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PREFACE

This study of the outcomes and impact of the Swaziland Manpower Development
Project (SWAMDP) was commissioned to Management Systems International under its
Indefinite Quantity Contract #PDC-5317-1-00-8122-0C.

The study was carried carried out between October 1, 1990 and January 15,
1990 by MSI Senior Associates:

o Flemmir.g Heegaard, Team Leader and author of the
Participant Training component study;

0 Susan F. Reynolds, reseacher and author of the in- country
training component study;

0 Or. Edward Green, researcher and author of the study of
the Traditional Sector and Zenzele Women component; and

0 Richard Towne, research and author of the Development
Communications component.

The study was carried out in three phases:

1. A one-week team planning study in Washington, which included interviews
with contractors’ representatives;

2. Approximately 5 weeks in Swaziland, collecting data, interviewing
contractors, former participants, Government of Swaziland and USAID

representatives,

3. A draft report was submitted to the Mission on November 8, 1990 and a
formal presentation of the findings was given on friday, November 9. All
evaluation team members recieved comments on this draft which have since been
fncorporated into the present version by the individual authors.

The team leader’s responsibilities, as outlined in his MS| Scope of Work,
has been tn assemble the individual {mpact studies of the project under a common
framework. This framework, outlined beluw, was agreed upon in the initial team
planning session and was presented to USAID at the initial meeting in Mbabane
on October 9, 1990.

Cach section of the report shares the common framework of:

1. Component overview and historical background;
2. Summary of major impact;

). Methodology of the impact studies

4. Component impact, results and recommendations,
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Since this is very large and complex project, and since each of the
investigators carried out exhaustive investigations of the project impact in
their area, it was decided, for administrative convenience, to divide the study

into two major packages, i.e.:

Volume [: Preface, Acknowledgements, Table of Contents,
Executive Summary and Recommendations;

Volume Il:Chapters I, II, IlI, IV Impact studies of the 4 project
components, Bibliographies, Annexes and Appendices.

ACKNOWLEDGEMENTS

The team leader would like, on behalf of MSI and the team, to acknowledge
our gratitude to the many, many individuals in both Washington and Swaziland who
gave so graciously of their time and effort to make this study possible. The
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While the findings, conclusions, and recommendations put forward in this
report could not have been developed without the help of these people, the final
responsibility for the findings and conclusions of this report rests solely with
the evaluation team.
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I. INTRODUCTION
Swazi Manpower Needs

The Kingdom of Swaziland borders South Africa and Mozambique and has a
relatively small population of under 1 million inhabitants. It is 85% rural with
most of the oopulation scattered in homesteads located near rural farms.

Independent from British colonial rule for more than two decades, tne
country has made extensive and intensive progress in developing physical
infrastructure and improving the quality of 1ife for its population. During this
period, the nation also made rapid progress in developing both its natural and

human resources, e.g.:

o Large plantations of conifers and other pulpwood trees now cover the
hilly areas and wood products are a major source of export earnings;

« Universal primary and secondary education has been introduced and the
country has high rates of literacy and school certificate graduates. There is
now a national university, UNISWA, with capacities for training teachers, aurses,
agricultural extension workers, and, shortly, in part due to the USAID SWAMDP
project, an expanded program in Business and Accounting;

o There is a government-owned technical school, supported through the
SWAMDP project, Swaziland College of Technology,{SCOT) whose output has increased
100% during the decade, frcm 300 graduates in 1981 to more than 600 in 1990.

In spite of this excellent progress, and in spite of the fact that the
country is unified, nearly bi-linqual (sisSwati and English) and politically
stable, there are many factors which could, if not dealt with, delay or set back
the progress which has been, and is, being made.

The high birth rate of the country, estimated at about 3.3% (average 1976-
86), results in a 30-year doubling rate of the present population, which is about
760,000 people. It also results in a population structure where 47% of the
population is under the age of 15. This creates tremendous pressure to feed,
educate, provide health care, clean water and sanitation, as well as employment
for the qreat numbers who are unproductive at least until their mid-teens,
(1990/91-1992-9) Development Plan)

Secondly, the absence of public secondary and higher educat tonal facilities
during the colonial period means that institutions created since 1968 are only
now beginning to produce the supply of skilled and educated manpower needed to
create the productivity required for improved standards of living,

Thirdly, the absense of indigenous technical human resources has resulted
in a heavy reliance on expatriates, many of whom occupied management and higher
technical jobs, during fts early years of existence. The localization policy,
which USAID 14 strongly supporting in a number of ways including the SWAMOP
project, has had 1ittle impact on the reducing the number of expatrtates. Tlhis
is partially due to a yeneral absense of technically and managerially trained
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Swazis who can take their places, and partially due to a liberal Swazi governmant
policy of continuing to use expatriates in a broad range of capacities.

Fourth, unemploywent is a serious and growing problem in Swaziland. In
1981, it was estimated that the annual increase in jobs was 1.7%, or 1300
positions, while at the same time there was an equal number of school leavers
of the same age unable to find jobs. This means that for every school leaver
who obtained a job, there was one who became unemployed and had to seek work in
South Africa or elsewhere (1986 National Development Plan).

The Fourth Plan (1983-88) estimated that only 25-30% of the working age
population in the rural areas can be expected to become absorbed into formal
sector employment. Most of this employment, moreover, is with the agro-
industrial estate ventures which are highly rationalized in their production.
This type of employment does not lead to increased savings, export earnings or
the developm:nt of tertiary industries and businesses which would stimulate
further growth and employment.

The components of the SWAMDP project listed be!ow were, in the words of
the USAID project manager, intended to provide "a wedge of support for the many
HRO needs of the Swazi government™, and at the <ame time provide HRD support for
other mission activities "as agreed upon in the joint USAID/GOS strategy", and
stated by the current USAID director. According to the PP for the project, this
was to be accomplished partly through the creation, or strenathening, of
institutions whicn could produce a supply of skilled, trained manpower capable
of increasing productivity in the qovernmental, parastatal and private sectors.

The six pillars of the 1985-90 SWAMDP project are listed below. The
discussion and evaluation of fdnputs and outcomes under these categories
constitute the core of this report. The overall SWAMPD project under which these
activities were carried out i1s a 10-year effort, originally intended for the
period 1984-94, and extended in 1988 from what was originally a 7-year effort.

l. Degree and short-term participant training in the U.S.
and African countries;

2. In-country traintng;

3. Tratning for traditional leaders and Ienzele women;

4. Training and technical assistance in Cevelopment

Communications;
5. Linkages with tertiary training tnstitutions;
6. Transfer of Technology.

Summary of Project History and Achievements

The SWAMDP project can be divided into two periods: 1985-88 and 1988-90.
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while the project carried out 1its mandate for overseas training from the
beginning, other project components, like {in-country training (which only
produced a few workshops early in the project), did not have a comprehensive
strategy until late in the project.

The two contractors, TransCentury Corporation ard The Academy for

Educational Development, were essentially working independentiy of one another
since their sub-components did not interface, with the exception of a few in-
country and overseas training activities.
Both contracts experienced unstable leadership in the sense that a number of
Chiefs-of-Party took turns managing the project for periods of as little as }2
months in some cases, which was hardly enough to get command of the complex
situation and environment in which the project operated.

The project was also operating in the midst of a complex political
situation, with the political uncertainty and temporary regency following the
death of King Sabhuza [1. This meant that it was difficult, if not impossible,
to try to influence policy changes within the Civil Service which was more or
less paralyzed between 1982 and 1986.

In 1988-89 s 1ocal contractor, Khalipha Associates, was hired by
TransCentury, under an amendmert to their contract, to do a major follow-up
and impact study of all USAID participants trained overseas since 1972, including
those of SWAMDP. The design and implementation of a computerized participant
tracking system which tracked returned participants was an outcome of this
effort.

Beginning in 1988, there were substantial improvements in the project,
due in part to the mid-term evaluation. There were also changes in the leadership
both at USAID and with the two contractors, and the political situalion of the
government changed for the better with the crowning of the new King.

Early attempts to assist the GOS with Manpower Planning were abandoned
when the Ministry of Economic Planning and the Ministry of Public Service could
not agree on scope and placement of the consultant. Efforts were focussed
instead on transferring technoloqy which would help butild the human resource
development Infrastructure of the government.

This effort, although slow, 15 now beginning to showing signs of paying
of f both in terms of the development and approval of an official qovernment
training policy and in better training needs assessments by the governmental
“training officers®. As part of this effort, ministertal training officers,
who are in fact not really training officers since there are no formsl positions
designated for training officers (see recommendations), were trained to conduct
l;atntnq needs assessments and to formulate Mintsterial and departmental training
plans,

During the second half of the project, an ambitious scheme of in-country
training was launched after considerable consultation between USAID and the
contractor. As described in Chapter ], a large number of public, parastatal
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and private participants were trained in Swaziland by Swazi and expatriate
trainers. The Swazi trainers were either trained by the project, or were staff
of local training organizations hired on a competitive bidding process to

implement the craining.

A strategy for the training of Home Economics and Community Development
Officers to train Zenzele Women and traditional leaders was also worked out
during this period, and became the basis for the ambitious and highly successful
effort described in this evaluation,

An upper age limit was set by USAID for overseas participant selection
and participant training became more targeted towards government priority needs,
rather than individual needs. While a lot of the training was "menu driven®,
{.e. courses were often chosen because catalogues were available, there was an
attempt to focus on both individual and governmental needs. Because the
advertisements for scholarships appeared in the local papers, supervisors
occasionally did not find out that their staff members had applied until they
were contacted by the program, a mistake that has since been corrected.

