pre-condition for impact, and in itseif is not an indicator of impact. Training may have increased the
potential capacities of individuals or institutions, but it cannot be assumed that it has increased the
performance. To evaluate the impact of IIRDA training, we assessed the outcomes of training, in terms
of the contributions that training has made to the development of individuals, institutions, and sectors. 
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Outcomes of training take many forms, and some are clearly easier to measure than are others. Increased
volumes of sales for a private firm can be easily documented, for example, but improved policy-making
and dacision-making abilities in government are more difficult to measure. Thus, one might be tempted
to conclude that impact has been greater in the private sector because there are more visible signs of 
change. 

It is also important to note that some of the traditional indicators, (e.g., salary raises and promotions), can
be used as proxy measures of an individual's production worth to the employing institution, but are not
useful indicators for self-employed trainees or for trainees who were at the top of their organization before
training. Thus, it is wrong to conclude that lack of salary raises or job promotions means that the self
employed and high-level trainees were not able to have impact on their organizations. 

Despite the short-comings of the traditional indicators of training impact, they are used here for evaluating
HRDA. Unfortunately, data are not available for any other indicators due to time and fiscal constraints 
and effort. Further, it would have been difficult to link development impact to training interventions 
because no relevant baseline data had been collected on individuals, institutions, or sectors served by
HRDA. 

This 	portion of the report is divided into the following five sections: (a) expectations for training impact;
(b) individual impact for short-term training; (c) institutional impact for short-term training; (d) sectoral
impact for short-term training; and (e) constraints. While findings are generally for all HRDA training,
long-term training and El are occasionally singled out. 

a. 	 Expectationsfor Training Impact 

Managers openly stated that they had high expectations from returned participants, including: 

0 Better attitudes toward work; 

* 	 Improved interpersonal skills; 

* Broader perspective;
 

a Preparedness for increased responsibility;
 

* 	 New and/or improved skills relevant to their job; 

* 	 New technologies; 

* 	 Greater efficiency; 

* 	 Increased productivity;
 

Improved organizational performance; and
 

• 	 Greater institutional competitiveness. 
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Managers also realize that returnees who obtain these desirable attributes pose challenges. For example, 
managers must provide incentives to keep trained employees; material and financial incentives are essential
in retaining these individuals who are professionally more marketable. When the increased expectations
of returnees are not met, they are often frustrated and the benefits of their training become limited.
Managers think that these problems could, in part, be attributed to the fact that there is little institutional 
planning for utilization of new skills. 

b. IndividualImpact 

When asked to identify the most visible changes that can be directly linked to their training experiences,
individuals revealed that they now have: 

0 Increased professional confidence; 

9 Discovered new ideas during training; 

* Obtained wider or more worldly perspective; 

• Increased professional motivation;
 

0 Increased job responsibilities;
 

0 Improved possibility for promotion;
 

• Enhanced technical skills; and 

* Improved analytic skills. 

Similar questions about impact were asked through written instruments. Responses to these questionnaires 
can be grouped into the following categories: (1) new skills; (2) increased recognition; (3) increased 
salary and promotion; (4) enhanced abilities and competence; (5) impact on women; (6) unplanned 
benefits; and (7) non-job elated impact. 

New Skills. Participants respondeu in the following ways when asked "Which of the following activities 
have you been able to undertake in your job as a result of your training?" 
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TABLE 11
 
New Skills of HRDA Participants
 

ACTIVITY OVERALL %ACTMTYTHIRD WOMEN.% COUNTRY El % 

Improving operational procedures 85 78 72 78 

Training others 68 64 72 78 

Managing projects, office, company 51 53 50 67 

Initiating new projects or services 38 50 11 56 

Researching 30 24 17 0 

Influencing or making policy 27 40 28 56 

Women appear to have gained more from training than men in their abilities to initiate new projects or
services, and to influence or make policy. Likewise, participants of the El program gained more than
other participants in these two areas as well as virtually every other type of activity. Those who attended 
programs in third countries, however, fell short of their counterparts who studied in the United States in 
their abilities to initiate new projects/or services and research. 

Participants mentioned that, as a result of their training, they were also better able to present papers at 
conferences, manage budgets, analyze financial data, and manipulate computers. 

Increased Recognition. In general, training has been well received by the colleagues of surveyed
trainees. Trainees reported that their colleagues now approach them for consultations and advice, on-the
job training, decision-making, and problem-solving. The positive recognition by colleagues of El
participants was higher than the overall ratings, and lower for those who participated in third country 
training. 

Reaction on the part of superiors reflects basically the same pattern as that of colleagues. Overall,
participants noted that recognition has come in the form of increased duties or responsibilities (56%) and
increased esteem or prestige (45%). For the participants of third country training, the increase in duties 
was greater (67%) than the overall rating, but fewer (28%) stated that their superiors have recognized their 
training through increased esteema or prestige. 

There is no evidence to support the contention that such training automatically guarantees one increased 
esteem or prestige from colleagues or superiors. 

Increased Salaries and Promotions. While training has, on the whole, been positively recognized, it has 
not necessarily led to job promotions or to higher salaries. Questionnaires show that positions of
participants (60%) have changed since Iraining, bat only about 20 percent received promotions and/or
salary increases. Most participants credit their improved positions and higher salaries to tile training. 

Promotions and salary increases are not likely to result from short-term training for government or
parastatal employees. In the public .;ector, pay grades are fixed and employees can upgrade 2 increments
after 9 months of training. In parastatals, the service regulations effect changes in salaries for training of
12 months or more. Furthermore, because USAID/Tanzatia targets the most qualified participants, these 
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individuals are already in positions where top grade salaries are being paid, with no possible increases 
available from the institution. 

Promotion and salary increases were not good indicators among private sector employees either because 
so many of those who were selected for USAID/Tanzania training were either self-employed or were in 
the most senior positions (e.g., general manager). 

Participants who had noi been rewarded stated that they were in much better positions to receive rewards 
after training because of their improved skills, but that promotions and raises would come only after they
had demonstrated improved performance. 

Enhanced Abilities and Competence. A large majority of those surveyed testificd that their training has 
had a very significant impact on their ability to more competently perform their duties, with the highest
ratings coming from El participants. Only a small number (<3%) revealed that such training did not 
impact their job performance. 

Job performance was affected most by increases in confidence. This was especially true for the women 
who attended training in the United States. 

Aspects of the US training that participants noted had most contributed to the professional development 
of HRDA participants are, in order of frequency: 

* 	 Experience in the classroom, especially related to the teaching style of US professors and 
trainers; 

" 	 Exposure to US lifestyles; 

" 	 Site visits, conferences; 

" 	 Sharing cxperiences with other students; 

* 	 Exposure to US workstyles, including time management, supervisory styles, openness, 
assertiveness; and 

* 	 Access to computers. 

(Note: The first two most popular responses were the cues provided in the questionnaire. Also, most 
third-country participants did not respond to this question.) 

It is also interesting to note that participants mentioned such things as the importance of developing
objectives, evaluation, and reporting systems. 

Impact on Women. Although only one-third of those surveyed conceded Lhat Women in Development
issue were included in their training, about two-thirds reported that experience gained during their training
had been applied to benefit the women of Tanzania. 

In comparison to male participants, females had been more successful in applying their experiences to 
benefit other women. Some examples of the ways in which female participants had helped other Tanzania 
women include: 
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* 	 Training: trained on-the-job, especially with computers; trained a group of 56 women 
administrators from the Ministry of Education; asked to present a paper at a workshop
for female entrepreneurs; conducted a seminar on women, population growth and 
development; counseled to other ministries and women's groups in 6 regions about 
promotion of health and the rights of women and children. 

* 	 Initiating/supporting new projects or services: mobilized 5 women to set up a funds
generating project; consulted female clients on how to initiate and manage rew projects;
advised women entrepreneurs on contracts documentation; counseled women who were
trying to start export business; shared the need to provide housing for homeless children 
and 9 centers have been proposed. 

0 	 Setting an example: became one of the first woman jet pilots in Tanzania which will 
inspire other women to learn to fly; encouraged other women to be assertive and free 
in expressing their concerns and opinions; inspired other women to apply for training. 

One woman in the private sector reported that since she returned from training, she has been asked to talk 
to women's groups including: ELTC, a group of local and international women who were interested in
her experiences in the United States; International Women's Group of Arusha; and UWT Women from 
the neighboring region. She has tried to womenpersuade these to apply for training in an effort to 
increase the efficiency of their projects, especially in agribusiness. 

A few male participants also reported that their training had benefitted women through on-the-job training,
proposing and supporting women in work groups, and using new 	material in seminars for women 
entrepreneurs. A man in the banking sector teaches in a credit lending program for women and in his free 
time writes project profiles for women. 
Unplanned Impact. Trainees identified a number of unexpected changes experienced since training 

including: 

" 	 New awareness and exposure to a variety of cultures; 

* Increased respect by peers, colleagues, and supervisors; 

* 	 Institutional recognition as an expert; 

" 	 Sectoral recognition for policy reform decisions; 

• 	 Professional marketability and mobility; 

" Increased desire for training among colleagues; and 

" 	 Realization of need for monitoring and evaluation. 

One 	woman, through her training in the United States, gained a better understanding of the rights of
children. Upon returning from the US she took in a foster child and now provides daily care and pays
the child's school fees. 

Summary of Individual Impact. It is clear that USAID[I'anzania-funded training has had a great impact
upon the individuals who have participated. The participants are now able to take on additional 

27
 



responsibilities with greater confidence and enhanced skills. They 	have greater initiative and a wider 
perspective. Participants are able to multiply the benefits of their training by advising others, providing
on-the-job-training and speaking at workshops and conferences. Women have gained as much as, or more 
than, the men who have been trained. 

c. 	 InstitutionalImpact 

If human resources development is to be a cost-effective investment, training should benefit more than 
individual participants. It is anticipated that individuals will use their new skills, knowledge and 
perspective to contribute to the productivity of their employing institutions. It is important, then, to 
consider the institutional impact of training. 

HRDA is a general training project and is different from sector-specific projects, which may have training 
components. As currently implemented in Tanzania, HRDA selects participants based on individual merit 
and not institutional or sectoral training needs. Consequently, participants come from a wide range of 
institutions (over 130), so the impact is dispersed among many institutions rather than concentrated in a 
few. 

Despite the fact that institutions were not targeted, there are a few institutions that have sent over five 
individuals for training, and a number of private sector firms where the top decision makers have gone
for training (e.g., owners, general maagers). The information gathered from these individuals allows us 
to make some observations on impact experienced by several institutions. 

Bank of Tanzania (BTO). Through the HRDA project, USAID/fanzania has trained 14 employees of 
the BTO. It is difficult to assess the cumulative effect of their training, but individually these participants
have been able to contribute to the BOT by: 

* 	 Acting upon new economic development options; 

* Negotiating for foreign exchange;
 

a Increasing foreign investment;
 

* 	 Collecting on loans more effectively; 

* 	 Disseminating reports throughout the bank; 

* Drecting the new operations department; 

a Implementing the new in-house training; 

0 Leading teams on various audit/inspection assignments at head office and branch offices; 
and 

* 	 Embarking on investment--resources mobilization--through government securities, which 
generates returns to both the bank and the country at lartge. 

According to the participants, liberalization of the banking sector will call for increased monitoring of 
bank operations by the central authority. Several of the HOT employees took courses in the United States,
in which they were exposed to new techniques that prepared them for assignments in monitoring and 
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supervising bank activities. They stated that the bank supervision course is a great necessity to banking 
development objectives. 

Some gained a better understanding of the relationship between commercial banks and central banks, and 
the extent to which the central banks can influence the operations of the commercial banks. BOT credit 
to banks and financial institutions will be repaid in time foi' the development of rural due toareas 
participants' exposure to appropriate credit arrangement skills and effective follow-up. 

Tanzania Electric Supply Company, Ltd. The institutional impact of USAID/l'anzania training of 8 
TANESCO employees has been mostly in the form of increased internal efficiency. Participants reported
that they have contributed to TANESCO in the following ways: 

a 	 Conducting research studies that save TANESCO money due io reduction of energy losses and 
perfect energy auditing; 

* Improving specific consumption of fuel, lubricants, and other consumables which contributes 
to energy losses in TANESCO plants through an energy management prog.am; 

a 	 Completing reports quicker because of expanded knowledge of the use of computers in 
data analysis; 

0 	 Improving the availability of information to management because of a new database for 
sales generation; 

* 	 Managing human resources better, and 

0 	 Preparing development budgets. 

Private Firms. Top managers in the private sector are in good positions to affect change in their 
organizations. They are also better able to assess the impact of their training because of access to
insitutionail financial and management data--that lower level employers may not have. These factors make 
it easier to measure the impact that participants in the El program, for example, have had on their 
institutions. 'rable 12 is a summary of the impact that El participants have had on their lirms. 

When asked if these changes were a direct result of training experience in the US, more than 75 percent 
responded in the affirmative. 

Participants have introduced over a dozen new products to their firms, including cotton seed, sesame oil,
herb plants medicines, leather products, a new hotel lodge, and consultancy services. Many reported that 
they have improved the quality of exisdng products "nd have increased efficiency and production. 

Every El participant spoke of training iispired furh.er planned changes in their firms. These changes
include: new locations, new products, improved quality, computerization of the lirm, exporting their 
goods, and importing machinery and parts. 
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TABLE 12
 
Survey of Returned Participants
 

Entrepreneurs International
 

CItANGE IN FIRMS TOTAL % WITH 
AFTER TsIAINING POSITIVE CHANGE 

A. 	 BUSINESS SIZE 
Expansion to new locatiops 53 
More employees 35 
Increases in revenue/sales 41 

B. 	 PRODUCTION 
New products 65 
Quality control 47 
Raw material acquisition 35 

C. 	 DISTRIBUTION 
Packaging 
 59
 
Distribution systems 	 29 

D. 	 ORGANIZATIONAL
 
Supervision/management skills 
 59 
Finance and accounting 35 
Employee training 29 
Labor relations 29
 

E. 	 MARKETING
 
Customer identification 
 41 
Product definition 29 

F. 	 INFORMATION SHARING 82 

0. 	 TIES WITH UNITED STATES 
Purchasing US products/services 29 
Maintaining contact with US hosts 76 
Anticipating future cooperation 82 

Source: Interviews (unducted by 1ie in November 1992. 

From the ElIprogram, thrce wevre many partici)ants whose training has had impact 1,.yond what can 
normally be expected of shorn-term trainin, programs, and certainly beyond their own expectations.
Ms. Grea Mollel, General M.'nager of Kijenpe Animal Prxlucts, Ltd. in Arusha in one such example. 

Kijenge Animal Products, Ltd. ()Ile of thve Most VAluable CX)CriMcC Ms. Mh0lle had during the 
training progrmn was woiking and living with a Jan lamily in ;llnois in mid-1991. There she 
witncscwd the high ploductivily of .,mall farli. When ,he returned to T.l/alla. ',he called a meeting 
with senior stalf who wcre nt woiking,' to capacity. She reorgai/cd the frin, teducli, tic itwinbr of 
employees in the poultry sectlion frmil 20 to 0, and in the feedn.ill Irml 21) to 14 NI Mollet reports
that the firm is, more -ortunately, her trarinig did iiot icult in a net loss (Ajobs;much cfficient now, 
before her training, she wa, employing 96 al(d the current company Wt i, 150. 
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Ms. Mollel learned how to run a company for maximum output. She also learned the importance of 
rewarding productive employees with good salaries so they will continue to perform well. Additionally,
Ms. Mollel has provided new benefits to her employees in the form of an evening literacy class. 

Total sales at Kijenge Animal Farms have also taken a big Jump. l'he 1991 sales figures are nearly 70 
percent higher than in 1992 Ms. Mollel credits the increase, in part, to an approach to marketing that she 
learned from her Illinois hosts who do their own direct marketing to customers. 

Summary of Institutional Impact. With well over 130 itnstitutions represented by IlRI)A tzainecs, one 
may conclude that a large number of institutions in Tanzania have enefitted from USAIDlI'anzania
funL ' training, but it is not clear what the cumulative impact of the training has been on their institutions. 
Parasi. Is and government ministries have sent the majority of employees fr training, but since the 
trainees come from different branches or departnents, it is imipossible to assess the collective benefits on 
the institution as a whole. Participants from private firms also reponted that they have affected change
in the form of incre,-aed sales, new jobs, more products, and strengthened business ties with US firms, but 
no data are available Lo quantify or verify the impact. 

d. Sectoral Impact 

USAIDfFanzania has targeted three sectors for the period 1992-1997 and has identified strategic objectives
in health, infrastructure, and the private sector. "lhere is no clear mandate for !IRDA to locus on the same 
sectors or to contribute to the achievcment of CPSP goals or obj,- :tives. Ilowever. the niajor fields of 
study to date have closely paralleled the current st-,tgic sector,. The sector,, receiving the mnost attention 
under IIRDA arc heallh/l)Opulation, iifraructur. (banking, transpori ation, cnergy), and private business. 

In this sction we descnhc somc of the changes m two scctors--icalth and private bumness. It is,
however, nothing more n,'n a necdotal inonrmatton about ho, some individuals have affected the sectors 
they represent. It is not an at¢r'pt to link increased productivity of inividual s oir Institutions to sectoral 
productivity or change. While thse individuds argued that they have hellxed their secto, it is impossible
to measure how their training his improved the quality of life of the target lX)pufattons, which should be 
the ultimate goal of de',elopmvnt interv.nitions, v"cluding training. 

Iealth Sector. IlIZDIA has trained over a do/n individuals in the health ,sector,Ictnvwcitigg the Ministry
of Health, Ministry of llome Allairs, N.uhini h Ii NICdicAl ('enter, and NUMcipal l)i rector i imily planning
and MCII). Amovg the cotiibutions made by IIRDA parttcipants to ihie healli ,-ctor ci 

Increased fani ny p.ming covcrage (acceptaince rate) as a rcsull (itthe knowledge and 
skills giiied if,traiiln!, 

* Provided vtrfe clicctive aitd eflicien delivery of l.,mliy planning, ,erviccs; 

* i+)evehlotd u Jl ki.,ll,ihurnugh tallllg f0r VS ', 

* mpllr1)ovCd 11.n1rwarl .'nturniiri tht1 idlia'eznetit tCalls; 

* lInitiated'l t Xmii)<i .dliiig1q,h.llilht 

* l~Reduccd v~p'dmhut,r,, ()idrms ,tIh mMidiul Cenier; 

* Rescarched unl lrcciictd pacr o: antlibiolic tiw; 

31
 



" Coordinated mental health services within the central zone; 

" Provided more services to STD patients; 

* Shared knowledge with other ministries about public health thus influencing health care 
policies; 

" Trained, treated, counseled, and mobilized people to do voluntary health services; and 

" Develope, new regulations on meat and pouliry. 

One former HRDA participant reported that, because of the improved computer skills she developed in
training, she has contributed to the efficiency of her .nstitution. Beyond the institutional level, she is now
held in higher esteem by her health sector colleagues. Since returning from the US, she has been asked 
to organize events for women, speak at meetings, and participate on committees. Her influence now
extends to the national level, where she has been asked for her advice and expertise in formulating
national health policies. 

Private Sector. In April 1991, a member of the Executive Council of the Chamber of Commerce,
Industry, and Agriculture wertt to the US for 5 weeks of training. He attended the Annual Meeting of US
Chambxrs of Commerce aid visited several chambers throughout the US. He learned how local and 
national chambers in the US are organized and managed. 

As a result of his visit to the US, Mr. David A. Mwaibulla is now one of three National Vice-Chairmen
of the Chamber. In this position he has been able to affect clange at several levels. For example, the
Chamber in Morogoro has doubled in size and the chambers in Iringa and Arusha have tripled. 

Local business communities and clients of the Chamber have benefitted as well. Mr. Mwaibulla better
understands how the Chamber can help businesses and how businesses can help the Chamber, and that
business people can play important roles in the development of Tanzania. As a result, the Chamber is 
more involved in all the region's activities. Mr. Mwaibulla has convinced people that a Chamber is not
just for elite organizations, but for all businesses regardless of size or ownership, and that it can be a
mutually beneficial relationship. Mr. Mwaibulla has also produced a brochure promoting Morogoro, and
gives advice to the government on making business more open, removing bureaucratic red iape to allow 
more investments, and promoting investme;t in regiors outsiide Dar Es Salaam. 

Mr. Mwaibulla has also strengthened Chamber, commercial, and cultural relationships betwccn the US and
Tanzania by establishing a Sister City relatior-Aip between Fresno and Morogoro. lie was invited back 
to Fresno to address the city council and in return, three members of the Fresno Chamber of Commerce
visited Morogoro. Several American doctor, will )c visiting Morogoro ways to assist heartto explore
patients, and discussions are taking place to make some animal donations to the Fcsno Zoo. 

Commercial relationships appear to be improving as is cviaenced by the number of letters; of inquiry from
US companies regarding trade and commerce. Mr. Mwaibulla has initiated an cxpxorting arrangement with 
a Fresno-based company that plans to open a cashew packaging plant, and the Overseas Private Investment 
Corporation (OPIC) is now investigating ivestment opportunities in Tanzania. 

Plans that Mr. Mwaibulla hais for the Ititure include: (1) making the chambe r an apex body for all
businesses in the country; (2) training unemployed workers as does the Fresno Private Industry Council; 
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(3) training the informal business sector to formalize their activities and to use the banking system; and
(4) writing a guide in Swahili on how to run a small business. 

The experience that Mr. Mwaibulla had in the US not only affected him personally, but has also
contributed to the development of his community and the private sector of Tanzania. 

Summary of Sectoral Impact. While the participants in the health sector have been able to contribute 
to specific health aspects, few have forwarded the CPSP objective of promoting "health enhancing changesin reproductive behavior." In the private sector, participants have been able to contribute, to varying
degrees, to "increased formal private sector employment and income growth," and possibly to the CPSP 
subtarget of "BOT functioning as a central bank." 

e. Constraintsto Utilization 

About half of the participants surveyed responded "YES" to being able to make full use of training in their
jobs. Those who responded "NO" consider the factors listed in Table 13 to have constrained their ability 
to fully utilize their training. 

TABLE 13 

Constraints to Utilization of Training 

CONSTRAINT PERCEN .-

Lack of equipment 61
 
Too many other responsibilities 
 39
 
Lack of support from superiors 
 22
 
Resistance to change by others 
 19
 

Lack of qualified staff 
 17
 
Non-applicability of training to local conditions or to new job 
 17 

Source: ltRDA questionnaires. 

*Percent of respondents that indicated that the constraint restricted 
full utilization of their training. 

The primary constraint that has prevented El participants from implementing new ideas or methods is the
lack of working capital. Availability of credit, machinery, and spare parts has also prevented them from 
fully utilizing their training. 
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4. 	 Findings on the Impact of Long-Term Training 

Much less information was available about the individuals who have received long-term training under 
the HRDA project. To date, only 12 participants have returned from their training programs in the United 
States, and 7 were available for interviews. Of those interviewed, only 2 have been back for more than 
6 months. They believe that it is too soon to have realized impact from long-term training. 

Nevertheless, participants were able to identify some new skills and responsibilities acquired through
training. They have improved in the following areas: 

* Computer skills;
 

" Evaluation and reporting methods;
 

* Research skills;
 

" Teaching methods;
 

" Curriculum development;
 

" Management style;
 

* 	 Supervision and evaluation of staff; 

* 	 Interpersonal skills; 

• 	 Decision-making abilities; and 

* Business strategies. 

It was even more difficult for long-term participants to articulate the contributions they have made to their 
organizations, 	but they were able to iertify a few: 

0 Training staff on personal computers; 

0 Improving computer-aided analysis tools; 

a Computerizing accounting systems; 

a Upgrading communications systems; 

* 	 Preparing clients' accounts faster and better, 

* 	 Offering more flexibility of courses; 

* 	 Preparing better credit applications; 

a Decentralizing operations and more clearly defining responsibilities; and 

* 	 Introducing techniques used by other countries. 
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Returned participants believe that their clients have benefitted because the participants are now able to: 

" Advise on better ways of financial control and accounting systems, thereby producing 
Detter and faster accounting and management reports; 

" 	 Provide higher quality courses; 

" 	 Respond to customer complaints; and 

* 	 Access US goods. 

The constraints that long-term participants face are somewhat different from those of short-term trainees.
The challenges they face in trying to affect change are mostly related to re-entering the workplace after
long absences. It takes them considerably longer to adjust to such things as a slower pace of operating,
unreliable staff and machinery, and lack of high-tech equipment. Some of them are still trying to adjust
to new positions and, in several cases, to new senior management and ownership. They face resistance 
to change and alienation (colleagues think they have become "too American"). 

There were only a few cases where any contact exsisted between the employers and participants during
training. This meant that the majority of participants were not aware of the changes taking place in the 
company, and employers did not fully appreciate what the trainees were learning or experiencing. Further,
only one returnee reported that any sort of re-entry preparation was given before departing from the United 
States. Most left unprepared to meet the challenges they would face upon return to their jobs. 

5. 	 Findings on the Management of HRDA Training 

The team interviewed each member of the Training Office and observed them performing their duties over 
a 3-week period. Participants were also asked questions about how their training was planned, managed,
and evaluated. The following pages document the findings from these sources on the management of 
HRDA training. 

a. 	 Planning 

National and Sectoral Planning. Public sector training officials revealed that the planning process for 
training interventions are experienced in five major scenarios: 

* 	 The National Development Plan identifies areas of need and training interventions are 
identified by sector training oflicials. 

* 	 Ministries determine needs and pass them down to departments to identify needed 
interventions. 

* 	 Communities identify needs and pass 	 them up to Ministry or departmental officials for 

inclusion in training interventions. 

* 	 Institutions determine iecdcd training and request Ministries to assist. 

Individuals identify their own training needs and approach department heads or international 
donors for assistance. 
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The process of planning for training seems to vacillate between sectoral or national mandate and
community, institution, or individual's stated need. In any of these scenarios, participants reported that
USAID/Tanzania had not been involved in the planning for training to meet needs at these levels. No
individual was aware of USAIDfTanzania participating with sectoral or institutional officials to identify
the most effective use of training funds. In almost every case, HRDA has responded to the last planning
scenario described above. 

Sectoral managers stated that they had no involvement in the selection process, nor were they asked to
evaluate the impact training has had in their sector. Managers also noted that they had not been involved 
in the training process, which had limited their ability to institutionally plan for the absence of participants,
for utilization of skills of returnees, and for institutional growth by identified training interventions. 

Institutional Planning. Some institutions have human resource development departments, or at least a
Training Officer, and in most cases are required to approve staff training requests. However, participants
stated that there was little if any connection between USAID/Tanzania and that department. The lack of
coordination between USAIDtfanzania, HRD departments or Training Officers, and individual training
recipients often results in the unplanned departure of individuals whose training may or may not be part
of an institutional growth plan. Therefore, the role of tie individual's newly acquired skills at the 
institution remains tenuous. 

On the other hand, participants do not recommend that all training be coordinated through the institution,
particularly in the selection process. There is a deep distrust and dislike for reliance on internal officials 
to be fair about training opportunities. 

In the end, participants agreed that there should be a coordinated effort between employers and
USAID/Ianzania. They suggested that USAIDfITanzania could approach different institutions and allow 
for a certain number of slots to be made available at certain times and then work with the institution to
choose appropriate candidates. However, limiting training opportunities to specific institutions was not
desirable; individuals should be permitted to continue to apply and be selected on their own merits. 

Individual Planning. Individuals can plan for training by either following institutional procedures (which
often arc not satisfactory) or independently approaching donors to enhance their own professional growth.
Individuals stated that few if any attempts to conduct career planning were practiced at their institutions. 
This results in convoluted promotion schemes, unassessed performance, and underutilization of newly
acquired skills. 

The El participants all reported having developed training objectives before their visit to the United States. 
In most cases USAID/Tanzania assisted them in establishing objectives. They were all able to accomplish 
their objectives to varying degrees. 

USAID/Tanzania Planning. Annual Training Plans originate in the Training Office at USAID[ranzania.
The Training Officer drafts an annual plan worth $2 million based on the following considerations: 

" Parameters and inandates of the GOT's Elconomic Recovery Plan; 

" USAID/Fmanzaniam's strategic objectives; 

• HRDA and Atlas project papers; 

* GOT Planning Commission's assessment of deficiencies in human resources; 
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a Information gathered from meetings with officials from GOT ministries, parastatals, 
private sector, NGOs and PVOs; 

0 Experience of past participants; and 

0 Demand for training, as demonstrated by the applications from the previous year. 

Based on his review, the Training Officer determines how many public and private sector slots will be
available, and within those categories, he assigns the number of technical and academic slots, and the
number of in-country, third country, and US slots. (These decisions arc somewhat tentative, and they may
change depending on the qualifications and needs of the applicants.) 

The draft plan is then shared with the Planning Commission. The next stage is to have the planned
approved by the USAID/ranzania Program Officer, the Controller, the Mission Director, and the REDSO
Office in Nairobi. After confirmation of availability of funds, the limited scope grant agreement is signed
by the Ministry of Finance. The final agreement is sent to A.I.D./Washington. 

b. Managing 

Recruitment. While some recruitment letters are sent by USAID/Tanzania, the major recruitment effort
is in the form of newspaper advertisements. The advertisement is based on the annual training plan and
is placed in several English and Swahili newspapers that have the widest circulation. USAIDfIlanzania 
receives anywhere from 3,200 to 4,500 applications each year. Although not all applications are complete
(and therefore not considered), there has not yet been a lack of qualified individuals to fill the slots. 

The majority of participants responded individually to the news advertisement for HRDA training. They
then approached their manager or supervisor for approval. Some were advised of the availability of
scholarships by their supervisors; others contacted USAID/Tanzania directly for a specific courses in the 
United States. 

Advertisements were deemed an effective recruitment method to attract self-motivated individuals from 
a cross section of sectors and interests unaddressed by other USAID/Tanzania or other donor programs.
In addition, advertisements seems to limit cronyism and nepotism at the institutional level. Individuals 
are therefore free to take control of their own training and professional growth rather than relying on
institutional supervisors to identify training oppcrtunities. It seems unlikely that all institutions or 
managers are aware of the vast array of training opportunities and therefore may not encourage
applications due to inexperience with USA1Dffanzania programming. 

Stat:ig in the advertisement that "women are encouraged to apply" significantly affected the number of
female applicants. All the women in the focus groups stated that they might not have applied had the
advertisement not encouraged them to do so. On the other hand, men said that they were not discouraged
by the statement and applied just the same. Of the 151 participants surveyed, about three-quarters believe 
that thi%ad'c:"emct is effective in encouraging qualified women to apply. 'hi:; approach succeeds in
attracting a sufficient number of highly qualified women to apply, and no further "affirmative action" has 
been required. 