The use of "Third country® African institutions for training was explored
and, in some cases, found to be more appropriate than the U.S. for medical (M.D.
and nurse) training, Short-term urban development courses in Zimbabwe were also
utilized, since that country’s housing and urban policy was being emulated by
Swaziland.

Finally, Development Communications were strengthened and, as described
in Chapter 4, substantial improvements were made in brnadcasting aimed at
improving agricultural, health and other practices of the largely rural
population of the country.

In summary, the project has, on the whole, been responsive (0 the neads
fdentified in the Project Paper and has genarally succeeded {in stimulating
chanqges in GOl initiatives and policies in the direction of increased support
for HRD.

There 1s evidence of increased technology transfer, more ecasily traced
with short-term technical pirticipants who can now operate newly introduced
technical equipment, but al<o evident in the management of critical institutions
such as University of Swariland and other parastatals,

The ‘linkages’ program, by which U.S. instituttons of higher learning ielp
to select candidates for overseas programs, assist in delivering local courses
and provide other support, appedrs to be effective and now requires no further
donor isuistance where 1t {5 in place.

The OPEX program of technical assistance 13 clearly a cost-effective
tnnovation, popular with the GOS and 1ts parastatal institutions which have
benefitted much from the close interaction with the American experts.

The transfor of small business0, *leadership® and spplied behavioral
science technology to the traditional sector, with its impact on local skills
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and initiatives in planning and managing local self-help projects, is a
particularily exciting innovation which could be looked at as a model by other
donor agencies.

Othar USAID Human Resource Davelopment Efforts: 1979-86

Prior to SWAMDP, USAID assisted Swaziland’s Human Resource Development
efforts with four projects over a fifteen year period: The Southern Africa
Development Perscnnel and Training Project (SADPT), The Southern Africa Academic
and Skills Project (SAAST), and the Southern Africa Manpower Development Project
(SAMDP). SWAMDP is the fourth project in this on-going effort. The fifth project
in the series, STRIDE, which follows the same basic design, is being initiated
as of this writing,
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II. EXECUTIVE SUMMARY OF CONCLUSIONS AND RECOMMENDATIONS BY PROJECT COMPONENTS
A. Participant, Long and Short-Term Overseas Training

1. Overview

According to the PP, the purpose of participant training in both the U.S.
and Third Countries is to support the Mission s institution-building objectives
by transferring knowledge and skills needed in the workplace to approximately
200 carefully selected Swazis. It is important to note, however, that overseas
participant training {s but one of the interventions chosen to support the
institution-building objective. Other interventions employed in the project, also
discussed and evaluated in this report, include the OPEX program, the in-country
training, institution-to-institution linkage activities, as well as short-term

technical advisory services.

As indicated in the USAID/Swaziland statement of overall strategy (CDSS)
presented to Congress in 1985 {(and updated and reinforced annually), human
resource development and institution building are regarded as major intervention
strategies in meeting the mission’s key objectives of dealing with: (a)
unemployment, {(b) agricultural productivity, (c) population growth, and (d)
high infant mortality.

According to the PP, the human resource development targets were to
enhance, through project inputs, the capacity of a number of selected
institutions to plan and strengthen human resource development and management
in the public, parastatal, and private sectors, and to encourage public
participation in their activities,

Returned participants were expected, at the end of the project, to be
working in the fields for which they were trained, with increased potential for
promotion, and {n positions with greater respensibility for institutional,
technological and policy development (p.B2). The quantitative targets set in
the PP for Swaris trained in the U.S. and African countries were: 130 Swazis
completing deqrees (325 person-years), and 64 completing and returning from off-
shore short-term, non-degree training programs over the LOP. The TCC
contract, in contrast, called for slightly more modest targets of 125 degree
placements, 50 short-term participants and 5 tratned in the region annually.

Both the f{n-country and the off-shore tratning are part of a long-term,
sustatned activity and philosophy of U.S. assistance to Sweziland which should,
4y expressed in the 1988 midterm evaluation, provide a synerqistic process
whereby short and long-term training 1s not just an end, but rather part of a
very long-term nurturing/reinforcement process (PP: p.24).

2. Achievement of Targets; Characteristics of Population
Trained Abroad

As tndtcated below, a total of 157 Swazis have been tratned outside the
country wunder the SWAMPD project. There are also 61 participants currently
abroad under the project, most, or all of whom are expected to finish under the
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STRIDE project.

Of the 6! presently on study, only 1 is short-term, giving a total EOP
status of 62 trained in short-term, out-of-country during the life of the
project. The total number of degrees, assuming that all presently on study
complete, is as follows:

AA BA/BS MA/MS  Ph.D MD  SHORT TERM

2 29 58 5 2 61 COMPLETED- 157
1 25 21 9 4 1 IN TRAINING= 6}
3 54 19 14 6 62 TOTAL EOP=- 218

TOTAL DEGREES= 156

wWhen the data is looked at by field of study and by type of institution
supported, it is evident that agriculture, education and management have, by far,
received the majority of the training resources. When the data is analyzed in
terms of organizations supported, government ministries had 93 fellowships, or
more than 60% of the combined support of degree and non-degree overseas training.
The private sector rece 'ed 22 (about 14%), the parastatals 33 (about 20%), and
other organizations {see below), about 5%. Women trained comprised about 30%

of the total.
3. Regional Training

1t was projected at the outset of the project that approximately 25 Swazis
would be trained over the life of the project. This strateqy for human resource
development was pursued in part because of SADDC’s offer of placement for
qualified Swazi students in the region, and partly due to the conclusion on the
part of USAID/S that training in certain fields, i.e. Medicine, Yeterinary
Science and nursing was both less costly and more appropriate than the U.S.
alternatives.

As 1t turned out, placements were relalively easy in limabwe, partly due
to support of the AlD mission there, which placed a number of medical students.
Other reqgional institutions of higher learning proved to be considerably more
difficult due to local conditions such as lack of books, cross-cultural problems
or lack of space at the university.

While only Y students were placed and earned degrees in the region, quite
4 bit wat learned about the efficacy of these institutions which should prove
valuable to the GOS and to successor projects, For Instance, Botswana and Zambia
were found to be good for nursing training, while Zimbabwe, Tanzaniy, lambia and
Kenya were found to have acceptable medical <chools, provided qualified
candidates could be found for enrollemant,

In addition, the SWAMPD project provided the funding for 17 short-term
participants to attend the Urbanization and Finance workshops conducted in
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Zimbabwe. This workshop, according to several past participants, has had a
significant impact on establishing loan criteria and other mortgage banking
mechanisms for a major low-medium cost housing project being financed and
implemented in Swaziland with World Bank funds.

The promise of using African countries both to save costs, and thus get
more training for the same money, and to take advantage of more appropriate
training, especially in the medical field, is still there. It seems likely,
however, that this will be a slow, long-term development, richer than something
which can be put in place over the 4 year life-of-project period.

The fact that nearly all of the participants sent either to the U.S. or
to regional institutions completed thei~ courses or degree program, and in most
cases exhibited superior achievement, is 2 compliment both to the participants
and to dedicated contractor, donor and host javernment staff who designed and
managed a selection process which evidently succeeded in screening superior

candidates.
4, Management ¢ Participant Training Programs

The process of participant training vnvolves a number of steps and a number
of institutions, all of which must work effectively and integrate with one
another {f the result is (o be inviduals returning with training and skills
needed to afrect institut.,onal performance. The key steps in this process,
listed below, will be discussed in Chapter I.

a. Development of human resource development infrastructure;
b. Marketing of information on training opportunities;

Cc. Screening and selection of candidates;

d. Development of training plans and learning contracts;

e. Nominatfon and placement of candidates with training institutions;

f, Preparing candidates for learning experiences;

qg. Monitoring, supporting and ennancing programs of candidates to ensure
learning goals are being met;

h. Preparing candidates for re-entry;

f. Preparing host-orqanizations for re-antry;

J. Follow-up and support of graduates to maximize use of learning
investments.
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5. Recommendations on participant training - By Priorities:

a. Support for governmental Institutions Developing
Human Resources

Donor support for the development of a human resource infrastructure system
of the Government of Swaziland should be continued and strengthened. Further
assistance to the MOLP, and to training officers carrying out needs assessments
for both in-country and overseas. training, is still needed if this input is to
have the intended impact of making government agencies more capable of
determining and meeting their own training needs.

A full-time OPEX advisor, working closely with training officers,
department heads, top management and the governmental training institution, to
determine more precisely the gaps between position requirements and the actual
performance of the incumbents is needed. This advisor could complete the work
of creating the critical human resource development infrastructure effort that
was begun under SWAMDP by 1993, the final year of SWAMDP. Improvement and
rationalization of the participant selection process in MOLP and strengthening
of efforts to collect information and formuiate a more effective Localization
Policy, wculd also be key elements in this assignment.

RECOMMENDATION: That an OPEX-type advisory position for an expert in
training and personnel management be created in the Ministry of Labour and Public
Service, with responsibilities for improvement of institutional management
extended to SIMPA, be created and supported by the GOS and a donor.

b. Assistance to The Swaziland Institute of Technology:

SCOT has made very good use of the assistance it has received under this
project. The assistance in building its accounting program which has been
proposed under the new project should be implemented, as there is both a high
need and a very high demand for accounting graduates.

RECOMMENDATION: There is an overall need for minagement/institution-
building assistance to the College which could probably be met by the assignment
of a vocational/technical f{institutional OPEX consultant, attached to the
Directory of Industrial Training at MOLP, as recommended by the GOS, to act as
technical and managerial advisor to the Ministry and to its institutions. Since
there are currently discussions on making SCOT into the Engineering School for
UNISWA, such an advisor <hould be prepared to help develop the plan for this
institutional upgrading, if this policy of the GOS is affirmed. If such a plan
is approved, USAID should be prepared to support it with training to a relatively
high lavel, e.g. at least several M.S. in civil, mechanical and electrical
engineering.