This recruitment approach has not been as successful in attracting a sufficient number of qualified
individuals from the private sector. '[here are a number of theories for the low participation: (1)the
private sector is still young in Tanzania; (2) the pool of educated individuals in the private sector is
limited; (3) there is less appreciation for the value of training and definite financial gain must be 
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demonstrated; and/or (4) USAID/Tanzania has not implemented an aggressive recruitment campaign that 
responds to the needs of the private sector. 

Selection. USAID/Tanzania hires pre-screeners to review all the applications, using a standard set of 
criteria established by USAID/Tanzania. (The most common probleras with applications are that they are
incomplete or are not relevant to the advertized fields of study.) At the next stage, two members of the 
selection committee review each application. Long-term candidates are interviewed and tested. The top
ranking individuals seeking short-term placements are notified of selection, and visits are made to the woi 
sites of EI candidates before final selection. 

Not surprisingly, HRDA participants stressed their approval of the selection process at USAID/Tanzania
and that this approach should continue. Since individuals are not allowed to contact USAID/Tanzania
before selection and deadlines are respected, participants felt like it was a fair and objective process. 

On the flip side, those who may in fact be in greater need of training (based on national, sectoral, or
institutional objectives) could be passed over for a more qualified individual. Also, a senior level 
participant stated that news advertisements might not attract the best qualified (e.g., at the ministerial level)
since they would be unlikely to submit their names to be put amongst the pool of all participants, and 
would expect to have direct contact with USAID/Tanzania. 

Placement. Once candidates are selected and confirm their training objectives with USAID/'anzania,
copies of the dossier are sent to A.I.D./Washington and forwarded to PIET. The applications are sent by
PIET to the appropriate universities and then PIET notifies USAIDfI'anzania when candidates are
accepted. In collaboration with the candidate, USAIDfI'anzania makes a final decision on the most 
appron,'ate placement and informs the employer. 

In the case of short-term participants, USAID/Tanzania makes recommendations to PIET for specific 
programs. El placements, however, are custome-designed by PIET. This is a labor-intensive effort that 
requires considerable communica.ion among PIET, USAIDfranzania, and the candidate. 

Overall, short-term participants noted that their placements were very relevant, although many argued that 
the programs were too short. 

Long-term participants strongly expressed a desire to be more involved in thc scicctlcn of the university.
They also stated preference for programs that have practical attachments or internships, advisors with an 
understanding of developig countries, and a large group of foreign students. 

The main problem with placements is that they are confirmed at very late dates. This is especially true 
for long-term participants, with some Laving less than a week between when the "call forward" reaches 
them and the departure date. It is not clear if the bottleneck is with the univcnities or with PIET, or 
whether USAIDfanzania begins tile placement process too late. 

Orientation. Pre-departure orientation currently consists of a I-hour session with a participant or group
of participants. The USAID/lanzania Training Office reviews the details of the training planl, the 
schedule, finances, weather/clothing, housing, and transportation. In addition, some participants attend 
a 5-day orientation at Meridian International Center (MIC) in Washington, DC. The orientation covers 
topics such as US culture, educati( n, politics, government, banking, and professional ctilluette. 

Participants who attended MIC reported that it was a favorable experience, helping case their transition 
into the US, and thus allowing them to focus on their training objectives. 
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Participants emphasized the importance of receiving a more thorough (,.entation, either before departure 
or upon arrival. anThey believe that the problems they faced could have been addressed better in
orientation. In order of frequency mentioned, orientation issues identified by participants and their 
recommendations for addressing them are: 

0 Financial problems: budgeting recommendations, locating inexpensive housing; 

0 American English: information on basic vocabulary and accents; 

Homesickness and ways to deal with it (e.g., taking photos with you, budgeting money 
for phone calls); 

" Use of computers: advance computer training; 

" Cultural differences: videos and discussions with former participants; and 

" Intensity of the training programs: ways to cope with the faster pace. 

Monitoring. It is the contractor's responsibility to monitor short- and long-term participants. PIET 
involves USAID/Tanzania with monitoring by sending Academic Evaluation Term Reports (AETR) of
long-term trainees. These are then sent to the employers, but there is no evidence that employers maintain 
regular contact with the trainees. 

The most common concerns that short-term participants had while in training were related to finances,
(e.g., refunds for expenses are not paid by PIET in a timely manner and per diem rates are inadequate). 

The concerns of long-term participants are, of course, related to their long absences from home and work. 
Issues they faced during training included: feeling secure that their families are safe and healthy, receiving
news about political and economical changes in Tanzania, obtaining information about events and changes
in their employing institutions. They would have liked more information sent to them and have had their 
spouses visit them in the United States. 

Re-Entry. USAIDffanzania has allowed for re-entry training in each Project Implementation
Order/Participant (PIO/P). Ilowever, there is no evidence that PIET, African-American Institute (AAI), 
or training providers conduct re-entry workshop for short-term trainees. Long-term participants are 
debriefed by PIET and AAI in New York, but re-entry issues do not receive much attention. 

Most participants were ill-prepared for a return to the workplace. They said they were not aware of the
challenges and frustrations they would face upon return, and thus not ready to deal with them. 'ley also
reported that without a career plan they were not sure what they would be doing or what their position
would be. This is an especially serious problem for ong-tcnn participants who may have been replaced 
during their absence. 

Follow-Ulp. USA'U)/l'anzania currently has limited contact with participants after training. The contact
includes: (1) final reports wnritten or given orally by participants; (2) ceremonies for ichievement (e.g., a 
ceremony was conducted in 1990 to present certificates and another is planned for April 1993); and (3)
evaluations, ( e.g., starting in 1991, questionnaires are being sent to participants six tnonths after they 
return from training). 
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Returned participants were unanimous in their support for an alumni association. They viewed it as a 
forum for associating with other Tanzaniams who have had similar experiences, thus providing a support
system. They would also appreciate seminars and lectures which reinfor'ce and enhance the knowledge
and skills acquired through training. There is no USAID/fanzania alumni association, but
USAID/ranzania plans to use the Fulbright alumni association. Based on what was expressed by
Tanzanian participants, and USAID/Tanzania experiences in other countries, participants might be less 
supportive of an association that was not their own. 

c. Evaluating 

A.I.D./Washington and USAID/ranzania have not established impact indicators for HRDA training, nor
have most institutions that send participants. Additionally, baseline data is not collected by
USAID/Tanzania or participating institutions. 

USAID/anzania and some institutions require that participants report after training. This is generally to 
assess the quality and usefulness of the training program. To date, no longitudinal studies have been 
developed to evaluate impact and no formal mechanisms exists to measure changes in behavior or in 
institutional productivity. 

Sectoral Level. In terms ot measuring impact, the most important issues identified at the sectoral level 
were: (1) the necessity for national statistics to be strengthened in order to accurately measure pre and post
behavior or output; and (2) the need to follow-up training to determine the impacL,. The need for this 
support could not be overstated. 

In addition, exogenoas factors in the data collection process--such as poor roads, transport, and 
communications--limit the possibility for planning and follow-up to occur. 

Institutional Level. At the institutional level, responsibility would likely fall on supervisors or managers
to evaluate the institutional impact of training. Participants pointed out some of the disadvantages of
managers' evaluations: (1) they do not realize the contributions that result from training and are therefore 
unable to speak to training impact; (2) they may be at a lower educational/experiential level than the 
trainee and P( t realize how train:iig is utilized; and (3) they may not be objective in evaluating 
performance. 

Currently, in most institutions there is no mandate to measure what returnees can do differently. Some 
institutions have performance scales, but assessments may be conducted on a yearly basis and not related 
to training interventions. Unfortunately, these mechanisms non-existent in large govemmentare even 
ministries that have human resource departments, and in insf-'ttions that have made considerable 
investments in long-term training. 

USAIl)/'ranzania. Within USA ID/fanzania no mechanism exists for collecting baseline regarding impact.
For the past several years, post-training questionnaires have been sent to participants 6-months alter they
return from training. T[he questionnaires are comprehensive, asking questions about changes in positions,
responsibilities, management activities, esteem or prestige, performance, and polessional development.
While these are lull of rich inlonnation, the data is not entered into the VIMS, tabulated, or analyzed. 

USA ID/'anzania's IYI'MS is wel -maintained and appears to be accurate. Ilowevcr, it is not being used 
to its lullest capacity. It has the potential to store data on individual participants' post-training 
perlormances so that the impact of their training can be analy/ed on an ongoing basis. It should also be 
able to generate reports by employers, allowing evaluation of institutional impact. 
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6. Conclusions and Recommendations 

Conclusions about HRDA can be grouped as follows: (a) Training Office management; (b) reaching 
targets; (c) achieving impact; and (d) measuring impact. 

a. TrainingOffice Management 

Overall, HRDA has been a well-managed project with staff who understand their roles and responsibilities
and perform them efficiently. There are no obvious overlaps or gaps in responsibilities, and all staff are
well-qualified and well-trained for their current responsibilities. Individuals in the Training Office have 
great potential, and able and interested in being given greater responsibilities. This will require some 
organization within the office and relevant staff training. 

The excellent management of HRDA has resulted in a project that is effectively and efficiently meeting
most placement targets. The project has also been successful in achieving impact, but has not 
systematically collected or analyzed data to demonstrate the impact. 

b. Reaching Targets 

HRDA has done well in keeping pace with their annual training plans and are currently on target, both
in terms of numbers trained and monies spent. If the project continues at the same pace, it is likely that
USAID/Tanzania will have succesfudy completed the project on schedule in September 1995. There doesnot appear to be a lack of qualified candidates and USAID/Tanzania has been successful in attracting a
large selection pool. The selection process appears to be open and fair, and results in a balance of 
qualified men and women in the targeted fields of study. 

There are a number of targets set by USAID/Tanzania, the HRDA project paper, and the US Congress.
These targets include: 

0 10% placement at HBCUs; 

a 50% female participation; 

* 50% private sector participation; and 

a 50% training conducted in Tanzanian institutions. 

HBCU Placements. USAID/'Fanzania is doing well in making placements at HBCUs given the many
challenges with this US congressional mandate, However, with a 1992 new start placement rate of 8.2 
percent at HBCUs, the-y are still below tie target ,'f 10 percent that was set by the US Congress. Most
of the placements have been long-term academic, which lIBCUs are prepared to accommodate, but which
USAID/lanzania is not focusing on. The emphasis of IIRDA is on short-term training, but 1It3CUs have
only a limited choice of short-courses available at any given time. Further, the selection of courses has
limited relevance to the targeted fields of study identified in the Annual Training Plan. 

Recommendation: USAID'anzania and the IIRDA contractor, PIET, should identify at least one IIBCU
for each long-term placement, and place pressure on IIBCUs, through OIT, to offer more short-courses 
that are relevant to developing countries. 
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Women. USAID/Tanzania has done an extraordinary job in recruiting and selecting qualified women for
HRDA training. At 49 percent of participants, they are well above the HRDA target of 35 percent and 
only 	slightly below the USAID/Tanzania target of 50 percent. There is some question about the ability
to maintain this high rate of female participation since HRDA is giving less attention to the health sector,
from 	which many of women past participants have come. (They will continue to train individuals from 
the health sector, but at the managerial level where there are fewer women). In anticipation of this 
potential decrease, HRDA has opened other fields of study where there are significant numbers of 
qualified women, (e.g., law). 

Recommendation: The Training Office should solicit the advice and assistance of USAID/Tanzania's WID 
officer in an effort to maintain the high level of participation by women. 

Private Sector. The participation of individuals from the private sector (23 percent) is well below the 
HRDA target of 50 percent. It is not clear whether the problem is at the recruitment stage (not enough
private sector individuals apply) or at the selection stage (they cannot compete because of their 
qualifications). 

Recommendation: If the problem is related to the selection pool, USAID/Tanzania should consider: 

" 	 Changing the fields of study to better respond to the needs of the private sector, 

* 	 Offering more short-term training and/or in-country training so that it is less costly (in 
terms of lost time) for firms; and 

* 	 Working aggressively with firs and organizations to encourage individuals to apply, 
rather than relying on the newspaper advert to reach them. 

Recommendation: USAIDfFanzania should revisit the Private Sector Training Needs Assessment and 
Proposed Training Plan, both written by Labat-Anderson, Inc. in 1989. Among the recommendations in 
the reports are: 

" 	 Training for small and medium enterprises; 

* 	 Creating an Export and Agribusiness Promotion Center 

* 	 Offering US study tours for UDSM Faculty of Commerce; 

• 	 Funding short courses for business support organizations; 

* 	 Developing in-country short-courses for business owners and managers; 

" 	 Enhancing institution curricula; and 

" 	 Organizing a forum for dialogue between GOT and private companies. 

Recommendation: USAID/l'anzimia should collaborate with the Project Development Office in using the 
private sector advisory board to assist IlRDA in incriasing private sector participation and to support
USAID[l'anzania's strategic obj':ctive to increase ptivate sector growth. 'I ne board should be used to 
identify private sector training :eeds, find suitable candidates, develop training plans, and assess impact. 
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These efforts should be follc wed by persistent and aggressive follow-up on the part of USAID/Tanzania.
(See Annex 5 for guidance on private sector training advisory board.) 

In-Country Training. The IIRDA target for in-county training i,50 percent, but there is currently no
training in Tanzania for HRDA participants. Some participants have been trained at ESAMI in Arusha,
Tanzania, but because it is a regional institution, it may be consid.-red third-country training. 

There have been no serious attempts to use local training institutions or to build their capacity to offer
short-courses. In 1993, the Trainirg Office plans to focus iUs attention on in-country training, and has 
solicited and received proposals for such training. The proposals are lacking in form and substance and 
USAID/Tanzania is unwilling to fund the proposed courses until they are better designed. 

USAID/Tanzania should issue a set of simple guidelines for proposal preparation and send them, along
with a solicitation for proposals, to all local training institutions. This effort should be followed with 
personal visits to the most promising institutions. 

C. Achieving Impact 

tIRDA has had significant impact on a large number of individuals, institutions, and sectors. However,
the impact has not been strategically planned or systematically measured. When participants have had
impact on their institutions and sectors, it is more related to that individual's performance, initiative, and 
sphere of influence, rather than a response to careful institutional planning. 

Institutional Planning. Little effort has been made to work with employers to determine training needs
in their institutions or in their individual training plans. This lack of coordination limits the utilization 
of the training. 

Participants and project documentation reveal that, at this time in Tanzania, merit-based selection pro!uces
better qualified individuals than does targeting institutions and allowing them to identify candidates. 
However, this approach must not necessarily limit the involvement of the employer once the candidate 
is selected. After selection, USAID/'anzania and the candidate can work with the institution to detCrmie 
indicators, design training objectives, select the most appropriate training design, and plan for utilizati-n. 

Recommendation: Continue with self-nomination and merit-based selection, but work with institutions 
and participants to plan for utilization of training and measurement of imoact. 

Short-Term vs. Long-Term Training. In terms of the type and length of training, short-term technical 
training appear, to be most cost-effective. It i,clearly the least expensive and produces the most
immediate impact and the result are easily m-asured. This is particularly tne for EI, which costs an 
average of $10,0(X) per participant and has proven to add jobs, new products, and increased imports from 
the United States. 