The attachment of such faculty to U.S. 2-year technical colleges on an
apprentice teaching basis for at least 6-months is also urged to give them full
qualifications. At least one Ph.d in engineering should also be trained to head
the department and to have equal status with other UNISWA department heads.
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d. The Swaziland Institute of Accountants

The development of courses and accounting standards, used not only by this
institute but also by SCOT, UNISWA and other accounting training institutions,
is an important achievement for the SWAMPD project.

To build on this success, however, there is a need to look at other ways
of expanding the very high need, and very high demand for training Swazi
accountants. (there are at present only 5 Swazi’'s with the equivalent of a CPA
in the country, vs. 56 expatriates with this level of training.)

RECOMMENDATION: a. USAID or other donors should consider supporting a
pilot project for training tutors, purchasing materials and testing the
“distance-learning® accounting modules currently being considered by the

Institute.

b. In order to support localization, and in order to
strengthen management and institution building, USAID or other donors should
also consider additional training for the new Swazi director of the institution.
Although he has a B.A. in business, an M.B.A. with a strong emphasis on
accounting and management of training institutions, accompanied by a relevant
work-study experience, would have a high pay-off in this case.

e. Unjversity of Swaziland

The Linkages program and the OPEX assignments have clearly been among the
outstanding successes of the project in assisting this key institution to build
its capacity.

The recent emphasis on agro-business and small farm management is clearly
important and is already receiving technical assistance from USAID in the form
of a visiting professor. There are, however, at present few if any Swazi faculty
with expertise or credential in this area.

RECOMMENDATIONS UNISWA:

a. In light of the success of the existing OPEX assignments, and
considering the fact that the university is clearly able to make good use of this
relatively i{nexpensive resource, it {s recommended that donors seriously
consider the university’s request for 2 more OPEX consultants to be placed in
the university.

b. Secondly, it is recommended that faculty be sent for advanced
training, preferably to the Ph.d level, to the U.S5. to strengthen the
university’s capacity in Agro-Pusiness. This should also fit well with the
additional emphasis on the private sector in the STRIDE project.

If USAID decides to support the GO> emphasis on increasing enqgineering
training, as stated in the GOS Manpower Policy Document currently under
consideration for signature by the Minister of Labour and Public Service, then
the selection of at least two candidates for graduate work in engineering would
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be appropriate, provided that there are appointments available for these
graduates on return. [f these were nominated from UNISWA, this would also help
support institution building for both of these institutions.

RECOMMENDATIONS: Participant Program Management

A resource library of current catalogues and brochures (for short-
term courses) should be established by the contractor in Swaziland. If this is
already available at USIS, these collections should compliment each other, not
duplicate. This informational resource should be open to any Swazi and there
should be a knowledgeable person available on staff to answer questions or,
alternatively, who could request and obtain the needed information from the U.S.

in a short time,

The contractor should make use of the resources of AID’s office of
International Training 1in Washington. 0.C., to determine the quality and
characteristics of specialty programs in various fields whenever necessary. If
required, the USAID/S mission should request this cooperation be established.

Selected candidates and participants should be informed in time for
their travel so that they all have the opportunity to attend the computer
orientation course. Also, the medical examination should, to the extent possible,
come early enough in the process to minimize costs and {inconvenience to those
who have gone through the process of selection.

A program of re-entry orientation and organizational change skills
needs to be aestablished in order to facilitate the transfer of new skills and
knowledge. Such a program should be espectally oriented towards the development
of skills in how to introduce change, {.e. new f{deas and practices in
organizations.

Teaching/training skills would be highly valuable since the majority
of returned participants are expected to conduct seminars and workshops in their
workplace. This program shuuld also ensure that the participant has a position
to which to return and if not, should provide assistance in job placement in the
few cases where this may be necessary.

The documenting and monitoring program for returned participants
requires some changes to become 3 more useful tool. The system, while
computerized, s only of limited usefulness in locating returned participants,
It should be amended to include home, or permanent addresses since participants
are shifting jobs and the mail forwarding system in Swaziland {is apparently not
too efficient. Secondly, a reqular, routine follow-up should he established to
update the system and to determine changes in the population of returned
participants. A newsletter, put out by the Alumni Association with a SASC
attached (which would also serve as renewal notice to the subscriber of the
newsletter) may be one way of doing this,

Develaopment of managerial knowledge and skil)s needs wore attention
in program dosign since most, 1f no! all, participants will have considerable
mansgerial responsibilities as they advance through their careers, regirdless
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of whether they are currently technical specialists, or work for government,
parastatals or private enterprises.

A1 participants should have the opportunity for practical, on-the-
Job training with a relevant organization. The "acculturating" effects of
experiencing a U.S. work-environment is clearly a powerful one for achieving
management skills such as becoming aware of standards of performance and improved
interpersona) relationships. The application of theoretical knowledge learned
in formal courses as it is applied in the workplace is also an important
learning.

It is specifically recormended that tore resources be committed to
individual P10/T’s by USAID and other donors for this type of learning and that
contractors be assisted and encouraged in preparing for placement by building
cooperation witnh industry, local and federal government organizations necessary
to make this component a success.

In designing such programs, the "training contract® between the
sponsor, the employer and the participant should not be executed until and unless
there is a clear understanding of the management role and responsibilities which
the participant is likely to face in the short and long-term of his or her
career,
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B. In-Country Training

1. Adequacy and Direction of Training Activities in Light fo
Project Goals and Objectives.

In the last two years of the project, the in-country training component
finally developed into the program that was envisioned in the project paper.
Sixty-seven percent of the courses (37) were delivered during that time, in which
58 percent of the total trained population participated (approximately 653
participants - an estimated 217 persons). Ouring that time, the number of
courses and the number of participants far exceeded previous years and brought
the quantitative totals for the program past the projected targets,

Courses were designed in modular sessions which allowed people to take 2-
J related courses. (Eighty percent of the questionnaire respondents indicated
they attended multiple courses (modules) during the 1989/30 program.) Key
members of the leadership cadre were identified from several organizations
attempting to create a critical mass of at least 3-4 decision-makers from
specific organizations. Returned participant training persons were also
identified as part of the target audience.

Overwhelmingly, the in-country training participants felt they benefitted
from the training they received and were working more efficiently in their
positions as a result of the training. Although these people are making scme
contribution to thefr organizations, the organizational impact is another matter.
Relative to the project goals and objectives, the in-country training lacked a
clear focus and strategy until 1988, and it was 1989 before programs were
implemented based on that strategy. Many people were trained in the 1989/90
programs, but as pointed out in another portion of this evaluation, not enough
people could be trained in the relatively short time remaining in the project
to create a critical mass, efther horizontally or vertically, within and/or
between organizations, to make a significant impact. Alsc, the length of time
has been too short to evaluate what type of impact, if any, the training had on
the organszations.

Any individual or organizitional impact was greater on the public sector,
or perhaps the parastatal organizations, rather than on the private sector simply
from the standpoint of numbers who participated in the programs. Although the
public sector was the primary target group in this project, a lower than expected
participation rate was achieved by the private sector (a rough estimate of 10%).
This was due, tn part, to a lack of adequate knowledge in how to market the
program to the private seclor.

Another factor that indirectly affects the organizational impact is the
lack of adequate management systems that were to have assisted in tracking SWAMDP
participants and monitoring the status of the programs relative to the project
objectives. Unttl 1988, a functional participant tratning tracking system wag
not developed that could be used to 1dentify people for the fn-country training
programs. Returned participant training persons were included in the tn-country
training, but more often because of the positions they held rather than being
specifically taroeted.
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In addition, an adequate monitoring and evaluation system was never
developed for the {n-country training program. Therefore, data was not available
that could provide information as to who previously attended a program, from what
organization they came, how many came from each organization, in what sector the
organization was operating, or to what degree females participated.

2. Degree to Which In-Country Training Has Been Based on and M e t
Identified Needs.

Identifying training needs and basing training thereon has been a major
issue throughout the life of this project. In the early years of the project,
participants for training programs were identified more often based on their
relationship to their supervisor or someone was just assigned to attend. In some
cases, self-selection occurred, but often without an idea as to what the person
was to get out of the course. In trying to deal with this problem, a Manpower
Development/Training planner was hired to work within the Ministry of Labour to
establish guidelines for conductirg training needs assessment and developing
training plans. While this process still needs to be developed to a much greater
degree, many of the training officers have a greater understanding of the
training needs identification process.

The background laid in the organizational development effort contributed
to developing a more effective process for identifying training needs which was
used for identifying participants for the 1989/90 programs. for the 1989/90
programs, organizational tratning needs were identified by working with previous
in-country training participants, various ministry officials, the training
officers and by reviewing the training plans. Individual training needs were
identified at the beginning of courses by asking participants what were their
objectives for the course. This was followed up at the end of the course by
asking for {input in the next follow-on course. from a review of course
evaluations and through the evaluation interviews, respondents indicated that
their objectives were met most of the time,

. Extent to Which the Training Efforts Have Been, or Should Be
Institutionalized.

Local tratning tnstitutions uttiized were Mananga Agricultural Management
Centre, Institute of Development Management, Uepartment of Extra-Mural Services
{UNISWA), and [xecutives Development Africa. U.S5. orqanizations utilized were
the Harvard Institute of International Development and the International
Management Development [nstitute of the University of Pittsburgh.

Although local tnstitutions were used for the training, 4s a result thereof
they have not qatned a substantial ingreased capability of delivering management
traintng.  The reason for this 15 that they bid on and won contracts based on
an exisling capabtlsty - not based on the potential for delivering a higher-
level of training than what they had doing i1n the past. (This may have been the
process 1f there was an intent of matching yp & local institution with a U.S,-
based 1nstitution for the express purpose of strengthening the capability of the
local tnstitution to effectively deliver senfor-level management training.)
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When the capability to deliver senior-level management training was not
evident in the local institutions, then outside firms were hired to deliver the
training. There was no indication in the Jife of the program that outside firms
were hired to work with local firms in delivering training, and therefore,
strengthening their capability to deliver the type of training offered under
SWAMDP. This was an upportunity lost within this program, especially since the
ministries (including SIMPA) do not have the capability - or the budget - for
developing or delivering similar levels of management training.

4. Extent to Which Participants are Applying in Their Workplace the
Skills Taught in the Training.

Consistent responses came from evaluation intervieweces, workshop
participants and most of the respondents to the evaluation questionnaires that
they are applying in their workplaces what they learned from the in-country

training programs. The extent to which they are applying the information is
relative to the constraints in the workplace.

Forty-four percent of the evaluation questionnaire respondents indicated
the follcwing constraints:

Lack of cooperation from line manager.

Difficulty/fear of diverting from the organizational culture.
Shortage of qualified personnel.

Difference in the lanquage of the trained and untrained.

Reluctance by supervisor to accept new concepts in the line
of administration.

Lack of cooperation from the heads of departments,

Time constraints to explain to support staff adequately what
has been learned.

Changed positions and no longer applying skills,

Lack of policy from top manager reqarding application of new
ideas.

Lack of training for peers.

Supertor never attended tratning and s threatened by the new
ideas.

There are establithed procedures which restrict the carrying
out of new ideas.
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Several of these constraints were dealt with in the 1989/90 training
programs in which policy-level and operational-level managers were included in
the target group and topics in several of the workshops addressed these issues.
However, as previously indicated, the 1989/90 training program was not adequate
to train enough people to effectively address these constraints,

S. Extent to Which Follow-Up Activities to Reinforce Skills are Adequate
and/or Needed.

Although there was supposed to be an understanding with the trainee’s
employer that there would be on-the-job follow-up to identify constraints in
using tha skills taught and to identify further training needs, there was no
indication that this required follow-up was comnunicated to the employers or that
follow-up to the training occurred to any great degree in any of the
organizations, except for a couple of the larger private sector organizations
that already had “follow-up® systems in place.

Several of the public sector evaluation questionnaire respondents indicated
that “follow-up” activities in their organizations meant writing and submitting
a report to a supervisor - which may or may not be read - or engaging 1n informal
conversations with colleagues.

Some follow-up (or, learning reinforcement) was implemented through the
training programs with the 1989 modular training format. Assuming that the
training participants attended all of the modules, they would benefit from the
follow-up butlt into the courses by developing an acticn plan at the end of the
first module that would be taken back to their workplace and implemented (where
appropriate or possible). The beginning o/ the next module was then opened with
a discussion about the successes/fatlures in implementing the action plans. In
some cases, this was very effective in reinforcing the learning that took place
tn the workshop.

In other cases, the actiun plan was reqgarded as a useful “homework®
exercise, but not useful 1n the workplace becduse of the Yack of follow-up on
developing them. Some of the eviluation workshop participants indicated that
they developed action plans and then submitted them to the tratner(s). The
tratnees wanted to get some critical feedback on them to know wheether or not they
were developing sound and reasonable action plans. However, when the plans were
submitted to the trainers, lhe tratnees never recuvived any verbal or written
feechack. Other comments were that when action plans were completed and attempty
were made in implementing them in the workplace, insufficient time (1f any at
al1) was given at the beginning of the next workshop to review wha! had happened.

The tratners from the workshops provided some informal fTollow-up - that
13, training participants could contact them 'f they had additional questions
41y 3 follow-on to the warnshop. However, participants seldomly used this
upportunity

Inaggition, 27 {66%) of the evaluation questionnaire respondents indicated
that the cuurses they attended were too short. The objeclion was nol to the

tirwi §

1% . 16


http:follow.up

length of time, but to the intensity of the course which was too fast and often
too much to absorb the new concepts and ideas.

When new concepts and ideas are given in a short timeframe, then that
person returns to the workplace where perhaps only a few others may have similar
skills and/or training, and then that person runs into constraints in trying to
implement any change or ideas, over time the benefits of the training are
virtually lost. Given the tact that few of the organizations do anything at
all to reinforce the learning that takes place ‘n the workshop, follow-up is
needed to obtain the maximum benefit from the workshop and to try and make the
most effective impact on the arganization.

€. Recommendations

This evaluation comes near the end of a project and recommendations, while
less valuable for this project, may be valuable for succeeding projects. In
particular, many of these recommendations will feed into the Swaziland Training
and Institutional Development (STRIDE) Project which begins in the Winter of

1990.

The recemmendations are based on the findings of this evaluation. Much
of the information for the recommendations came from the in-country training
participants who participated in evaluation interviews, warkshops and completed
questicnnaires.

The recommendations are as follows:

fourses

1. Marketing of courses. More attention should be patd to °*marketing®
courses - that 1y, being active rather than passive in identifying participants
for the in-country training program, This 15 particularly importint in working
wilh the private wector.

Ay 4 start, coursey need to he scheduled for at lesast stx months and then
advertised 4 few months in advance so that private sectore firme can schedule
relevant courses in a ULimely fathion

1f possthle, a brochure should be developed and distributed to such
orqgantzattons s Swatt bederation of {mployers, Chamber of C(ommerce, Swall
Institute of Persunnel Minagement, Hustness and Professtonal Momen's qgroup, and
the Mintstry of Labour - Tratning Officer’s Group

The Swalzl federstion of (=ployery produces a monthly newsletltler which
tncludes section on travning amd often 1iety courtes tu be offered. U also
hev a standing comtltee on training through which potential participants could
be 1dentifred and matervals dvstribyted.  Mesbers of the Swazt federalion of
{mployers are primartly tros large cospaniey, but several are also from the
smaller compantes.

Different approaches need to be taken with the larger and smaller
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companies. Larger companies need to have specific people identified to receive
the "brochure,” and need as much advance notice of courses as possible. Also,
larger companies may be more likely to respond to different types of training
programs than smaller companies (i.e., financial analysis or capital budgeting
for a large organization is likely to be quite different from that of a company

of 10 people).

In the last five years, Swaziland has had an influx of smaller companies,
and that sector is still growing. There is some evidence that Swazis who have
reached a ceiling in the large companies are moving to smaller companies where
there is more professional growtn potential for them, This makes the smaller
companies even more atiractive far the project and may be another way of
addressing the localization issue because it may be a way for Swazis to be
getting the experience and the management training they need to later move into
more responsible positions in larger organizations.

The Training Officer’s group now operating through the Ministry of Labour
should actively recruit participation of parastatal and private sector personnel
and training professionals. This is 3nother means of identifying potential
participants and dJistributing "brochures.®

2. Application form. The application form should be revised to ask how
the potential training participant expects to apply in the workplace what s/he
learned in the course, The employer/supervisor should also complete a statement
tndicating how s/he expects the employee to apply itn the workplice what s
learnvd from the course. This may also be the point at which to ask what
“follow-up® or skill retnforcement will take place once the employee returns to
the workplace. Another possibility s to send a4 letter 1to the
employer/supervisor following the ccurse to fndicate that person X completed the
course, person X developed an action plan and 14 implementing 1t ask what has
happuened.

3. Pre-courve workshep. Prior to esch course, a one day, or one-half day,
workshop should be held to conduct an individual needs assessment and to develop
the course content. Thiy pre-course workshop should Include a discusston on
how the participant expecls to 4fply the Information/shil)l in the workplace and
huw that relates to the needs of the organization,

4. Post-corurse workshop. Following & workshap, perhaps & few months later,
the participants should be gathered for a one-day workihop to review their action
slans and discuss successes/fatlures, why, and how those constrainls can be
gvertume,

The Tratning Off1cer s Group may be & vehicle through which palicies and
procedures can he Jeveloped for follow up Lo courtes

S Tratning Institutlions

a. To increaze the capatity of local tratning 1nstitutions, organtizattons
should be tdentified who can deliver certain levels of smanagement training,
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Whure there are gaps, outside consultants should be retained to work with the
training institution in developing and delivering the training program at the
desired course level,

This would also be a good point at which to identify one or two Swazis who
have a strong potential capability for delivering effective management training.
These people could also participate in the development and delivery of the
training.

b. Consider using DEMS 1in the future, especially as the Business
Management program develops at UNISWA.

c. Oraw more on private sector people, returned training participants and
GOS paersonnel to serve as resource persons for workshops.

6. Program Management

A monitoring and evaluation system should be developed that directly
raflects the project paper outputs of the in-country training component. The
system should be used as & management tool to asstist in keeping the project on
track, which was a problem 1n SWAMDP,

A recormended data collection form for the 1n-country training courses fis
included in Chapter |] which describes in more detai]l the evidence for the impact
of the in-country training,

tingl 1
1% R |



c.

tirei
119

EXECUTIVE SUMMARY AND RECOMMENDATIONS FOR TRADITIONAL SECTOR TRAINING

1

1. ZENZELE WOMEN

| Iraining tarqets. Training targets under the Home Economics
subcomponent have been greatly exceeded: 4,982 participants, or

roughly 1,660 women (eliminating repeats) attended 143 workshop
between 1987-1990. It must be acknowledged that quantitative
training targets were very modest in the project documents due to
changes in the scope of training, still the project’s training record
{s impressive by any yardstick.