Long-term training is clearly the most expensive, at an average of $68,(XX) per program. Further, it is 
diflicult to assess the return to the Investment because returnees have a diflicult lime articulating the
impact of their training. lhis is, in part, because IIRDA returnees generally believe that it is too soon to 
expect impact from their training, since most have returned in the past few ronthls. T[heir immediate 
impact is also limited be'cause it takes them longer to readjust to the workplace ,fter their long absences.
Longitudinal studies would have to be done to see if their impact is more long-range, i.e., they are more 
likely to be promoted to policy-making positions. 
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Recommendation: Corinue to focus on short-term training and consider making more slots available in 
the El program. 

Third Country vs. US TrLinlng. There appears to be little difference in the post-training experiences
of those who studied in de US from those who studied in third countries. Participants who attended 
short-courses in the region were equally able to manage projects/offices, improve operational procedures,
and influence policy. Thcy were better able to train others and fully utilize their training. In part, this 
may be related to the fact that they rate their training more relevant to Tanzanian development objectives,
than do their US trained colleagues. Participants traincd in third-countries also reported more frequent 
increases in duties, responsillities, and salaries. 

The costs of sending participants to third countries are almost one-third the cost ot sending participants 
to the United States for short courses. Additionally, there are fewer family issues associated with third
country traiiiing and the training is more relevant. Although the evidence is riot definiti,,e, it is reasonable 
to conclude that short--term trainees have equally good (or better) experiences as a result of their training. 

Recommendation: USAIDflanzania should make more diligent efforts to place participants in third 
countries, and find ways to deal with the inefficiencies and frustrations associated with third country 
placements. 

Private Sector vs. Public Sector. Findings show that private sector participants have had greater
immediate impact in their institutions than their public sector counterpart. In addition, private sector
impact is easier to link directly to training and i.easier to quantify than public sector impact. Private 
sector impact is also more likely to extend beyond the institution in the form of inreased exports/imports
for clients, new j.',s, and new products. 'Thuis may be the result of more specific training objecties and 
fewer organizational constraints when attempting to affect change. 

Recommendation: lncre ,;e private sector participation following the atX)ve recommendations. 

Orientatlon. 'Me I-hour pre-departure sessions conducted by the 'Training Oflice do no adequately 
prepare :iainees going to the United States. USAID/l'anzania could enhance die training experiences of
theirparticipants by: (1)providing a more cor.,prehensive pre-departure orientation; (2) funding oientation 
at MIC in Washington, DC; or (3) using training providers thgt give orientations to foreign students or 
that assign advisors who have experience with foreign students. 

Recommendation: Consult with USIS on developing a more comprehtlL;ive orientation. (This option is 
the most affordable and the one that USAIl)/l'anzania would have the loost coatitml over.) 

Re-entry Planning. Participants would experience less crss-cultura. shock a:d more easily ictuni to their
work environmcnt if they received some sort of ie-entry orientation. 'Tlhis i,especially critical for long
term participants. 

Reconimendat ion: USAIlD/l';an/ama should place presure on PIET or training providers to provide re
entry plan:ning for all long-teini plmticlpants, '[ihe orienltation should include action planning for tiilizing
the newly acquired skills ani knowledie 111l0 leturl. 

Follow-up. IIRDA aluimni comld bcn litlom a follow-up proplaiil that builds upon exlthng efforts (e.g., 
more Irequenit awards crvmitioniie) arid ilttenlipt so11(, iew lorts1C suclh Js l iewslclter, an alunii 
association, and occasionia workshops. The,,e efflors would also increasI the visibility of 
USA IDfI'anzania. 
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Recommendation: Form ,ii Li niII ssociallion Using the Ide as, commi tment. and entergy of rtclumed 
parIrcipants to pln alumn k-VIteS. 

,d. 	 .Meamitrnn,, lmpac,' 

(),erall, -l llli icant chariw ,-, II.i\ . 'CLrred (1 ithe illlvIdtuLIalS, institutions, and sectors involved in 
LSAII/l'nu:ia tamm ! I lmuvc.r, it s difficult to link thee changes to training because of lack of
h',chii.e dta anid "tmCllaticII ltolniace ,vc',x lIrerts 

Hie 'Triim ,has duol 	 data ongOi( c)eti A)'od job 01 Loll.'ctn returned participants, but the data has not 
:'e[ recLoded ('11l'i\I. aiI'lcd, UtI l wponicd 

Iecllnllriildationi I lc olc, ion and s ()It1i.cl data shOUld k: I'COINsICereu %1tilt [etltWIng
Ini 111111d1: 

0 	 Rewrite th ,li,alh. Lj ,tIOIII eII"1 IIII 10 IiIcltidU bIselIIIe datd suI,.. 1', 1 ,l1toII, IINtItUtiOn,
lut)er ot [copl ,,npcrvied, tn'Jiuii'r/tk,, op2 rent, 1\ f)c/amiti ot trdilig, mIid tritning 
obJeCIV.. ',  i',1011 l ( ,i adIIioial h tiltI),1.101 di. 

0 	 I(eilii e cXlhIila' tohlos WIp itlctioi ilii ' 

add quesinii oti Iciltthi oI Irainiii!, mlid pilojcct tiaic. 
adapt 	it fr A I iI i , AIlIlI,and, third Couility It,aiIing ptogyranlis; 
divide que,tioi-, lii) t Ao CaleotCl Iploce", antd Iinpac),' and 
imnfprove ahilt !, ,,,, , iitiutioial/,cctoral irli tict 

0 	 Fomat relevatit LI,,it tnt, i,( Ifat ,ils, er,, can be easrll entered Onto F"rMs; and 

S 	 .Developa qetlc-ltllliarle that 1hni'r, can use t a,,os"ss the perforniance and institutional 
contributon of iiiCeC 

Recommendation: 17S,\I U/I tn/aMnil '101ud CoIt~nItue sending questlonnalres to Jshort-tenu participants 6 
months, ate r their return, but v ai t 12 months for long-eril pafrtlicipant; iecause of [lhe niat ue of long
leIr traiimInt ar;i th, Cons,a itis to utIli/atio, participants Ileed more lime to evaluale the Impact if their 
training. 

RcolliIrn eidallon, to make hI'AS nIloe helpl in asse-sing inpacl, I aIt-,\n,.s,,tnc., siould be 
requested to: 

Correct the cllpln i wot ni ,o thatI f'\IS .,til I)ldtuce lk' )t011bv llSIllnstltut 

a 	 Alter the pio thaiIlipact daa cano 	 b.input: 

* 	 Ttain other Tiraiiiii I )1,,, till how, to operate I' t ind 

Set up llcts i " (ddw ,il lot. ti ). [lki I ih t, te p ili i ,, Iimed Ito olitQ op raii: ai ian1V given 

Recollllwllt ul(,dtlonI. \",'It'l t Lt'i~l INI OWi IkIIIIII),K (M IL'T 10: ,l11C]/t li 1tllll,Ict 1l110f1h1,tl}l1 O)Iila 

Sy'SerlitiC h),ii,, Ic,. iii tie tntlll lliioni, .ut, ls. it Ili plIdIIIttI! and dchs 1iiii'. .\illtal I ;aIllii g Planis ind 
individual traiiiiti, I lr),fr ini, 
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e. Summary of Recommendations 

Reaching Targets 

* Require PIET to propose HBCU placement options. 

a Work with WID oflfcer to maintain high female participation.
 

* 
 Revisit the 1989 Private Sector Training Needs Assessment and Proposed Training Plan, and 
use the missjon',, private sector advisory board in an effort to increase private sector 
participation. 

, Develop guideline,; and solcit proposals for in-country training. 

Increasing Impact 

a Continue with sc.sll-nomination and merit-based selection, but work with institutions and 
participants to plan for uilizatron of training and measurement of impact.
 

a Continue to locus on short-tenn training and conbder miaing 
more slots available in the El 
program. 

* Make more diligcnt efforts to place ,anicipauits in third countries, and find ways to deal with 
the inelliciencie, and frustrations a.socrated with third-country placements. 

0 Work with USIS to design more comprehensive pr:-departure orientations. 

* Require PIE'F or !,arnii, )roviders to conduct re-entry planning. 

I Org'tran,e ,nalumini association, uing returnees to plan alumni activities. 

leasuring Impact 

• Revise the application in an effort to collect baseline data.
 

0 Reline the existing questionnaire to measure institutional and sectoral impact.
 

a Format relevant kLInCtions In such a way that the i'nswers can be easily entered onto
 
IPT*S. 

D)evclop ,'(fue-tlorilre tha1t ciauiern usc to assesscn ile perlorniance and institutional 
contnlbution of 1I1w ii *rrcllt
 

Correct tire scclion
vnips \ ,oihat f~l'MS can produce repoits hy inistiltion and 
pro !rmni it o that irip,ct datla can he rcofdcd. 

Train other 'lrarinIim ()lice stall how to operate Il'NIS and set up a network so that use of' 
the program is not himited to one operator at atime. 
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IIl. GUIDANCE AND RECOMMENDATIONS FOR
 
FUTURE TRAINING
 

A. 	 DEVELOPING A COUNTRY TRAINING STRATEGY CTS) 

The purpose of a CTS is to outline a plan for addressing the human resource constraints that prevent
USAlDfFanzaniafrom achicving its CPSP strategic objectives. In the case ci USAIDfFanzania, the CTS
should al.,o address the human resource lactors that constrain the GOT in reaching the goals of its
Economic Recovery Program. Tile CTS should establish training objectives in support of the CPSP and 
ERP, and provide a justification and framework loithe mission's training portfolio, including tlRDA. 
Further, the M'S shou!d define long-range strategies to address these constraints. 

A ('TSshould cover the following points: 

" USAID/Vanzania Development Program
 
CISP obJectives
 
Impact indicators
 

" 	 Human Resource Analysis
 
- Human resource constraints
 
-
 Human resource development objcctivcs (USAID/Tanzania and GOT) 
- Past USAID training activites 
- Other 	donor training activities 

* 	 Mission-wide l'raining Strategy
 
- Targeted Institutions an sectors
 
- Private sector training
 
- Training of wo,,en
 
- Special trainin! requirements
 

Management and evaliation, including use of PTMS
 

Mission Trainm c Plan 
- Perceived training needs individual, institutional, secteral, national) 
- Available training opportunities 
- Proposed training activitie,, (in-country, third country and US) 
- Available resources
 
- 'rechnical assi tance tequirements
 
- Estfiaatled tiaiming budgct
 

The guidance that follows ie,,ults from teievaluation of USAlDfFanzania's training, in combination with 
the cumulative knowledge !ained from siilar studies in Swaziland and Rwanda. The recommendations 
are based on the as,,uniption that UJSAII)f1'an/aina wishes to strengthen its efforts to train for high impact 
and improve their ability to iiiCMeL11 Ii. 

!. 	V'alue Training ais a Strategic htfer ,tntion 

The first step in developim, ii nssioi-wile CTS is em brac ng a plhilosophy that values Iraining as a 
strategic interventionim. Tlie philosophy must view training as a development activity that helps 
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USAID/Tanzania achieve its strategic objectives in Tanzania. Training cannot be treated as a series of 
isolated events, but must be considered a vital intervention that cuts across all sectors ind all projects, and 
contributes to the development o1 Tanzania. 

Overall, USAID/Fanzania training is highly va!ued, respected and sought alter in Tanzania. Since 1955,
USAID/fanzania has funded nearly 4,000 participants trained locally and abroad. And 	with over 2,000
applications annually for HRDA and ATLAS alone, there is every reason to believe that the demand will 
continue. 

[raining is also considered important by USAID/Tanzania, as is evidenced by the percentage of operating
and program funds that are devoted to it annually, which is roughly 13 percent. HRDA has trained 257 
individuals since 1989, and virtually every project has a training component that reaches hundreds of 
Tanzanians each year. 

At this point, however, there is no indication that USAID/anzania considers training a reraitegic
intervention: TtRDA is not mentioned in the most recent CPSP, nor is project-related training; there is 
no mission training order to ensure coherent management and reporting of training; project-related training
is done independent of the training oifice; and there is little coordination between IIRDA and ATLAS and 
sector ollhces, despite the fact that participants are sent from heallli, infrastructure, and pnvate enterpnse. 

The Afnca Bureau recogniies that most missions treat training as an independent :ntervention, and is 
concerned that training is not linked to higher level development objectives or to meaurnng development
results. AFR/ONlfI'PI, in collaboration with Creative Associates Internitional, Inc., has responded by
developing and field testing a methodology that links individual training to institutional pioductivity, to
changes in the sector, and to improvements in the quality of life for the target population. The
methodology places emphasis on measuring the effects of training-considering the completion o1 training
to be only a precondition for impact-and the contributions to the mision's !oil. 

The new CTS ibr USAID/Ilan/ania should be based on the methodology promoted ,y the Alrica Bureau. 
The strategy should difler liom past training strategies in the lollowing ways: 

Training constitutes a mnsson-,wide, integrated phi losophy that fosters training lor developinent 
impact across sectors and across proJects. 

* Measurable trainirg impact indicators are prcented in project papers and reflected ill the CPSP 
and API, based on articulatud ncc(s of the bec;eflcianes. 

" 	 A training evenit is , precondition for development rinipact and does not necessarily guarantee 
impact. 

" The impact of tra;mng e\tends lar beyond individual itackinz id iolates jnstitutional and 
sectoral changes linked to traniln irnterventiors. 

* 	 Accountability for productivily linked to t auii, is placed on fCIPIC Inr titrons. 

" 	 Longitudinal tudrLR,'uartecc 1rior1itor1ill arid valvualIn, change,'s Iii hhavior ol targeted
populations to a,;,v,s th ninlrxct oif tr. n11111g. 

A database is Cslabl]ished to, doctilirit change over tme, al is ii stilutioiali/ed or sustainable 
impact ni a.urericl. 
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Training for impact mandates a carefully designed process to obtain measurable training impacts that link 
training activities to mission API and CPSP objectives. This must be based on a mission-wide 
commitment to training as a ,,trategic intervention. 

2. Issue a Mission Training Strategy and Order 

Training for impact will requite that USAIDiIanzania develop a Mission 'Training Order as a Mission-wide 
document, with input from all sectors and the Training Office. The Training Order should be supported
by mission leadership and be the basis for planning, designiag, implementing, and evaluating all training
in the mission. This means both cross-sectoral, regionally funded training projects (e.g., ItRDA, ATLAS) 
as well as scctoral projects. 

The Mission Training Order ,hould address the following topics: 

* Purpose of the Mission Training Order;
 

" Background: ovr all mision strategy;
 

* Types of trainini, covered by the order;
 

" Key definions;
 

* Procedures for all stal' to lollow; 

" Policies governing training; and 

" Roles and responsibilities. 

Special attention should be given to the definition of training and the degree of detail that will be required
in planning and evaluating each type of training in-country, third country, US, long-ternn, short-term).
The mission mit st determine, for example, if in-country and on-the-job training for projects will be 
included in the Mission Training Order. The mission must also decide the level of detail that will be 
required for such things at conlerences and workshops. 

A mission training comm it tee should develop the order and tv responsible for monitoring mission training
efforts. Serving on the committee should be the Training Officer, Controller, and one person from each 
sector office. 

3. Analye tie Mlission's Strategic Sectors 

To develop a nmssmn-wide tinin, strategy, training utili/ation within each relevant sector should be 
analyzed. The analysis should over tile followilig: 

9 The nilssion'", sirtci,ic objective in tie sector; 

a IHuman resotiiice )laitsalls in tihe sector;i 

0 Perceived t1,1l1111l1' IrCeds; 

0 International dnor training activities in tile sector; 
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" 	 How USAIDfI'anzania training will address the constraints auid assist the mission in reaching
project objectives, as well as CPSP objectives and goals: 

" Impa :t indicators and national capability for statistica! analysis

" key players and how training is managed 
 by relevant government and non-govemment 

agencies; 

* 	 Institutions that might be targeted lor training; and 

" Local 	training providers and appropriate training prog;ams. 

4. Define the Capabilities and Utilization of PTMS
 

A mission-wide strategy for training must necessarily include a 
single, standard system for tracking and
reporting all mission training activities. The VPMS, which is in place at USAID/l'anzama, is capable of 
perlonning tins function. IIthis iegard, tile CI'S should address the following:
 

" Function of IPI'M S in tracking participants by project and by sector;
 

" Capability ol lVl'.AS to record and report on training outputs and impact:
 

" 
 Roles and resixnsibi 1itics for fceding information into PTMS, including baseline and follow-up 
data; and 

" 	 Maintenance and upgrading needed from Labat Anderson, Inc., the current PTMS contractor 
in Washington, I) C. 

5. Prepare for Measuring Impact 

In preparing for the new CF'S, tile mission should develop instruments and procedures for reporting on 
the 	 impact of' training activities in the mission. USAID/Fanzania should consider:
 

" 
 Type 	and scope of training to be measured for Impact; 

• 	 Baseline data which is iquired for all mission training; 

* 	 Baseline C'ita iclated to project-specific indicators; 

• 	 Pre and post nicasureient tools to be used. 

" Capacity for IMI ISto record and summuanie such information; anJ 

• 	 Responsihilities lti collcclll!, lecorditng and reporting on impac, data.:
 

The guidance should be included Inih Mi 
 on 'IfamingOlder Ior repiling on impact. t'SAIl)/Tan/ania

should first pilot test (niew or refincl) pre and(post trainng nicasureruent instr ments belore issuing the
 
guidance. Itisalso recoinined that JSAl)/ran/ania test the ability of I
'TMSto iecrd anid report

impact data by first enteri 
 isample data and then producing summrelary cl)oits by ,mislitutioii and by
 
project.
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Paperwork should be kept at a minimum and already heavy workloads for USAID/Tazania staif should 
not be increased. Therelore, the instruments should be simple and short, and contractors should be 
required to administer the instruments. USAID/fnzania in-country project contractors expressed a 
willingness and desire to assist in this ellort. 

It i, 	important to remember that the primary purpose o1 reporting on impact is to assess the degree to 

which training is helping the mission achieve its strategic objectives. 

6. 	 Define Roles and Responsibilities 

As pan o1 the CI'S exercise, USAIDI'anzania should clearly define roles and responsibilities, with an eye
toward maximizing tile eflectiveness o1 training and ensunng measurement of the impact of training 
interventions. 

Mission leadership has responsibilities that are both internal and external. The internal responsibilities 
concern mission requirements for designing training and measuring impact, and the external requirements 
are in relationship to GOT and other outside entities. 

The Training Office is adequatcly stalled and organized, but currently not required to work to full 
potential. They are able and willing to take additionalon responsibilities lor designing, managpig, and 
evaluating the activities managcd by the Training Olice, ind able to assist with project-related training. 
This may, however, cquire ollice reorganiziation ard stall training. 

Project Managcrs and contract stall also expressed a desire to increase the elfectiveness of their training 
and improve their ability to demonistrate mimpact. 

Internal Responsibilities of Mission Leadership 

Set up a mission training committee to draft a Mission Training Order and monitor 
USAIDfI'anzani a training initiatives. 

* 	 Publicly endorse the Mission-wide Training Order. 

Assure that project and inission-managed training initiatives have been accommodated in the 
mission inanae nent plan. 

Write training impact ineasurenent and reporting responsibilities into program olfice and 
project naaglment job descriptions. 

* 	 Initiate and participate in training meetings. 

External Responsibilities of,11ission Leadership 

.0 	 Provide assist cc to the (OT for tevelopingl and instituitionali/ng i national manpower
development pl,iii, li an Iumc ourcc devclopiien)l poicy, training needs assessment guidelines, 
and a databaisc to docLm)nClt trainiiig impact. 

0 	 Participate and/ut inoni tor 1)1ivate sector tiaininig idvismoy boatds. 
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Responsibilities of Training Officers 

* 	 Meet with GOT ofiVcials, key individuals ir the private sector and international donors to 
coordinate trainin, procedures and areas of intervention. 

" 	 Set up, manage, and participate on pnvate sector training boards providing recruitment, 
selection, and picessing assistance. 

" 	 Manage all procedures and activities for ATLAS, ItRDA, and misson-lunded 1lO/Ps, 
including recruitment, ,election, placement, pre-Jepanure orentation, monitoring, re-entry, 
follow-up, und ieportng. 

• 	 Keep Program Oilicer and mission training committee inlorned of lTraining Olfice activities 

Responsibilities of Tratning Office Staff 

* 	 Administer missioii-inana(ged training, I IRD/,, and ATLAS. 

* 	 Manage all pC-dcpdrturc orientation,, follow-on, and alumni association activities including 
USIS/Em bas v coll,bhoration. 

* 	 Process all Irini documnICtation including visas, ailine tickets, allowances, medical 
ceritcations, and I lO/l)s 

0 	 Advise and supeivi se pioject mana!er.: :mod contractors on P1O/1) generation and project
 
documentation.
 

* Check all P10(/1), lor impact indicators.
 

0 Upgrade lyI'MS to iccord indicator measurement data.
 

* 	 Record results ofl taining events on lVI'MS, in collaboration with projcL" managers and 
contractors to wecuic knowlcdge dissemination. 

* 	 Compile traimimn! tuarterl ieprr,., for nli , Il managCmet and ielevant project ollicers. 

0 	 Write ramning ,.tiivAiv lie ' such as alumni association activities and pre-departure activities. 

Reponsibilities of Project Officers 

* 	 Become limihiar ,.th the 'Il'in-nm! Office, liRI)A, .ATL.\S, and 111I'S. 

.* 	 Consult I1'1S uIllhoolilon an1d 'lr'iiiinc 1Ollice Mw'lil iakim! I11111111! decisions. 

S 	 [Formiulate itrl, I pt Iirltdicator- .1111i LOII IiOiP , ,1iid p[)oLj I oI mi'Aers 

* 	 Design haselinec ,,Ild ltllow I) ev,tli tiollito mu>,c e iiii I I i lelme"Iatmmiiietu, , ent. 

I NIhI,,Sion I iaim ) Otder, Iolh, I'l )/l',, )rc-de;p rture[-nsuIe conl)li1,1Iikc' 'Aii is , 111)' pioLC IdUlIc hC11 

orientation, m~niimiii dturing traimig ard mnpact ev'il.itii 1poit i0i11mi
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* Review training quarterly reports produced by the Training Office and identify additional 
Information needed, 

* 	 Participate on public and/or private training boards when related to sector projects, 
'Responsibilities of Projet Contractors: . - ............:.-:.: 
..:... :::.. ....
 

* Develop impact indicators with USAiD/Tanzania project officers and managers. 

, 
 Design instruments to measure pre- and post-institutional and individual Impact.
 

* 
 Prepare impact Information, in collaboration with the project manager.
 

* 
 Assure Impact measurement is institutionalized at recipient institutions. 

• 	 ldeihtify recipient institutions that either receive tecilical assistance in order to plan, manage,
and utilize training or already have the capacity to measure impact. 

* 	 Receive information during long-term training events and pass information on to 
LSAID/Tanzania and employing institution.
 

* 
 Document all training, including in.country training. 

B. 	 TRAINING FOR HIGH IMPACT 
Training is only one variable that shapes and influences change. At the same time, the probability of 
training impact is markedly enhanced when certain criteria are met. These criteria relate to three areas: 

* 	 planning training 

$ 	 managing training activities 

0 	 measuring the Impact of training 

Training for high-impact will demand attention and effort beyond what Is currently done in terms ofplanning, managing, and measuring training throughout the mission. Most of lhe .uggested actions arebased on a philosophy of human resources development that USAID/ranzanla does not currently embrace. a philosophy that values training as a strategic Intervention, The recommendations that follow assumeUSAID/Tanzanla acceptance of the approach to training for high Impact. They also assume that theCountry Training Strategy and Mission Training Order support the approach, Mission leadership must.of course, assess the trade-offs of departing from the current approach and embracing a new philosophy. 

I, Planning for Impact
 

The plAnning phase sets the stage for Impact. 
 Planning begins with project design, and Includes theplanning of individual training events by the sector oflicial and a training office representative. These can
also be done collectively by the mission training committee, 



Establishing Indicators 

It is 	 important to first dillerentiate between manpower development indicators and training impactindicators. Unlike manpov,cr development, impact cannot be measured by counting the number ofindividuals trained i a particular field. Meeting mnpower requirennis indicates a decrease in manpower shortageN;, xhilc ,:Iucvn illpg *dcateslpac" that training has contributed1 to development, or at 
a1miniiurn, has helped allIC' atehIIhunan icsourcc constrai nts to development. 

Training projects are of1ten sohtittiles for ImanIx)wer or human resource developmnti plans. This is an error 	both inthe pcrception ol 5hat trainiing is and how it can be part o tihelarger L.SAIDI'an/anila
picture for national development. lmpact indicators should be used when USAI )l'a,,ania is dedicated 
to Institutional capacity-building lor development lather thia slot filhing. It a project's ObCCilve is Impactin a particular sector--to tiorc 	elfcctioscly deliver Infrastructure services, r e\aillple--tihen lte tole o1training is greater thtan simply ircrcasiig nunlcr ol trained individuals it the Ministry of \Vorks. An

increased niumex r o) tIained jpi,, onI in may lessell ill Identfleid minanpowe r ,hoira)ae but it does not rodicate
that iInprovcd t1frasir ctowC C"VICC, piMtalA.Nr ss ci caused by or related to lmooc raimcdnpcrsonncl. 

Mea'IsuralC indiCatol o he Il place lor bchavioral chane hnkcdto lic to itaining iierventions.

Training NholLd bC ICasuled 0 It, oI Ciiconltributions and/or lus ,, Ildicarois ()I IllplCt 
 s, ould be 

- onl 11C ibased 	oil ih cteIct that tr[aiii i1'. ltldle dual, the Illsiltilon iot Lrplo.ncnt, and oni tihe itargcted 
,bell clfcilc sCvCd by th1e trlillcd llldiltlldal 

[raining for i1ptLII rCquilr'., IriCaIsun arIdmdtmpariuig pie- ILd post-trfioitm odItrvit\ III older toatoi)ute Lhangcs to til, - lgdeally, lilpALiL illdicaltors ill have beenII d('vClop)Cd IlItihe dignll'l Phase ill d
baschlie data %sWuldhave beCi collcCtCd duling i)rojct ,tLit) (p'autior ,hould bc takel ill drawing
Conclusils about 1 pacts lie wdicator,, arc 	 datLollCuLrd only allcr t itlig has becliti estlabhshcd an(


iplc rrrrtt d
 

ThelollowlIg ui dClinCs should g.OVCrn the idCIIlication1 of imac),L't indicaitors, fr \l%siot-tuldcd training: 

[li),Ct should be tVCvC d trv il lCIjeao s th It CaIuic' lran e, III Il' IhlTIVI otItCip)iCits Of
goods/svCI-VIce" p )ldcd ho lllo'd ci' rl,11k.1 I !i,, xa ',i ,Ircitl "hiiold be baed hist oi 
ritc~isureiiiqlc nI tlll alit oiiaiit.i d1Irlt 'w ok(d il' viId d i '1u i i o the 
c.hiarrcI~ fi qiilit. )Ite~k ieutrrii' troi thiwex )1 or Lermkice, 

* 	 liicaitor, olltlol he l olluIlatItC hased ('it rit1o(ihll airl1posel s cltpililcill plan I),aehie datl. 
II tl) plll e i\ l l ,lttnil '4i n 1K i [i),*Id'st ,;()jI)I nIctretiti;'j IIIiit,ltili. ,i, iit ' i lllt is o llttt' 	

l I I Lo ll ll, iiii lie "o thlat"ti)l tu i' i~li( iiiii )55 t.,I llilrliI' ,luh \() llit IIItIl.',ase 

11Iiit)(ise, t' l \ I l' 101 Iis 'drtll , IllJ),i- illldktl()i l 'lip nh uld h' ilicotporated
1111) dlc)l,'lltli",i,'i iluii, \5 lh a )' lrII itrl *nmnt/ ttl ',l(l,,l i't n l' I lii si tt data 

ih 'Ier ' ,ll I l , ,11 i Il'c' llor lttn t)iw irlr ' " l.th ll iiit i / ilI, li' setor, 
tl le 1"l111 wi l.it I. II i t ;I,, li. lit%i110i , 

[lill[),lI .1 ,'l'~ , lo f 1,,mlid I-' 1",i I II 'Il 11,H[I0 11,11 'I.1,l' l. . 1.11,I 11k . IIC .1 	 ,iilk lt lc a ndlt 

IlIdIl'tol I lln :I i,,l ,I . t n 'ctdc '-iif"Ik'1m ,ii' j', nhlw I I iit) 1 n\t lite;' lht l 
5tilsth , 'r, lii'! i ,JII )il)nliil Ic' hto rlilllit' itlii I Iill hit i plOssL't' for 
I'.ih ili i il,I) e mhri i '!lin)tldtbe iliitllli iioit/iti itioi 
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4 USAID/Tanzania should not attempt to address training impact on tile national level unlessbaseline data, comnual assessment, and client tracking is ensured by the project, institution, 
or by GOT. 

0 At a minimumi, hisel ,l data mu-st be gathered on:
 
participant':, u.rrcrnt pCrIorIaIICeCl-ltela;
 
emplo, mg instiltutlion,, productivity;
 
behavior of the clientele iclated to the area of intervenoon. and
 
related acti'viti s in the secior/na.ition.
 

These data should be i plicc beloict apioject is undertaken, or at leas, belore the raming component isimplemented. Training im,,ct i Iilficult to ineasure when baselinc data are not available. It training hasalready been im pleienlted, l ost-traininig data collection should make d.istinct elloris to link change to the
traiin trvention.te, llowe cr, the contclusims will be based oi subjective dattha that is dillicult to Verify 
or quantily 

Work with empioig in.stitutions to establish indicators,. While ranidom tralPing in targeted
sectors may iin.creasc individuals' capabi Iities and/or mobility ill tie sector or ,ocicyv at largc,
evidence suggest,, that trainig Ias little measurable Impact unless,, institutions and sectors are
accountable hor the utiliation md measurement ol tile individuals' caIpabi iiles. All
participats shoIuld bC intonitokd to measurc changed productiiVitV IIad nsltituLtnal im1pact.
11 training %ll oily have measurblc Imipact ol the iidvidual or mstitutioial levels. ,appropriate int',tt should be idcntified ;or those levels Impact ol iiatiotal developlntrt
should II)t be Cllilltd II inlioal ini(dicalors illllot be uted a,an)ii:)pa.t mileasulCmnlllt. 

* tgi',l,, 'T1lIS ,othat it can rccorid baseline (flaid post-trairiin! Impact (Ia'a. 

In establishing Indica ois, I SAll)l',a/,runia sh)uld consider the following during the train.ng design
proces,,: 

The mcaniuig of the terns "development." "'inpact," 'and "inldicator" should be clearly 
articulated beloic . Ilaiiip,ploject is designed. 