2. Institution building: HE has received training under the project
which has expanded its capabilities far beyond the traditional home

economics areas of cooking, childcare, hygiene, sanitation, etc., A
cadre of Home Economics Officers (HEOs) and Ass’t. HEOs (AHEQs) has
been developed with (a) new technical skills in income-generation,
small bustness development, commercial handicrafts and applied
behavioral sctience, and (b) new participatory and experiential
training skills which are being used to effectively transmit the
new technical skills,

Tratning provided by Tototo Industries (Kenya) has in particular introduced
to HE extenston officers and assistants important and useful skills,
tratning approdches and--1n some cases--attitudes toward educating rural
African women. The HEOs and AHEOs tn turn have passed this traiaing on to
tenzele and other organized Swazt women. Two years later, there 15 already
evidence of tratning impact 1n the lives of arganired Swal2) women,

There 14 every redson o expect that training will continue after SWAMDP
funding ends. HE s contribution to funding zenlele workshops has risen from
nothing tn the first two years of the project to £50,000 in 1990. HE has
been allocated [1C0,000 for tratning in the next FY -the first post . SWAMDP
year. Since TransCentury’s funding declined to $15,000 (c. £45,000) in
1990, there will actually be mure training funds avatlable 1n the first
post-projectl year than in the last year of SWAMDP.

). small Busiress and Income Generation. There has been project impact
In the tmportant area of trsining rural women to become involved in
the very activities they themsaelvos reported they wanted to become
fnvolved tn at project start.-up, namely Yncome-generation and smal)
business enterprize ‘lome such projects are barely off the ground,
while other fenitele groups have Latllt & 110,000 roadside marketl or
have ratied acarty £4, 000 toward the downpayment for & gas staticn.
However uneven the tepact of tralntng, 1t seems evident Chat an
feportant process has begun (or significantly accelerated under the
project)  ruryl women are gatning the requisite self-confidence and
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business skills to generate income on a scale greater than has been
possible from the sale of handicrafts.

The sheer range and scope of income-generating and business activities
Swazi women are attempting s encouraging and shows that women are
sufficiently motivated to try a second or third enterprise {f the first

fails.

4, Leadership Traiping. There is evidence of important impact resulting
from Leadership training. Tototo’s experience elsewhere in Africa
has bean that such training must precede any form of business
training because rural African women wusually lack the self-
confidence and perhaps assertiveness to attempt new income-
generating and business ventures. Although it is hard to measure,
Swazi women have indeed gained self-confidence from leadership
training, and this enhanced self-confidence has significant
consequences in their lives generally. The human resource development
attributable to Tototo training has: (1) provided women & measure
of liberation from the constraints of traditionalism; (2) provided
women enough self-contidence that they will attempt business
ventures; (3) had unforseen spill-over beneficial effects in womens’
Yives, such as helping them solve family and cummunity problems;
(4) encouraged women to questicn information rather than passively
accept {t.

It {s noteworthy that these results demonstrate that the basics of applied
psychology and sociology (often regarded as advanced academic subjects)
are at least as teachable and immedfately useful and applicable in the
lives of semi-literate rural African wowen as, for exaonple, gardening,
sewing or handicrafts. As noted in (5) below, women are even willing to
pay for training in these subjects.

S.Multiplier [ffect. Thero ts evidence of genuine and very exciting TOT
and multiplier effect in certain arcas of the country, notably Shiselweni. In
this reqgton, tratned renzele groups dre training previously untrained groups

1n *leadership,” and the recipient groups a-e paying for travportation,
accormodation and subsistence. Recipient renzelegroups are initiating requests
for training and the local AHEO ts  playing an increasingly inactive
supervisory role.

The fact that even some women’ s groups are inftiat'ng requests for training
and are willing to pay the (modest) workihop expenses can be taken as
compelling evidence both of the demand for training and of the usefulness
of the type of training that has developed within HE over the last two
years,

The TOT system of trained groups training other groups--and these groups
training st1ll other--has the potential to develop Into a self-sustaining
tystem requiring only minimal fnputs from KL, and nothing from donors, But
tuch tnpuls must be of the right kind; for example care must be taken not
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to create deperdency on outside resources. And however encouraging the
*Shiselweni TOT model,” the system has not yet bequn to develop in this
way in most areas of Swaziland.

gs Clubs. Savings clubs have been started on a pilot basis, one
in each of Swaziland’s four regions. All are in an early stage of
development - -about three months old at time of fieldwork. Motivation
to participate in savings clubs relates more to security--"saving
far a rainy day"--than to business investment, but this might change
as accounts grow and experience with banks and smaller investments
accumulate. Pilot savings clubs have demonstrated that women can and
will save impressive amounts in joint bank accounts, but each of the
pilot groups seems to have demonstrated this ability to some aextent
prior to specific SC training. Nevertheless there is considerable
enthusiasm on the part of HE extension workers as well as zenzele
and other rural women to explore SCs further.

PROBLEM AREAS

tiral Y
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There is very uneven performance on the part of HE Officers and
Assistants. Among a few we found negative attitudes, lack of
commitment to rural extension, and reluctance to make field visits.
Regarding the latter, some cited lack of vehicles, lack of “proper
introductions® to the community, lack of buses or of busfare, as well
as other excuses for not visiting their assigned zenzele groups.
There are indeed real constraints to extension worker mobility, yet
one can find HE extension workers who find ways to overcome these
constraints and reqularly visit more than 10 zenzele groups. It
appears that with commitment and motivation coupled with flexibility,
improvisational ability and a measure of humility {i.e., one is not
too proud to take pubiic transportation), AHEOs and HEQs can meet
their assigned groups on a reqular basis. Indeed this {s what HEQs
did before donor-danated vehicles became more widely avatiable, as
older zenzele members themselves can testify,

Most zenzele groups secm to remain fairly dependent on extension
worker contact. The relatively ‘ntense training effart sponsored by
SWAMDP over the past five years may have perpetuated or even
increased such dependency. This is to be expected in a period when
a great deal of new learning has been absorbed, and this in turn has
resulted tn trained women wventuring into ne  -ealms of income
generation, small business and savings clubs.

Selection of worksnop part :nts needs {mprovement iIn some areas,
We found evidence of work.“:p planners mixing those previoasly
trained with thote never trained in the same workshop., This makes
it imposyible to properly gear training to either group.
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4. Some possible negative effects may have resulted from the project
(although such effects are by no means unique to SWAMDP). For
example, the project may have fostered dependence on USAID funds and
vehicles. In a few areas there may be somewhat fewer weekly visits
to zenzele groups nowadays than in the recent past--judging solely
by the comments of some zenzele women--even though the project should
have eased transportation problems by workshop and other funding.
Some AHEQs are now reluctant to make field visits unless a vehicle
is made available.

CONCLUSIONS and RECOMMENDATIONS:

There has been very impressive project impact in a variety of areas, impact
that in importance far outweighs the few problem areas identified. Most
of the project impact, both on HE as an institution and on the ultimate
beneficiaries of training, has resulted from training that has occurred
since the mid-term, that is, within the past two years. It should be no
surprise that impact on zenzele women has been uneven when viewed
regionally and sub-regionally. This is to be expected, given the short time
frame, the difficulty in reaching many zenzele groups, the importance of
the local AHEQ, and the uneven performance of HE extension workers.

The accomplishments with zenzele womens’ organizations-- impressive though
they are--are still very fragile and need careful nurturing in order to
flourish where they are presently found and to take root throughout
Swaziland. Such nurturing is the responsibility of Home Economics, and
SWAMDP-supported staff development of HE should make this possible.

Yet the process can be assisted by the right kind of USAID technical
assistance. The leadership and business training of organized rural Swazi
women appears to be at the developmental stage where specialized technical
assistance {s needed more than money or vehicles (lamentations about lack
of transportation notwithstanding). HE does not need what might be
cynically termed a USAID "shot of morphine,” creating more dependency on
donor funding of workshops and vehicles.

TA should be provided by someone well-familiar with Swazi culture,
nonformal education in rural Africa, and the issues associated with Women
in Development including income-generation and small business development.

There neceds to be bettar monitoring and supervision of HEOs and AHEOs. HE,
with advice from the new USAID contractor, ought to develop and institute
a system rewards and recognition that includes career advancement for HE
extension workers who: (1) regularly meet their assigned zenzele groups;
and (2) produce results such as those described in Shiselweni where zenzele
groups are trainina at no direct cost to HE or any donor.

CARE/Swaziland will be assisting HE {n supporting small business enterprise
development among women's organizations once SWAMDP ends; it is said to
currently be involved in developing training materials for savings clubs,
It appears that CARE will be unable to support Zenzele workshups; this may
not Le a bad thing since it could promote the institutionalization of
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zenzele training in Home Economics. It is expected that HE will continue
workshops from their recurrent budget, which for the forthcoming FY fis
expected to include £100,000 for training.

Regarding savings clubs, before proceeding much further with SC training,
HE and CARE should combine with ACAT to evaluate the experience of the §5
ACAT-assisted savings clubs that have developed since 1982.

The training of zenzele women, like that provided for traditional leaders
under Community Development, seems to have the potential for fundamental
and far-reaching changes in Swazi society. Social egalitarianism, the
empowerment of women including their economic emancipation from their
husbands, and democratic elections as practiced in many zenzele groups are
all somewhat contrary to fundamental patterns of Swazi traditionalism such
as subordination of women, passive acceptance of authority from above
(especially on the part of women) and social stratification based on
birthright. A1l parties involved in training should be aware of this.

I1. LOCAL LEADER TRAINING/COMMUNITY DEVELOPMENT COMPONENT
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1. Magnitude of training. 2,980 participants, or at least 1,000 individual
traditional and local leaders were trained under the project. This far
exceeds the original training targets.