0 The shoulld ,J)L'+ vII[ i ,,,, o)I)lan11 1 ' training (c 1,, oin-the-job, seit mai., \xorksfiop, IIi-couitry 
courses, Ihird-Lto)rmhmv I e,li ii, 1 !I). lllteisUled for Itmpact atid l hevel of1 detall 
approp litc for . l t\ e 

6 Tramitiml! di,'w, 'hould ',)eCI,' htt process hy \Mlich Illflolllitoll (qt) Imipact will be 
extrapol,lled frollt ito af i itors d other,t t li ti ieasrtlclili ll" 

S i\sstIJ )tItIois ll'k l I a I )ItO) l i10l l Ituir t , t01d 1W- .'i,rutried, C,11'i ol %kl]Cll idenlllyling
tIiipactI ilthid.iin',
 

Inipact ll, ,lfeill iiiIProce ses should be addfed to t Ie )ojecit's logical fiieork. 
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Identifying the Appropriate Project Design 

Projects that target institutions allow for dilferent project impact and require distinct impact indicators
from umbrella, or general scholarship projects such as HRDA or ATLAS. Institution-specilic projects,such as USAIDfFanzania's Fina.nce and Enterpnse Development project which targets the Bank o,Tanzania, tend to ideritity numbers of required manpower and oflfe training to chosenl individuals whiletechnical assistance is provided for institution-building. A positive feature of this type o1 project is thatit should be easier to itonitot and evaluate because it focuses ol only one institution, or a discrete numbero1 institutions. In these ca,Cs, increased productivity o1 trainees can lbe directly linked to increased 

productivity of the cm ployin, instHution. Increases in trained manpower at tile institution should not beequated with achieveinciit of ii pact. Instttilonal capacity or productivity must be asses.ed in determining
imipact o1 tie training irit"rveiltion 

Another potential problem Ior tiaminig, piojects at targeted pu)bliC irstitutions is thal Iiained ndividuals
leave lot ot,.hr job opportunities, I, pically laterally within tile public sector or verically into the private
sector. Plarticipants iav have less ',cstcd interest ,causc the trainii! was desqned Ior the instilution andHot the individual, ard ma, resign tiemcselvcs to vMat is ollccd rather than be proactive about their 
traiiiri needs and Hc most ippropnllc trfinini! des!r 

.,s a result, leavin , tile Ilstllitl11 may becuic in attractive option. While this may not decrease theindividual's contiL,";ons Ill oiler sectors, it ha, ,Inelect on the targ[eted intitutiol. lc'ause leavers areriot accommodatCd II projeCt dCsigns, thieir departure from tile institution is a detriment to iclnrig projectobjcct, es. Little ellort is rnade to measure )rojcct leavers' contrflh)utioiis to their new places ofenployment or the imsttutionall capaICity-building resulting ironi the Individual's ItIgI such a
scenario, iiobility is dciiOUi ied ra ther than supported or et.cou lged 

Projects that target inristitutiois provide: a loruli) Iot llnpact mneasurement oiily il basel iiie data are gathered.
'Ihey allow tlackll) 
 and mntiitorij, ,Nstems for both ir(ivildual and institutional changes in productivity
to be. iisti tutionalizcd arid Iliked to training iputs. Project design roust ,pecilv how the tracking
inorination will b.come part o1 ('SAID/Ua'rania's database and how post-projcct iiasuremcrit will
 
occur
 

Individuals and illtiltions ireless accountable hor utili/ation o1 trainin I, under umnbella projects, or:,encral sliolarliup Iraiuni ! ,,uch as IIRDA arid ATLAS. Individuali, ed training programs allowinLonsittCl)laiiiiirt.! arid Ilit-,sareruuerit of trainntg, utili/ation EItmployers, participants, arid contractorshislorically ha\, nrot bcen .O )imNCerS IIutile training. process. Since llere is no tailgeted institution, it isdilficult to ieasure hx',ond nd(rvidual Impact. As a lesullt. ,vauluatlos Io onmIn indicatorsOilo ,o\ker 

aih r thall ) llIllul t lldl ,r -i
 

Ilrls[titioli-bul lih l, .+,11 I, K nkrrUted ill wiribrella projects it Ill indrvdt, s I)erlonuancc i, tssssed
hehott.1
ard alter tlatriili+ tr.tir designsIoYc't rlot gene)rally inandate ihit pailcipait pulo(niarice or
rtlIsttiiir,
l [)Ir I llVlV 1W ik Il'I II II)pactirrul)a.t,. t ilLi, prtojet& k ,I'l I t. el'

isto be deir )l01Int ted, it lltusl I' licasuIrd '1 lw;,Uleol).otiut ,lil 

tarr't+' [+ro'il' ,huHll tie+ 

lt i,ii utht ,,iiie t',,[ orrin'ltlllle.Vulutntl l sV'titIts that 
'Iu'llt[t(u 

Ihli[ltninall\ lit 'r' rIrnirt it r,1triril i rlr,I 11 Iu ilbtcth,i [tqc +L' ,~tI I t lin (t + Ie'",r'inl rolhh 
cLt~hn ii +' iiltttlt ,'Jri t rt rrirlltnq +lkl) nl+ itlUeastnnirun' urnlnjlc i '- '"nl+Ii rllea\Ui\,H',llhlnurh in+clude

helt I),riLntupariorn) n t)Ire'_C'tmi[jn)i, ' 11n< .Iu 'll
 p), anrlu' tIuIrIt) 

i I t.'I i,rrrrlrni' ,1t\ nt'), p)]lriiiuin' Hl ir l ih+ Ic,'ltr |,Illd trcl li)x n)III Ill'tlhi]'s,J I(;muu.,iill 1I)t c t' , lu i . ,i l Iip I h11brmn ()o id'dk 

I0 IhC 1lnirelr '.Irl l],l[, l', illh'xI l mht r( or )v d i'+l),iaut I .)AlI)/'I .,11/,111, ll l 
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Assisting with Institutonal Development 

Training effectiveness is proxortional to tie value placed on training by tIle employing institution. 
Institutions can show their support for participnts' training by: assessing and utilizing new skills,
conducting performance asessments for promotions, increasing job responsibilities, monitonng job
satisfaction, and facilitating knowledge dissemination processes. 

An institution's support of tlamig can be described in its human resource development plans. If none 
exist, project objectives should include Iluman Resources Developmenttl IRD) training for human resource
o1ficials at participating Instinutions. IIRD training should occur as part ol the participant training project 
design.
The 1RD plan should specily a clearly articulated method for promotion-position and salary,-based on 
perlorm ancc, senionty, and acadenic qualification. In the public sector, government regulations regardingpromotion attached to trunime should be reviewed with designated ministries. The cntena for promotion
should be clearly outlined, rincludig any promotion probation periods required to asses the xest utliiation 
of newly acquired skills. 

A training plan must also be designed for the institution Although there may be ,omc training officers,

they rarely are part of a largci 
 I1lD scheme and ::re more likely in anagcr,,of traimne lo !istics or of other
 
projects.
 

11criteria for an IIRD strate'v are no: met, the project should either not train participants from that

institution or make ltRI) at tile Institution 
a project objective and precondition to other planned training

interventions and disbureinent of Ilunds.
 

Individual career plans should be included Iltile I1RD plan. The career plan may specify the training

institution and 
course of study HIistory shows that participants who are involved in these decisions are
 
more satisfied with training iesults oin the job. Further, managers who are aware of these choices prior
to departure night be more hilling to disc,,ss career plans. Individual career plans should be mandated 
and presented iscmployer-employce agreements. 

ConshieringInstitutionLType 

All institutions are not alike and therelore criteria for ,efectoni, institutional contribution, and impact
ind'ators must be appropriatc to the institution type. be it public, pimvate, paru.',.:,,l, or N(O. Institution 

vype should be accoItntfd,atCd dtnr1ig project (feSig,. I-or eCallple, by givm ,t granlt to a PVO,
[SAIWIan/amat might automtically de',lect Mdivdual,, for fon-term trairm I, vcause of funding
requrments Simllarly, N( (, mav noit be able to participte iII lorlig-te. llll irn due to technical 
assistance and budg!Ct rt)ior ills 

Parasl taill rriaV haJVC a,,e luud, avai,1,l l,'2 to stu[fxu0t Irainmulel! illlh ,t 'sbut III edl llall eii;l z)siti~nliS
to Cllu c plolltollsl t'.lrlaI llh I ,aaso be Il ltCd by }'oVri\tiiItII crit. '%ll.idi iima lllObility.
I l),sev l,they IllaV e IIIk "'fo"itioris to t, tC( olicv thail'e', . IInfir" 'O c "I.iItle , 

Pulic NedOr IHtIltinItItis 111as he i111 to releasL rnnn'e IMrthupaIt" hi. trur \rlr11r16 cause of tlienruntrbcr (f tmlplowe II .1mInmlllll (LevTer,, Ih|vl I '\ t 114', k a, st I of L I ItaIdllit fo tlllice skill 
utllll/at rl ,rid trrIbutllnun, \ pro .t ]rna' ICqire tlal dilll l'11hntCInA h 1fI, 'lihd for public sectore1,
Plllcipntoll be.C,ae',C plo L al t lIT'W',' ielL'd t0 0lie d')rIrricits, itee ial be no foruim for skill
 
raIrrsf'r, hlrInnCd IIIetI[ Cs [A Il.ICasef IuOdnu Vrt_ otlr r sc,
,,Or \aial 
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Explicit institution type criteria are necessary for both target institution and urnmbrefla training designs.
Training project design should include review of employee perlonrance appraisals, especially in the rDublic 
sector if they will be used lor judging alumni skills. Participant mobility mugt he planCd for and 
accommodated. Projec! desn should based olbe the institution 's ability to ialaiN Imitllail ICSOUrce
development, of which participant mobility is an integral part. "':ammg dcsin should acknowledge lcavcr 
contribution and impact. 

All participating institutions 'diould be mequi,,'c track pamicipantto perforriancc, institutional capacity,
clientele changes, and other ,imilar indicators of the impact of training. 

Training impact is in aximi i/ted vh,.I reCt1)C1lt itisIlttltlonS: 

0 	 tHave a IRM delpit nici or oliccr vktho is directly accountable [or supporhi ! individuals who 
are inl traininqi, 

* 	 Plan for trillllng atil/uation rather than merely "receive ' returned trainees; 

* 	 Fully utli/C iCiuiCC 1kill,, 

" 	 Do no! expcct ti , . Ctdemic qualilications alone guarantee an individual's capability is a 
rllalger; 

" 	 Give prionty to plaoiiotion bascd un a COllbinalt:oil o1 ierit, aildelliC qualification, 
perforniaiice mnd cniiority, andtf 

" 	 Promote piolat (ii)or iilial pei ods s ways to allow institutions a Chaice to assess returnee 
skills bcloic piill.liolis ai flnaill/cd. 

Selecting the 11l , ppropriae T"raining 

The selccllon ol the trallll i, pi o!am is aiotlehr major migredint in successlul l)lllijri. Project maniagers
nust 	 decide between lun)g-ic n icadu.mi ic ,aid ,hort-tern ltechnical tainng; hCet l tindergraduate, 

masters, or doctoral dcgrce pioiimiis, mad between scnding the )artiipant,, to ile I ited States, a third 
country, or conducting tie tii,iiie ill- Ouilftrv. 

'Iable 	IH4comrlpares tie advami !es aiid disadvat cs of academiic and non-,tcilce itaining. 
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FABLE 14
Lfong-Tern vs. Short-Term Training 

LONG.TERIM ACAL EMI: TRAINING 5"; 'IORVTRM NLJN.DEGRE TRAINING 

PROS- \VidC Ljp)r Ispcuilchd skills
 
'rolcssionai I.lcdibifi,t 
 01ort ,,. 

* hrdtvd a bnrkctihlht,, I~Rgional pos iblhlic, 
Rescahh anid ,alj,I. Ii ,kIll a ',titpod Phiscd training iossible 

I I ChilLud e pcCrIl(j.C ('.in traicjiare ,ork I roupsir spond itintismtitulolaoi neeC!sDncelop Atritln, abii,JL! P'aciLIA, ipphCitlon-dsed 
L*XSpoUe to inInIUnCtl<lt tcfinliqucs 1('ii1)roiioiec iiLAntv oIk 

r i,- IIIVVTCCd3+Id1I'tU n/i ji 	 Il ) rlVUICIwaI u ar ..... 1,+LI1% 	 (CallYC I 110 + ,_,,r[it, iona i i an 	 * (in c nh Mori! ' iiICII palrtw-lmials 
* I lIaIui S 111n lik .cItic 	 n 1C to rCL' C salary 

Sess expenise 

o , I 'rerc'quisc lima tp i,; yiahllted cidiuates Iihllt i N tpULxpenscs for I sAl),IJI /atilJand crinplo,er • ,av not alltrd cnougth lIM 1o deeI pcl0)/b0tcoTie 
PIossible salar,t ii lLOIhr , lcortable
.,ld ICtIIIII pIes 
Long absence ((iii be per~esL d is mi giIkILa1it 
I atll\ 	rclatlollishlpsIrarmed e'mrdiecmotlen imadequati 
L cCrtum, ,tot Lmpi.j\muit itu.ition ui m I t.onttiLmtioii to duilM i te 1 indiIm marketabihiy 

* vew'r'.calture ,he,, 
* .\tU'.udcs,Aortk i ,t,I uolleagues tiodid not 

STC'
_t1s C I,'alillllg 

• R i 	 'Ciry to lIme 'A I,Ipil .c 
* CIISC (it . itJtoiI l ,-IItdLeeIm )II teim tCien 

UtSAlD/l'an/ania can provide tlllVClisrty trr,nmg leadil , to undergraduate, masters, or doctoral degrees.
Each acadernic training objctiivc espous to dillerent utlization requirenents. The training objective
',clctterd depends oil tie n.or vct desired Ior each rzlnig evtnl and the acadeinic luckground of tile 
Candidate. 

Table 15 on the lollowig pat.c conparcs the advantages awd isalvaltageCs of tndergraduatc, masters and 
doctoral CdLucatilon1. 

Once the type ol training i,,dctnernimcd, the project inanager in ust trext decide on tle most cost-elfective 
locationf or the tramnm,. ,tblc l oni tihe lollowilng page collpaics tile advantages and disadvantlages to 
o0 US, thnd coantry, andIn LOunti VMtrta rng. 

2. 	 Manailu-; Training 

m
\Ianagmo! tramii Im t,itonpact will also req1uire additional responsibilities for the Training Office and 
for project olicens who have training components in their proje.Is. 