2. Institutional development. Most of staff of Community Development (CO),
or at least 25 Jjunior officers and 19 senior officers, were trained in
community development, leadership., applied behavioral science, and
appropriate methods for training rural adults in developing countries. The
Junior staff completed a "certificate course” in community development held
at the Dept. of Extramural Services at the University of Swaziland. Two
senfor staff, the Principal (D Officer and the Women in Developemnt
Coordinator, participated in short-term project-supported training in the
USA.

3. A brief but carefully sampled follow-up survey of S0 local leaders who
had been exposed to project-sponsored training showed that the positive
trends found some 18 months earlier in an impact ovaluation of such
training are still continuing. fFor example, it was agreed during the design
of SWAMDP (1984} that the (mean) average number of development-related
organizations per randomly-selected community would be used as a general,
objective, quantifiable measure of development activity on Swazi Nation
land. This would also serve as a general impact indicator for the project.

The average number of such organizations rose from 5.5 in 1983 to 11.5 in
April 1989, to--as we found in the evaluation survey--17 in October, 1990,
The apparent significant growth during the last 18 wonths of project
support may be partly a statistical irregularity due to our relatvely small
sample, but the growth trend can said with confidence to be continuing,
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4. There are convincing empirical findings that show continuation of
positive trends resulting from SWAMDP-supported training, even since an
evaluation survey 18 months prior to the present evaluation. In addition
to an increase in the number of development-related local organizations,
we found the chief’s council playing a more prominent development role,
and an increased sense of local--as distinct from government--
responsibtlity for rural development.

5. Since 1989 there has been a measurable rise in income-generating and
in committee-formation activity, findings corroborated by the preceding
section shawing significant growth in economic activity on the part of
zenzele groups.

D. EXECUTIVE SUMMARY AND RECOMMENDATIONS FOR THE DEVELOPMENT COMMUNICATIONS
COMPONENT

The Development Communications (Devcom) component of the SWAMDP project has
succeeded in strengthening twenty one ministry sub-units aird NGOs by establishing
and operating the Swaziland Center for Deselopment Communications (CDC). The
component ‘s bilateral objectives included.

the creation of the (DC

training devcom professionals

strengthening the Swaziland Broadcasting & Information Service (SBIS)
fnstitutionaltzing development communications in Swaziland.

Key persornel from SBIS were enrolled in degree leve! trazining in the U.5. and
short-term academic training in “waziland. Subject matter spectalists and
information of ficers from ministries, parastatals and NCOs also completed the
short-term academic tratning. The component coupled on-the-job training with
strategic and physical support to strengthen SBIS and to achieve the overall
development communications obJectives. As 2 result, more Swarzts are able to
recetve development information. Development messages have increased in
quantity, and most importantly, 1n quality.

The component has not fully institutionalized a self-sustaining training program
to meet the communications needs of development agencies. Recent personnel
crhanges at SBIS, and the on-going Communications Studies intttatives at the
University of Swaziland, show potential for full tnstitutionalization.

ACHIEYEMENT S

At 1ts inception, the component was considered a crotss-sectoral experiment,
Project objectives were Included under the umbrella of SWAMDP but the project
wat administered by a  separate contractor; the Academy for Lducational
Development (ALD). The component’s feattbility 1ludy wats very ambitious and
utoplan 1n  design, Although Swartland has a2 history of development
communications dating to 1966, 1t took a major effort to establish the value of
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development communications in the eyes of the Government of Swaziland and the
key development sectors of the USAID mission.

By the component’s mid-1ife, closer coordination was realized among the mission’s
development sectors. The CDC orientation shifted more toward radio than toward
print as training got underway. (DC staff and training participants helped
create successful media-based information campaigns on immunization, malaria,
nutrition, and AIDS. Pre-existing devcom programs for literacy, cooperatives,
family planning and women in development, among others, were improving.

The participants’ on-going success in creating and disseminating development
messages is the result of a strenuous and well coordinated training program,
Five people earned degrees in electrical engineering, mass communications, or
educational technology. Two of these people were from the group of forty five
professionals who received short-term, university level, in-country training in
an innovative program created by AED and San Diego Statrs University (SDSU).

Short-term consultants were effectively employed to provide on-the-job training
for engineers, information officers, technical staff, devcom producers and SBIS
management. A variety of workshops and forums were organized to expose senior
officers to the concepts and practical applications of development
communications. Both of the contractor’'s devcom specialists acted as Chief of
Party and provided high-quality direct assistance to participating ministries
and NGOs.

TRAINING

A tracer study of in-country and long-term training participants was completed
for this evaluation. All forty eight training graduates were located, thirty
six were interviewed in depth.

Sixty five percent (31/48) of the graduates are continuing their efforts
in devcom. In all, nine have been promoted to posts (including management
and training) with greater devcom duties. Fourteen are employed by $SBIS,
seventeen are employed by ministries or NGOs.

Thirty five percent (17/48) of the graduates have little or no direct
responsibilities for devcom. Four from this group have been promoted to
management or training positions. (Note: one Vs now a training officer
for South Africa HBroadcasting Corporation in Pretoria, another provides
communications tratning to the public and private sector in Swaziland.)
Eleven have transferred laterally fn thetir agencies to posttions without
devcom duties. Two have restgned thetr positions for perional reasons,

The 1n-depth interviews revealed umintmcus over-all satisfaction with the in-
country training courses. Constructive suggesticns were offered to fine-tune
the course modules. Only three of the )3 in-country graduates interviewed
tndicated any reluctance to participate in 2 similarly structured training
program.  All three attributed their reluctance to job related pressure during
travning., Five greduates recommended a stronger enrollment selectton process.
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Interviews with the graduates’ supervisors revealed strong institutional impact
at seven out of ten ministries or NGOs. This impact was detected in the
institutional ability to organize activities over the radio, as well as in the
use of radio to support print communications and field workers. Organizations
that use development communications have been well served by the project (see
report for details). Institutionalization is readily apparent and the results
are exciting. Every supervisor interviewed said participants are more focused
and clear in their communications work. They report that the component improved
their employees’ Skills in research and planning,

PROBLEM AREAS

The in-country training was marred by a controversy over the level of recognition
afforded graduates of the program. The participants believe that a specialized
course of this duration, offered at the university level, is worthy of a diploma.
In turn, a diploma gives professional recognition and the capability for
promotion. Participants were awarded certificates with a transcript verifying
degree-level credit at SDSU, rather than a diploma,

The controversy surfaced atter the initial intake of trainees, credting doubt
among participants and their supervisors over their level of comnitment. To this
day, participants say they have not received a satisfactory explanation of this
fssue. SDSU has been clear on the topic: by Californta law, SOSU can not {ssue
a "diploma” for the training. The impact of the controversy is two-fold. One,
1t demoralized the participants and dissipated COC momentum. Two, it has left
the participants with an unfulfilled desire to complete the training that was
started.

Two early fnitiatives faltered and were abandcned. One was to establish an
inter-minfsterial advisory board to guide national development communications
palicy. The other was to establish a governmental "scheme of service® for devcom
professiaonals. Even though these initiatives were unsuccessful, the dedicated
work of component employees, SBIS and training participants has successfully
institutionalized the tenets of development communications at the grastroots
level,

In Jate 1987, the CDC conducted a nattonal listenership survey, documenting the
habits of radio Visteners and the tmpact of devcom programs, This was a vital
step for COC and SBIS because no recent audience information existed. The survey
report was not i1ssued untt] December 1968 and contatns enough anomalies to cast
doubl on the validity of the findings,

SBIS Yistenership s low in non-directed questions (between 15 and 33%) but much
higher in directed questtons {96%). inis should have been detected as 2 shew
from courtesy responses. Cevcom prograrming awareness 13 reported a3 &
percentage of the higher (directed) responses. This resulted in 2 finding of
low tmpact among the people actually listening to SBIS.

Technically, the timing of the listenership survey was wrong. The training
program was only half completed. SBIS was functioning without engineerin
tupport while their two engineers were recetving deqgrees in the U.S. Siqnu?
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quality was sub-standard. Project engineering consultant Mike Starling and the
returned engineers found the national system “on the brink of transmission

collapse” in February 1989.

Starling has technically documented the design flaws and coverage inadequacies
of SBIS transmitters but this should not have been "news” to anyone in Swaziland.
A USAID sponsored survey from earlier in 1987 shows that reception was a problem,
Resuscitation of the system by Starling and the returned engineers allowed
greater coverage and signal strength. The listenership survey is not useful as
a baseline measurement of devcom program performance. An accurate baseline
survey should have been made in mid-1989 so subsequent surveys could measure

impact.

The problems with the survey are important. A survey taken today would more
accurately SBIS coverage and the project’s impact. A May 1990 survey on health
seeking behavior in Swaziland's lowveld (Center for Disease Control and the MOH;
Tangermann, et.al.) reports that 68% of the population {371/548) list radio as
their source of information. The next closest responses were, “told at clinic”®,
60% (331/548) and "radio and clinic”®, 26% (189/548). Although the survey to not
ask which radio station the information came from, it is clear that development
communications is penetrating.

INSTITUTIQNALIZATION OF THE COC

In terms of institutionalization, the component has been very successful {n all
regards except one. The CDC has not operated as an adequate center for training
or for devcom activities since the departure of the component’s CoPs. This is
mainly due to the appointment of a kind but unqualified Swazi counterpart COC
coordinator. It is true that the counterpart did not receive the level of
training envisioned 1in the original contract but responsibility for this
appointment must be shared by all parties to this project.

The counterpart was unwilling and/or unable to provide information on CDC
activities stnce the CoP's departure in December 1988, From in-depth interviews
and three full weeks direct observation at the CDC during the evaluation period,
tt 1y apparent that the CODC has not provided training as envisioned in the
contract, [t should be noted that the counterpart has resigned his position at
0C, effective November |, 1990,

[n the early stiges of the component, a qualified Swazi candidate was overlooked
for the directorship at COC. This person served as the public relations officer
for SBIS and a3 the chatrman of the Mational Associatton of Development Program
Producers {NADPP). [t {4 unnecessary to fix blame for this deciston. What is
tmportant 15 that the tmpact of the dectston coupled with the diploma controversy
and the fatled tnttiatives for a national advisory board and scheme of service,
flattened the NADPP and stunted the proper development of the CDC.