Rectiu ent aild Seh'cion 

In ar 	efllo t inC reaCl rosrriulltio ii arad sclonal impact, LSAIl)/l'air/ania Should: 

S 	 I',ret iilitrtii-, tid se.ion, viicne itiirhumi icource deliciencies prevent USAID from 
aCiievilcI 11,, lnw t)jcil\vts;"VlI' 


* 	 \, \w,lith ililllitli asse,'s , la iVolk 	 Ilo imineeds 
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TABLE 15 
Undergraduate vs. Masters vs. Doctoral Degrees 

__ UNDERGRADUATE DEGREES MAS12ERS DEGRIES DIDOCTORAL, DEGREES 

PROV * lroad-based Iraining * Prepares tr management positions igh-lecl rc-c a skills 
* l'exibility iI technical fields .ial,,kal %Wl)s'lupsskillsSPIractical traiig criplicrniits Broad tecthucal base DL!vClo1 s cti.al JulticN 

1hIeor,' lIrOd t1iorucl base l)CLelops ikrting skills 
* lslpoure to skork ritihod, , liesis related to la.ntjna u. (ood for lot latlI* leaches sell-iiati, legion deslopment
* Academic prerequisites result t , RCsearch applied to I anrania or 

large pl)Ol of candid tiCs rc iofr
* More Atorncn can qualii, (mnore E lani.ua's visibility] \paids 
tct I hdase SCL'Orida-s chool orldvIde 

Lredenuals) 

- areLndergraduate trainees,Nourigcr,
 
meaning they have "rtarniil
r. 
re sptnsibilines and ar tmorec %killing
 
Itoundertake length, traning
 

('ONS No prior %sorkesi mL:kmc IjLtlf, I cnflh of training PoIstt Iraitiing pi) does not alsavsde, ree * Ih,,sisItopik.n(A , 11, I') d e~lthofCMUttLIll 


I tablhted traiming k 1,ri oitn
ll. 'otltraining ji,, i rcLfh/,iialNIIcIl skills 
hasi. i dC kllA _'Js llge 
 ' \tJsor m %% ttalla r ntntl)r kidi " t, J;)[)IIlth Illuitd
l.cigcth ultrtling I,ll/alia J I11 l ,l1 [ lti ntlg
I isting dcgrcc prm II Nd', orsnot IIkkdN tntulhar ,iioh " XpLIlSI c,is 


I i11a1ia Ii prec lumit mA )/Il l /aiia icgilIlliil Uih) riaiiis to iL 11c ,lsajSI SAII)flanaria Nlidltlk t u it I r mmtiimu
LdergradaUdle degrcL iii 1/,jI i 

*\Is.srs lt ,ii is s I mhuiar ttii 

,, ii 
- Al LIt,,ul 

* \iss'*, l si]lir],tulir stlth 
A I,qiun ak, r iA,lis 

Select individual,, or groups ol individuals, most capable ol allectig c.'hange wiihin largeted 
institttions and sctorl; and 

* Train a critical ma s o1 employees within targeted Institution. 

lahremnltt
 

To desil.,n and delivei a trainr! progran that InIxtmi/,es uuility, the toil'wiii, actions should be taken: 

S Collaxrate with ihc individual Illd irlilution in dcvelopiml! tialilli,! objcctlves and Selecting 
the training piotin,i , 

DeI~velo pI lllllf )1,111i,ill 'I lllIk 1,,lllIilll' llll',l'I~ :1 I I IIJtlt I/,111lIil 

* Inld: f)1,iCl liiili', iittCHit,]lit),t td liIm l'l1 s 

* Rct 'lid,iti/tiit ,'cllitc ic .c i hll I,, iclevaill to -Inllployl IIs',,itullon 

* IHrplore possiblt local/Ic:ioi,ihl rICl.ldh sites 

00
 



TABLE 16
 
US vs. Third Country vs. In-Country Training
 

__ _jj US TRAINING ThIRD COUNTRY TRAINING 7E iN-CONIRY .7RANING 

a- lldgi.PRO% ('' rio v l 1-crIllc ii aess ii4i' sLope 1 ldi oil ira ltrig
RtlieLsc i ilIs "11,1i e i i t I leia- ci.h,,m- t *No I. ily is
hlLl.al,* lrsiliing i L , .i lt t toy Applicaribltly Snort dton 'oI Cildfelhllp dCvelicllt \ay riot require language illiti g I0I1s 11041 lUraoiig copcidlty*l/'to ipaii letrn . * N%i , rx building I IUPlicr ellt IIit 10 I

I spoSuic Lu ('S si I tl ods ( l rlafl 1111,Cpvip
I os i ire totii ot ult mal4er i stUdl Itiun Riatiiv ii rep oeplive 

\ilov irdtcl g L'iLIiL ivLilUl Ich 

L 
No vider :ti.[ 5 IittSdV 

('ONSq . I I[ reqr ...tlenllcgu pmg .... I I / le-iglien prugitnsI if required No r,. iirnm.. uona lts unl"si(CItjm m.ri sole/re;iporsibihly of reciving %Mil.o',7 u"gr n Ucl.adr , 11il Iel,/rn/a
Auliltudes/iork clidguc1m* hubls ta wii 'I.lcgi 

n e CtI ge ski!s ;,llIhr, edI'd not receive toiIiig * ( baiIrelogilticll1y (Olnpl.cled V .1 dviin i vu 
Re clii) to lie i I u.al tOi 4cspe " \lotivatloni Ilior
Sene of* uiolqion nlIIJeCoplna.t IiCdsl I cii texxible progrvn. iilltt tt'clc p d..$ t llllilg Cd logistics
Requisres qualilt ui ,X ahi logusLIL Requries q tuly tnainoig sind10gilits. * lccoiOicicLriLrlsvirs 

* Select traming pioviders that provide academic advisinu by monned laculty members who 

have knowledge mr the developing v,orld and the trame,'s jot) and orgam/ational sctting; 

* Encourage meinitoii,. ielationiships; ard 

* Minimi/e flamilv SuCs by idcntil,,mg the shortest and nearest possible programs. 

Orientiation 

Participants arc better able 1o locus on their training program when they know what to expect and arc
prepared to lace the challeie,,. Among the cultural and logistical issues to be covered in pre-departure
and arrival orlentationms are: 

flow training fit into tleir career plan and the isr itIution 's human resource development
plans; 

* Intensity o1 tile training schedule;
 

4 Use of colmpulel,
 

• Financial and emotiornal maintenance of family; 

* Cultural an1d l,111'u.W'e di 'lrCiLC.s; lld 

Veailier,• .tllklll, btUdee: !Wm, IranpolailOt, housing. 

USAIl)1anTamra should kce dvalla!C ')I tile services and materials available through USIS or designingand deliveri:,! pre eparltM. m .SAIl)/lam/ania should aills involve lomier prticipanis in pretie eitaitinr!s. 
depallire ol t.llltll . 
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Monitoring 

Actively monitoring paticipants in training is the responsibility of the contractor. PIET/AAI, andUSAIDiFanzania. Activities that will improve participant experience and contribute to training utilization 
include: 

" Keeping trainees current on major events in "l'an/ania; 

" Distributing addi ss lists of Tan/anian )articipants in training to help build a support system; 

" Encouraging emlployc. to keep in coiact withIiainees: 

* Keeping in contact wit1 trainees famlics; and
 

" Monitonring progi(es 
ai-aii% the impact indicators.
 

Reporting should occur fion tihe 
 training institution back tie contractor andto USAID and onto the
employer. This is atriliculail important for lo1-terl participants. 

Re-Entry 

The likelihood of u iization can be increased hen there is a structured re-entry progr',am that preparestrainees for their return io piolessional and social responsibihties In ali ellort to case the ieturn ofparticipants, USAl l)/Fln/anta siould require that trainin! providers atid/or PI'T oiler rc-entry trainingto all long-ten trainees and as many short- ter Iraiees as possible. 'itainees also be sentILong-leill can
to exliii-. Mid-\Viit-er Semitars that wih re-eI iyde.i ',issues Whatever the in ech,:llisin, participants
should be given the lollo% in, isstnrce before toIUrn'ai/,aItheir r 

Practical e itodatLmr copi w %litlieiil to s,,oik aid Ilant i,
 

Action plal nn, k) nlit/e 11C\,v 'kls
LqUtIed tad koM, lCdC, And
 

Approaches fo d M0ling1,Vlti ulture
reverse ,hock 

Utilizatlr : 

The pXst-trarlln! phase is fite paillicipaitnls' an1d ciploi! intiltutions' iesponsibility for full and,appropriale utili/ation ot t'S.\l I.-ltiided tt isn,,s ,ell 's tihe me,surenlelt aid denmionstration of ihe
impaict of tratiti, I iitnfirt,' 1mow that Ot ttli/,iloi of trainim! is eihanced \MIteII 

" The Cil]plNio\ ) IIt lloltlti is prep'red fr tile retil l Iff lit pa ti ald Is reeplive Ito 

,l , t eli " Jo '11lt'ltt , dl position ate (r cLl\ aild tiiirimetflh.ilvcy I tfte 1i,1iiitt .; .rid
 

" 
 Trainees htiC o olirtilltllcs lio 1r,1l1r o licis, 
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Follow-Up 

Isolated training events with no lollow-up support tLtnd to ,'mi' tie impact of training. To increase the 
support given to participants upon return from training, USAID/Tanzania should: 

" Require that returnees give oral debricfings at USAID/l'an/aiaa;
 

" Host a ccremon\ Mhere returnees are presenLed with certificates;
 

" -orm an alumnni tsociation for reurncd participants;
 

. Maintain contact through alumni newsleiters, 

* Ensure that participants ;re taking advantage of the allowance for professional memberships 
and subscnption,, hor prolessional JOulnaIls; 

" Encourage proleo,,,oal linkages witd die training institution or other organizations; amd 

" Fund Iol low-up 1,t niM1 and actlivities as appropriate. 

Follow-up activities not only enhance the participants' experiences with USAID training, but increase thevisibility of' USAIDfi'an/an a. The mission should call upon other Africa Bureau missions lbr ideas for 
follow-on activities. 

3. MeUiSt-ing Ithe Impacl of Training 

Assessing Training Impact Indicators 

Impact indicators are de igncd to measure change in individual performance, institutional capacity,
nationial development. II oiticr for chlnge to be measured, baseline data must 

and 
have been collected.

Optimally. a control groUl) o quLi-control group would have been Identified to compare the trained and
un-trained over I ,speclied tlinic period hus corn pan so coulh also he accomp1rshed by using national 
or re ional trCdsIIn the ,tarP ted scor 

Individual andllltlitutional iii1pact can be I1C:llrcd by trackilqg the movenent of palricipants in their
IrlltitUiioris I he (1,11a athitd should be part of a continuous asc,snicrt pioces- of the impact of training
As de ,l'ledInI the project. 11 th,,ClineC data were gathered and beInchlkS raCchCd throughot thl dilfcrent 
project phawes, inlpact dulccily linked to irainiig initiatives mnight be utcasiuable and accessible.l"vatlualor \chtcineC rllut, b' part o tile traininr design to allow Iot sIuch dat to bt gatherd following 
1r,a1rn! 0oIr t l'r cct ;,,,tlCc (AOiNletiLu IWACl)).Cl)i 

o iealllu re ripaI, [),irilil ),II1St' lietiw l'., u! he trackeuld III iddition to)line aticipai t,, ilierisc lv s. l:or
c\,rIIIptc i tirttCd ticth l)e1a 't, tl dtrsay' th I(() IIIL'11 IaveC(hin!C d thei s.x\,il h a arid nownts are

,usiiig,coMIiis, ''Ceilit'f hN rk,t in clin,--,bhsence ol Sexually I'rar injted I)teaSe , S''i)s) and 
PIC't'nlcieC-,-s-.!he ir tll tioll \ , l I,IVC al al iiii)act ihit cold h e linked o siafl If tire GOTi ItIrainI1g.
t ould mocasurt tile decrease ii, naIIWide prCgnanICiC' arid S'I )s, tie lrole of tIh lillri pelilnel In that
clhail!C )roces could Also KWineaSuter. It could tieii be ,aid that traIiin1! V , o 1Cas ontributing factor 
to tile leduction of billis ill STI)s In Ian1,ala. 
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This 	process might be costlk ifperceived as an extraneous evaluation event rather than a part of the
training process. If investigated during the initial phases of design, methodologies for gathering and 
monitoring such data might be possible. 

Ti:" 	institution should be held accountable for measurement and that [ie project includes technical
assistance for measurement. A national agency is now held accountable lor assisting with implementation
and institutionalization. Failing a national agency, a separate individual, agency, or project should be 
designated and held accountable for measurement. 

Measurement schemes should consider: 

0 Individual capabilities and upward mobility based on increased job productivity,
responsibilities, aind quality of goods and services rendered by the individual, measured by
evaluating the products or services the individual provides; 

0 	 Institutional capabilities based on productivity and/or services oi indi,,iduals, measured by
evaluating tile perlornance o individuals who ale responsible to- tile production of tangible
goods and services to tile institution, 

0 	 A sector's capabilities due to the productivity and/or services o1 institutions, measured by
evaluating the institution(s) with tangible services and/or products thai contribute to the sector; 

Changes to the quality o1 life o targeted clientele or recipients of product or services,
measured by evaluating changes on target population as a result o1 tangible goods or services 
provide, 

* 	 Tan.mia's capability to -,ali-n and modily areas of need, measured by evaluating
modificatiun, in h,- national deveioriment plan as a direct result o goods or services now 
available in a sector; and 

a 	 USAIDfranzania's capability to modify areas of intervention, measured by evaluating changes
in targeted sector,, or sub-sectors as a direct result of changed needs. 

ParticipantTrainingManagenlentSystem 

PTMS should serve as the lundamnental tool for project assessment. Fortunately, PTMS in
USAID/Fan/ani a is well-maintained for IIRDA training lowever, it is underutili/ed in project-related
(raining. Data for most pioject-ie lated tra'nin, has not been entered and iost project oilficers andcontractors do not know what I"IFMS is or even that the nission has such adatabase and iilailagenlIenit tool.
Contractors, project o1ficei s, project managers, arnd (3OT olicials should all be aware of its u(se. 

Contractor access and input into 1I',MS Should be deteminend. I'MS should be assessed to determine
what it can and cannot measure. The variables that VTIMS cannot handle should be identified and
accommodated during project design and impact tracking. (See Annex -1Icample IT'MS summary of 
training impact.) 
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Instruments Jfr Measuring Impact 

Training lor impact requires a process of: 

" Articulating the ')ecific behavior changes to result from the training 
(the basis of the truining objectives); 

" Establishing indicators that will measure impact

" Collecting relevant baseline data

" Evaluating post-iiimng behavior; and 

I Analyzing the changes to assess impact. 

The instruments should be as sinple as possible. Simplicity will increase the likelihood that dhe data will
be collected, recorded, and analyed. In an effort to ,treamline tile effon, USAIDI'anzania should use
existing data collection instruments, such as application forms. Though this may equire nome alteration 
in the existing lonis, it is pilerable to introducing addtional papervork. 