CONCLUSIONG AND RECOMMENDATIONS

A1l of the deviom pleces are present 1n Swaziland, Communicators are tratned,
SBIS 13 stronger, delivery systems are functioning and most participating
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ministries and NGOs are reaping the benefits of clearer communications. These
benefits accrue directly to the Swazi people. [Important work s underway at
SBIS, the ministries and the NGOs. The component has succeeded but Swaziland
is left with a need for a functioning development communications center,

It is recommended that:

Short-term technical assistance be provided to help re-organize the
coc;

Any follow-on to this project should begin with a listenership
survey;

Assistance be considered to the UNISWA Communications Study program
so that diploma level devcom training is institutionalized;

Assistance be provided to investigate and develop continuing
educational opportunities for the participants trained under this
companent .

The recommendations in Mike Starling’s 1989 engineering report are seconded here,
Commodity suppu.t should be provided to SBIS transmission and audio facilities

so devcom radio messages can continue to reach their intended audience.
L 2 X
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CHAPTER I: IMPACT ASSESSMENT OF OVERSEAS TRAINING

A. Impact Assessment

Three methods of collecting data needed to assess the impact
of the overseas long and short-tern training were employed in the
evaluation:

1. Questionalres

Cuestionnairey vere mailad to 118 returned participants
{approximately 7%%), who were selected ag reprosentative samples
from among fields and inatituticns as followa:

RETURNED PARTICIPANTS: SAMPLING FRAME
GOV/DEGREE GOV/NON-DEGREE PRIV.SECTOR PARAST UNISWA

MOE 16
MOF 6
MOA

MOY 9
MOL/¥S
MOW
AUDIT
COMM
COL/TEC
NAT/RES
5BU

[~}
[ R N SN N
*)

LB ol ol I ]
-4

(16)
(323) (9)
ECONPL 1
TINKH b}

Questionaires, designed to elicit responses {n the
following areas of impact assessment, solicited information on:

* Pasic i{nforaation on when, where and what had been
studled;

. Changes in Jjobs from pre to post-training:

. Training nevds auseauwment and participation in choice of
fnatitutlion:

. Pre-departure preparation and orfentation;

. On-the=-job and other practical tralning while abroady
¢ Re-entry courses:

* Use of overacan training to enploying organization;



. Recommendations for improvement in the progran.

The survey forms varied slightly for each type of
organization, and for each type of training, in order to control
for the type of organization,

2. Evaluation Workshops (Focus Groups) with Samples of
Participants by Type of Training and Type of Organization

A total orf 78 {ndividuals from the total universe of roturned
participants were then irvited by telephone to 4-hour meetings. A
total of 5 separate meetings werae held, with an average attendance
of 8~10 returned participants. The workshops were divided as

follows:
a. Government warkers who received deqrees;

b. Government workers who went on short-term technical
training:

c. Parastatals (degree, non-deqrea)
d. UNISWA (deqree non-degrea)
a. Private sector (degree/non-deqgree);

In these 1/2 day intenaive workshops, issues of how knowledge
and skills learned abroad were being applied in thae organizations
were axplored, as was the administration of the tellowship program,
In the lattar part of the workshop partipants were asked to act as
a tasx-forca to recozmmend strateqgiles and laprovenents {n tha
pregram  for their type of organization., A form was used to
stimulate the group Jdiscussions, held in Hluwatl, and to rate the
value of the workshop.

Farticipation and intereat 1n theuan workshops was very high
and a good deal of useful mpaterlal was qgathered both in written
recorrendation and tn the qroup consensun sesslons.,

Evaluation vorkshops wore attended by tepresentatives of hoth
thea MOL/ PS5 and USAID, (n all cases Siswati spesakerns, who liatened
carefully since they had a atake in Aetring as much unetfyl feel-
back from the partipants as pouslble,

The workshopa were thus not only intended to be a means of
Jathering data on the ‘zpact of the overseas training, but were
alaso part of an Action-Research procesn where inforpation on
program ieppact derived from former participants was provided not
only to evaluaturs bLut almso to  individuals represent ing
organizations with responsibilitlens for Bmakling corrections in the
way the proqgrapa were belng adminiatered,
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Finally, employers from key institutions receiving assistance
in the form of ove seas training, were interviewed by evaluators
and COS representatives on the impact of the training on individual
performance and orqganizational effectiveness.

Governmental Adencles

As indicated earlier, a total of 156 degrees were awarded by
U.S. institutions of higher learning to Swazls sponsored under the
SHAMPD project. ¢€f these, the great majority vere B.A./B.5.'s or
M.A.'s, primarily in flelds or Agriculture, Education, and
Management. Almost %0%V of all degrees awarded under project
sponsorsnip were for government employees.

In order to assess the iopact of this investment questionatres
were sent to a sample of returned graduates (see chart above on
sanple size), and two workshops were conducted, (a) With a sample
of returned graduateds, and , (b) with a group of training otficers
and supervisors of the returned graduates. This latter workshop was
also used to evaluate the effects of short-ters and in-country
training on government esployweaes,

A datalled analysia of this voluminous data ts still pending,
however, based on a reading of the formis returnaed, and based on the
workshop focus groupsa, tndividuald 1ntarview: and discussions, some
tentative conclusions abbout the iopact and effects of this training
can be put forth,

It should be Hntressed, howaver, that many of the degree
participantys have returned only recently, and nelther they nor
thelr supervisors have a clear ldea of what the long term affecta
on careers and orqganizations nay be.,

A longutitudinal atudy of the effects of overaseas tralning,
tollowing up participants froms all previcus projects sponsored by
USZAID, was Jdcne 1n 1989 Ly a local consulting tirm, Fhalifa
Assoclates, While LWAMPUR FOP evaluation did not, in genaral, ting
any major disaqgreement with the findings of the Fhallifa study,
there are Jdifferences In some of the reaulta, and, we belleve, ncone
intereating new findings which may have aignificance for the
management of tha LTRIDE project.

Finally, the sasple of participants who returned jqueat fonalres
is somewhat bLlanmed since [t i3 limited to, (a) thowe atil]l in the
ebas they had on return, and, (b) Those who Cchose to respond to the
queatlionalre, flesources d1d not perslt a capplete tracer atudy and
interview of all returncd participanta, also, 1t was fourid that a
nusher of participants had since laft the quvernment service with
no forwarding adreasses avallable,



Impact and Effects of Degree Training According to
Participants

® More than S0t had received increased responsibilities atter
training, as defined by the number of enmployees supervised. This
was true even where they reported that they held the same post aa

before training;

& About 20V reported that they had a choice {n tha institution
which they attended, the remalneder reported little or no choice,
Thiu was a ma)or source of frustration and was an important topic
of discussion in the workshops;

¢ When asked how ouch they knew about the institution before
enrolling, moat responded thac they were only scmewhat, or half
informed compared to what they felt they should have been told;

® The fileld of study, however, was 1n nmost, or all, cases,
fully the cholce of the candidate for Lhe governzent participants:

® The majorlity attended the pre-departure computer course and
gave 1t high marks for usefulpess;

& With very few exceptions all candidates attended the
TranaCentury U.hn. based orilentation and found 1t excellent and
uyseful

¢ sLhort courses and seminars fltted in around university
course work got high marks for usefulnexs to the job. Kany
requensted oore proqrans of this type (n the workshop discussions;

¢ Practival training was expected by mostl participants and
thete was general disappolintment that 50 few were able to obtaln
1t Thome who d1d have this expoarlence constdered it very
lzportant tn closing the gap between theory and practice!

® When aanked about what was zouat and least useful iIn the
training to thelr organization, management akilly were found to be
mcat wseful. Necond was technical training, research, and tralning
akilla. Of least use, one found the short-term training of little
value, and ancther, a course on adult educaticn, The remalnder i
1t have any aspeut they did not find usefyl,

The written recommendations glven by the participants can bLe
nummarized asn follouws:

L4 More Informaticn on achoolas and flelds of satudy wan
Neaded;

L There was felt to be a lack of cholce by candidates in
thoosing a schoal: sore involvement Ly participants in
choasing programns wan atrongly felt Lo Le noeded!
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¢ There was a lack of continuing education, e.q. tollow-up
courses for those returning with degrees from abroad:

L Cut of government pay after 12 months was a problenm,
especialiy for those studying for M.A. or Ph.d degrees;

] Others felt that Ph.d program should be available for
government employees and others outside the university;

L The selwection process was found to bs too long and
costly, especially for those livihg outside Mbabane;

(] Graduate students need intensive preparation for the GRE
testy to help them improve their scores;

(] More and longer practical training {s needed, e.q. for
enginecers. Placement in jobs, as is done for U.S.
atudents under Cooperative bHducation programs, is needed
for rtareign students as well (those who return without
practical experience are currently penalized by the Swazi
qovernrent in thelr pay. reported one returned
participant);

L Architects felt a need for more travel to see examples of
structures to detaermine what 13 appropriate for
Swaziland:

L A policy of penalty-free home leave (s needed for
atudents abroad for 18-24 months, such as USAID permits
for 1ts own employees working abroad.