The Family Planning Support Services project has developed an instrument to evaluate mipact at tieinstitutional level. The instrument, which is currently being reviewed for possible changes, is attached 
as Annex 4 of this report. 
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ANNEX A 
List of Individuals Contacted 

Tess Alberastine. Deputy Controller
William Baynit, PM University Linkage, Food and Agriculture
John Hepp. Controller 
Dale Pfeiffer, Director 
Magdalen Hii, Participant Training Assistant 

Flora Mahiebelie, Panicipant Training Assistant
 
Tcj Mather, Engineering Officer
 
F.M. Mbuna, Senior Population Speclailst

Hedwiga Mbuya, Program Assistant. WID. Wildlife, PD&S
 
Z.Kristos Minja, Training Officer 

Paul Moris. Program Officer
 
Herment Mrcma. Development Assistance Specialist

Johannes Mulangeta, Program Assistant. ATAP
 
Winnie Munisi, Participant Training Clerk
 
Michael Mushi, Assistant Health/Populion Oflcer
 

Janet Mwemezl, Tralning Office Secretary
Mwanara Mwinyl, PM, Financial Enterprise Development
Blandina Nyomi, Chief Accountant 
Joel Schlesinger, Deputy Director 
Joel Strauss, Rural Economist 
Dana Vogel. HeultWPopulation omcer 

Returned PNrldcants and Their ManagIrs 

Mineshkumar Achary. National Industrial Enterprise LWd.
Jean W.U. Bomani, Ministry of Health 
S.D. Buberwa, Planning Commission 
Khamls Juma. 1P &TC 
SirJu K.Juma Bank orTanzania 

Donald J.Kanod, Dank of Tanzaa 
Andrew F.Kamtah, Bank of Tanzania 
Abdul Kataboro, LRT Motors. Ltd. 
Joseph Mathw Kaupunda. iniszuy of Hlealth 
A.Kilowo, IPP Limited 
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August B,Kowero, Directorate of Meteorology
Win JP. Lawuo, Bank of Tanzania 
E.Ole Lengine, Ministry of Health 
Joyce Luhanga, IPP Limited 
Pauline Peter Mofla, Muhimbll University College of Health 
. ,Leah University College of Health ......JMkmbwa,-Muhlmbill 

Janet Mmari, Coopers & Lybrand

Namsifu N.Mndeme, Tanzania Audit Corporation
 
Ernest J.Monyo, Medicare Ltd.
 
Elizabeth Munyagi. Ministry of Communication and Transport
 

Critas N.b. Mush). Attorney General's Chambers 
Noah L.A.M. Musyanl, Planning Commission
 
Owantwa Mwaklbolwa, Bank of Tanzania
 
Amos Odea Mwalluas, Ministry of Health
 
Ambangile M. Ndepanya J.V. Trade Services, Ltd.
 

James Rutahindurwa, President's Office, Civil Service Department
Alphonce SWhja, Muhimbili Medical Center 
CA1ist Simbakmlla. Ministry of Health 
Aggmy A.M. Teemba, Office of Attorney General 
Philben Tlbaijuka, Dirctorate of Meteorology 
Ellen Evelyn Zablon. Ministry of Health 

Brenda Bryant, Creative Associates International Inc. 
T. KAmer, PSC Engineer, ATAP 
Naomi W.Goko, Residem Trainer, INTRAH 
Africanus T. Mwenda, Association of Tanzanian Employers 

Deryck 0. Omuodo, Resident Advisor. SEATS 
Elizabeth Tony, AFR/ONI/TPPI 
Deny Velardl. Creative Associates International Inc 
N, Ltder Willams. Project Leader. Wildlife Management 
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ANNEX D 

Sample Instruments 



Sample Training 	 Impact Data Collection Instrument 
tJSAID/Tanzania 

IkfHMZ1QH ?AMITLY PLANNING TRAIN IfQGRAWRM 
. : FA L LNBNG SR DEL IVERY rINPQ01UATJ.QtN 

Section A: 	 To be completed by the Service Provider 
selected fortrainina 

1.. General Identification: 

**.,inty .. ,................
 

. t icv .............................
 

I Name of healthi Facility (S,) ........
 

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

.: ;: ".~ 	 .;
he :'e.opeci+t Ve bt, : 

'iealth Cenlte 

,:o e n c * 	 ,. ..e 3.-Jz U ~. 

, itli) eI bx)e 

'~Qvrj1Ilent. 

.<+++ :: :' : ++'uise Itin'1j t+ ¢Ilient..@ te t+ o ,'.¢0irc'+z.;:,t 2."t9= 

i~/++t +,+I 'Andaotiler Jeee ,elat,.i ,
.+:on::ateptive fIit.oda) 

1~ FPoe rv+ces 
Sri,,): 1:1 "1 toejpective box.) 

2+. eAi. 	 offered 3t p-,eAt:. 

SIf Yee how old axe the FF? .evvi o 
(Relatez to 	wheii PEI a01t'tjej' ijt8tkt%*No
 

Leee thall 6i 1months( 
~Year 

Move than 	 Yeat's ( 

....:.'"::::/
 

sE~A4AgAILGCOPY£ 



--- ------------------------------------ 

--- ------------------------------------------------------------

-----------------------------------------------------------------

I 

.3 How .,ften re FPIservlces being rrfered? 
Tick ippropriritely in the box) 

Mornings 
!lornings only Afternoons -)nLy 

! ! AfternooD 

DA ILY ----------------------- Atnm 

(tUCE/WEEKLY I I 

TWICE/WEEKLY , 

M--------------------------------,.IRICEF,/WEEKLY 

F(-fuR- TIMES) 



------------------------------------------------------------------

--------------------------------------------------------------

-------- ------------------------------------------------------

- -------------------------------------

----- - -- ----- -----------------------------

----------------------------------------

- - ------------------ - - --- - --- --- - -- -- -- -- -- -- -----

- ------------------- -----------

2.4 Fmily-.i laanungclicat_-WaL[i-pr_ mhatbhLiii'j 0 i-u1mbaL __-_ 

tiy-netbod
 

,Enter total figures 1r*r method u-rr month)
 

I MONT (period' 
- - ..............
CONTRACEPTIVE I --- - - I -- - -

MET1OD I I I I I ' Total 

I I
 
Combined Oral 'New I I I 


Contraceptivwe '0C!Revi It! I I 
 I I
 

1 

Pr orxe s ti lt 'N1
''New 1 1 
PqiL i[ ' Revilstt' I I I
 

Lbep.- F'rov.r N.
 

In.ection. I)HPA) I Revi t' ' I I
I 

Norplant Imiplatnt3! Nw ' ' I I I I ' 

'Rev1.31 t I ! 

IUCDI 1 I1- INew 
-Iucr~tlOFW in 

Condoms 'New ' I

RC 1{~ ! ! i,3 1 t ! 

..permic id,.le 'New ' ' 'Rov I.;tII ' 

DiaphrazirJ-,.w ' - ' I
 

'RevI';I t! I I I
 

~~~~~~-

No of ,-llin t:. ' , , I ' ' I
 
.;otZJ,;llPI1 tr ' I I I I
 

'].-'C method1 
 I I I I 

NIF'I' ' 'xu l'"i' 'New , I I
 
"*'luen:; ';tiq/.t~/ 'Revijit ! I I
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ANNEXE~
 
GUIDELINES-FOR -RIVATE-SECTOR 'RAINING -ADVISORYiBOARD-

Coordination of a private sector training strategy will become increasingly imponant us USAID~anzania 
initates training under the Finance and Enterprise Development Project and in-country traininF under 
HRDA. The strategy will require a series of tasks to plan, manage, and assure appropriate utilization of 
mission-funded training, Including: 

• 	 Identifying private sector training needs; 

* 	 Ensuring that these contribute to the strategic objectives identified Inthe CPSP; 

* 	 Finding suitable candidates for training; 

* 	 Collecting the baseline data against which the impact of training will be measured; 

• 	Developing training plans: 

* 	 Managing the training process: 

* 	 Evaluating private sector training activities; and 

* 	 Collecting longitudinal data to assess the impact of training. 

It Is recommended that the mission begin by constituting a private sector tlaining advisory board, or
coUaboidting with the mission's existing private sector advisory board, to support the implementation of
these tasks, The board should be constituted according to the lines recommended below fQr management
structure, composition, and role and responsibilities In Implementing the mission's private sector tralnhkg 
strategy. 

A. PURPOSE OF THE PRIVATE SECTOR TRAINING ADVISORY BOARD 

'le purpose of an advisory board Is to support USAID/Fanzanla's strategy for training to contribute to
private sector development, This can be achieved by recruiting and pre-screening private sector candidates
for training, assuring appropdate utizaton of private sector trainees, and collecting baseline data against
which training Impact can bu measured, The board should: 

* 	 Provide the pulmary technical review of private sector training requests and proposais,
Including reviewing the Indicators against which each tining event's Impact will be assessed. 

*+-iPerform a critical role Inensuring that all training activities that USAIans arla f aminds 
reasonable and will achieve the anticipated Impacts. 

S 	 Play an advocacy role to ensure ht all relevant groups InTanaia have an opportunity to 
accest the tralning the mission offers. 

* .+,Rqv to USAID AnzAnin on the utilization of training InTanania' private -rctor. 



Thv 	board's role .id responilbilitles Inplanning, managing, and utilizing training are described below, 
The board should: 

0 Serve 	as an advisor to tjSAlD/ranzania. 

0 Work with USAID/Fania to develop Implementation guidelines formisslon-funded private
sector training, and revising the guidelines on a regular basis to make sure that training
remains responsive to changing prlvate sector training needs. 

0 	 Develop specific Impact Indicators foreach traininy activity it recommends. The mission can 
request technical assistance to asslit the board N understanding the Importance of these
indicators and to train board members In how to develop and evaluate training impact
Indicators, 

o 	 Recommend training activities for funding to USAID/ranzania, wlch retains final approval 
authority. 

* ,, Develop an agree to protocol and proc2dures to govern the board, covering matters that 
Include board composition. chalirpersonshlp, meeting frequency, agendas, quorum, sub
committees, and conflicts of Interes.. 

i. 	 Recommended Board Composition 

The purpose of the board Isto ftnel mquest or training and funding to the niaslon and to serve As a 
critical sieve for training requests. This Includes developing impect Indicators for each training request
and for ensuring that the baseline data against which Impact can be assse ure coll-etd. 

Th board should thus represent t various constituencies USAIDT ana wishes to reach with Its 
private scor training strategy. 

Tanzania has a number of business support organizations, each representing a panicular constituency
Including small businesses, largerTanan businesses, and women entrepreneurs. Among these am the
Association of Tanzanian Consultants, Association of Tanzanian Employers, Tanzania Association of
Business and oessional Women, and the Tania Chamber of Commerce, Industry, und Agdculture.
Then ousiness support orlanizations are Ideal canddate for mpresenition on the mission's board. 

Since the board's purpose Isto support the mision's strategy for training inthe private sector, at least one 
human mres developmet profslIonal from the private sector wouWd be an Ideal member. 

To ensure COT suppon of the mission's private ecor training strategy, a member or a coordinating
ministry such a Mist of Finance or he Planning Commission shoud also sit as avoting member. 

IJSAIDITanzanla should also be represented on the board. At aminimum, th'e Training Oficr or Project
Developmemd Oricer should sit on the board However, since the boair's role In frtcommending training
activities Ispurely advisory, and since USAIDt'ansa m inal muthoriy to approva trainingn should have 
xctvities, tiSAIDtmnzlsmaf should be non-voilng members, 
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The board's role in supporting the mission's private sector training strategy is such that the composition 

,Ihould evolve as the board is tested and its role refined over time. 

2. 	 Planning Private Sector Training Activities 

The planning of private sector training begins with the organizations and companies who will ultimately 
benelit from training and the institutions that develop specific and detailed plans for this training. 

The plans for training include commitments of how the organizations will ultimately utilize mission-funded 
training 	and how they will be evaluated.
 

0 The mission should strive 
 whenever possible to emphasize cluster training-training work 
groups rather than individual groups. 

0 Whenever possible, the mission should emphasize follow-on training-training a same corps of 
people sequentially, in phases, as new skills are applied and new training needs are perceived. 

Training that supports piv.uc sector development in Tanzima fLdls into two categories: 

Training destined for private sector operators, cxistii~g small and medium scale businesses, or 
new business start-ups; and 

Training provided for the public sector environment governing Tanzania's private sector-this 
training should target both public sector target policy makers and day-to-day implementors of 
GOT policy governing the private sector. 

The board should work with organizations requesting training to defire the requested training :ictivity and 
to develop proposals for training. Each training activity's proposal development process must include 
defining the impact criteria that are specific to that activity, including: 

* 	 What baseline data exists; 

* 	 Where this data is housed; 

• 	 What baseline data will be collected; 

* 	 Who is responsible for collecting baseline data; 

* 	 How this data will be gathered; and 

* 	 When and by whom longitudinal impact studies il be conducted to evaluate the impact of 
the training requesied. 

The guidelines governing nmssion training in general apply to the private sector as well. The mission 
,,hould work to develop a local training capacity when needs for training are lecurret. Selection of
training type-academic or non-degree-and training location-US, third country, or in-country-should be 
made according to the general recommended implementation plan. 
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3. 	 Assessing the Impact of Private Sector Training Activities 

Assessing private sector training activity impact is the shared responsibility of the board, the institutions 
receiving training, and mission staff. Longitudinal studies can be the responsibility of outside evaluators 
it' they fall outside project completion dates. 

4. 	 Who Does What? 

The management structure can be described as lollows: 

USAIDfFanzania is responsible for overall management of private sector training activities,
including working with the board to establish initia. operational guidelines, approving requests 
for training, and measuring the impact of training. 

" 	 The board is iesponsible fbr supporting training planning, reviewing, selecting, and 
recommending training proposals to USAIDFanzama for approval and, in conjunction with 
the missKon, for creating initial implementation guidelines and for keeping these guidelines 
.imely, relevant, and responsive. 

" 	 Organizations requesting mission-lunded training are responsible for developing complete
training proposals, for defining the impact of training proposed, for gathering the baseline data 
against which the impact of training will be measured, for participating in the management of 
training activities, and for appropriately utilizing mission-funded trainees and training. 

C. 	 POTENTIAL BOTTLENECKS IN IMPLEMENTING THE PRIVATE SECTOR 
TRAINING STRATEGY 

This section highlights potential bottlenecks to implementing the mission's private sector training strategy 
and recommends possible solutior.s. 

Government policy, Tanzania's particular constraints, and the general environment in the private sector 
lunctions are not discussed here. The follobing table deals with potential bottlenecks to implementing
the mission's private sector training straitcgy, n~t constraints to the private sector's operations inTanzania. 
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'Fable 17
 
Potential Botlenccks in Implementing the Mission's Private Sector Training Strategy
 

BOTTLENECK 
 POSSIBLE SOLUTIONS 

1Establisiung the board , l)ilne roles and responsibilties and identify appropiate staff 

(allin technical assistance using tIRDA funds as necessary to supplement mission staff endeavors 
(deionstraung that training for imipact is a mission conmunent, supported by mission leadership, 
and implemented by mission staff) 

Obtaining requests for A,\dJeruse training opportumues using a variety of media (newspapers, radio, and signs posted where 
training potential beneicianes are likely to congregate) 

* Usa board members to mobilize their various (.cnsittuencLes 

Detennmining what training Vrk with companies requesting training to sLpport c.apacity to plan, Manage, and utilize training 
should accomplish
 

* 
\orK with board to traun members to evaluate training requests 

Identifying providers of \'iork with recognized, accomplished training providers

requested training
 

tn
r t rk to develop loul capacity to meet recurrent training needs 

Board operations I tabhlish board procedures, including rotation provisions, quorum requirements, and clear guidelines 
otn o.vnlbctinterest to make sure that the board functions sinoothl,of and that eaCh member knows 
the board's mandate and parameters 

USAID[lanzarua litablish guidelines and procedures for selectig training actLvLities-f the board is trained enough
administrative to he screening training requests properly, most requests reaching USAIl)an/niama wIll lxi 
rcquirement. admnissible 

, n\uch as pissible, work with the same training providers so that they fIccOIne Lnowledgeable 
about A I1) contractual requirements and procedures 

%\firrnize required A I I) approvals and signatones 

* \inrni administrative tumaround time- rganize a single meeting ontce board training activity 
recorniendations are received to allow one-time discussion and signature of training task orders 

F xplore contracLng mechanisms that niuninmz turraround tiime 
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