C. Tralning lmpact

L4 The Increase in managenant akills by returned
participants was enabling them to more effectively introduce
chanqge:

L Haturned graduates werc dealing more democratically with
pecple;

e They were Liringing sore enthusiauss and enerqgy to the job;
o There wag contfidence that change could and would be made:
L There was willingness to train colleages and colleaguen

were willing to he tralned;
D. Progras Ranagement Recommendations by Pocus GCroup
Mot surprialngly, Lut useful in terz=s of verifying iInformation
reclieved from malled In ueastionnalreoa, focus qroup participants
had high agreement on changes and Improvemants needed {n the
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Manpower Project. The workshops, however, were highly useful in the
sense that active, and sometimes heated, discussion in both English
and siSwati, brought out additional feelinga, comments and

recommendations.

As agreed upon by the groups and recorded by them, the
reccmmendations were as follows:

e Programs must have an internsh.p;
o Participants muat be allowed to participate in the
selec:ion of schools and programs. There nust be

alternative choices available;

L] The curriculum nust be appropriate to Swazi needs and
conditions, e.qg. crops, climate etc.

L The university offarings nust be sufficient to meet the
needs of quallfication in field, there must be accesns to
information on Swaziland or other special study materials
needed for theses and diussertations;

L] It should not be nacessary tor everyone to o to
Washinqtoun, D.C. on return;

® More conferences and seminars are needed in addition to
the Mid-wWinter Seninar. There (s too much down tinme
(e.qg. Thanksqgiving, Christmas, Summer breaks, etc.):

° Thers i3 a very strong need for pest-training follow-up
and support, e.q. conferences, wmeatingsa, professional
journals and other contacts with professionals;

r. Supervisora’ Evaluation ofr Inpact on Graduatoen'®
Performance

Government supsrvisors and treining officers, invited to a
focus group neating of thalr owr, were asked to assess the
performanca of the returned HWAMPPD participanta, Clearly, Swazi
participants have taken seriounly -helr charqge of using at home
what they learned abroad. Moat, 1f not all, as reported by the
SUparvlsors, woere endaged in cen-the-job tratining of the ataff of
thelr agency. There was aome tndication of frustration with this
edtra work load but 1t was evidently tvtaking place, and in sorme
Cades, oo, taxatlon, hal qgiven new life to the departmental
training progran,

They ware alao reparted to have gained tn confldenca, ware
more highly motivated, and had =ore job satisfaction and more
creativity than before,



A few examples may be illustrative:

® In the Geology Department, participants brought back Laptop
computers and demonstrated what could be done with such "little
wonders". The Department subsequently bought computers and they
are now in general use in the division;

e In the Tax division, the result of the Harvard Tax Seminar
was that cstaff can now deal with the foreign companies operating in
Swaziland and have consequntly increased revenue collection. It has
also created a demand for training of the 6 revenue officers who
did not go abroad for training:

® One participant who went to Botswana for word processing
training, came back and introduced the system, convinced the
government to purchase computers and train staff in word
processing. This was, incidentally, reported by many, using
different examples, as a clear indication of how the process of the
transfer of technoloqy works through overseas training.

Government Supervisors' and Training Officera' Recommendations on
Improving Training

L) International donors and sponsors, such as USAID, should
attempt to be nmore fair, and more concerned with critical
needs of the country, e.qg. not be so biased towards the
"goft" arcas of social sclences and humanities, but
should pay more attention to englaneering and hard
gsciences needed by tho country;

L4 The STRIDE project nust strengthen the Training Needs
Asseasment process bequn under the SAMDP project;

o Enough ataff must be trained in a function so that change
will occur, the "critical mass" is needed to chanqge many
things. There is also a lcuss as people leave due to
opportunities created by the tralning;

o Short-term oversecas training must not be discontinued.
The tranasfer of technoloqy which occurc through these {8
very important. They are alad more feasible than deqgree
courses since they take less tine:

L More should be done to use local resources for training.
There should be a survey to deternines who is available
with what expertise (a sort of talent bank?);

L There ia a stronqg, urqgant need for better integreqration
of ataff and hi{gher management {n the training. Higher
level ataff often do rot go along with chances proposad
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by newly trained staff, since they do not understand the
issues due to not having been to the training;

L Those who plan training must have an organizational
strategy and, as part of that strateqy, must consider how
to phase the training so as to not interrupt operations;

L Donors should use OPEX to replace staff on long-term
training, help train staff, provide support for major
changes in stiucture, policy, etc.

F. Government Short Term Overseas Training: Returned
participanta' reactions:

Another workshop was conducted with returned short-term
participants. As with degree candidates, it was found that most of
the returned short-term (1-6 months, in most cases) have been
promoted in thaeir jobs or have left for other, usually higher,
positions. 1Incidentally, most transfers, it was found in all the
workshops, nave been within the same Ministry or within the
government. In order to obtain promotion, this generally means
moving to another job to get more pay ard increased responsibility.

Short-term participants had less strong feelings about the
inatitution to which they were sent than did deqgree candidates,
understandably, aince they were making wuch less of a career
investment.

Many reported that they had had some cholce {in selecting the
course(s) which thay attended, hence thare wasg less diusatisfaction
since they ware more focussed on getting the training that thay
needed.

G. Illustrative Examplos of Overseas Short-Ternm Training:
* A Department of Agriculture meat inspector went to Toxas
AEM for meat and poultry inapection. lle conaidered the course and

subsequent visits to meat ingpection plants in the U.S5. more "fact
finding” than training, and found {t very useful to learn the U.G.
apecificationa, easpecially the emphasis on Microbiological
examination.

Since Swaziland is a major exporter of meat to the LEC, and
sinCce more emphasis {s placed cn cutting than on bacterioloqgical
analysia, this tralning tour would probably have been more useful
if Swaziland were involved (n meat exporting to the .5, He is
using the training, as wall, to {nitiate a new program of
inspection in township abatoirs which, according to the Miniatry of
Agriculture meat inapector, nead upqgrading.



o Another participant who took an income tax course in the
U.S., found that the way in which U.S. tax laws are written is
potentially very useful to Swaziland. The fact that U.S. laws back
tax collection on an equal basis was impressive to the participant.
Change in thii area was found hard to introduce, but efforts are

continuing.

U A participant trained in computer applications works with
the Examinations Board. She attended training at the U.S5. Census
Bureau, but found the training only remotely rclated to her needs
to computerize exam results. She did determine, however, what
training she actually needed to make a major change and
rationaliration in the way exam results are collected, satored,
racurod and rocieved, and has made arrangements to return for
Master's deqgree in Education Administration.

U One participant, who worka for Royal Swazi Alrlines, went
to meet the people he has boen corresponding with at the FAA in
Florida, and attended a course in Aviation Buslness Adminiutration.
His job is Traffic Controller and pilot trainer, as well as Search
and Rescue Services, The training he recieved there was very
useful, he reported, in understanding and using changes in aircraft
maintenance requlations., Business contacts were also made at the
time, which he found useful.

. Summary and Conclusionsa: Government Overseas Training

In trying to asuess the value and izpact of this large portion
of the SWAMDP protect, it is difficult tc put a finger on what it
all addasa up to, in splta of tha cbvious benefits and {empacts cn
individuala and on the functiuns which they serve,

The long-term effacts, aspeclially on leadership, are not hard
to predict., Froa training carried out in cther African countries in
the early Sixties, e.qg. Kenya, we know that in African countries
whoere very few have advanced deqgrees, those who are graduates or
post=graduates will, all other factors belng equal, rise to high
level positicna, whethor in politics, qgovernment service or
alasevhere in thelr countries,

Manaqgerial aklilla, eapecially for those with higher deqrees,
are thuas «f paramount importance since they will almoast undoubtedly
have aeve: increasing responsibilities, ever larger ataffa, and
increasing amounts of money under thelr control.

Because technical training has, by and large, bean the alm of
the project, in sp'te of the fact that moat of those trained are
already moving {nto mo.e managerial posta, there seems to he some
loss of potential impact since most technically trained people are
not, with out some additional training and experience, ready to
take on major managerial responaibilities. Thuas, thare is 3 strong
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need to take a close look at the assumptions underlying the
training strateqies of projects such as ‘the Swaziland Manpower
Development Project by looking at the projected careers of those
selected for training.

The participants' plea for more practical training and hands-
on experience in businesses and organizations while they aro abroad
is a valid claim, if we accept, as Dennis Rondinelli did in his

seminal study for AID entitled, Development Administration and U.S.
Foreign Policy. Studica in Development Management, the assumption
that the practice of management i3 a craft bhacked by a relevant
knowledge and experience base (p. 164). This point 1is also
discusgud {in Appandix A, under Inatitution building.

I. Paraastatal Orqganizations
1. University of Swaziland

A total of 10 faculty and staff recieved training in the U.S.
under the SWAMDP project, and all were back working at the
univeraity at the tire they were interviewed for the evaluation.

There were four Ph.D's, 3 in administrative areas, 2 1in
Agrlicultural Administration in leaderahip positionas ({(n the
Agricultural school, and ona, the current Registrar Dr. Correl
S5ukati, with a doctorate in FEducational Administration fronm
Harvard. The fourth, Dr Marilyn Habedi, did her graduate work in
Home Economics at Ohio ttate, the UNISWA linkage i{natitutlion.

Hine questlonalres were recelved from the univerasity rfaculty
with whom a workshop/group interview was conducted on campus. In
addition and reported useparately below, the dJdeans, who both
returned with Yh.D's 1n Agricultural Edvcatlon, vaere interviewed on
the agricultural canmpus.

On the questlon of the contribution of training to career
advancesant, there (s no quustion that, due to the shortage of
Swazis with advanced deqgrees In the univaraity aystem, the SWAMPD
participants are on a faut track to advancement., Three graduates
are already deans with siqgnificant adminiatrative responsibllities,
and post others ara heads of departments, or soon will be, One of
the deans expressed it well:

"It added the confldence [ require to stand the pressure and
demanda of the position of a senior admlnistrator.®

They were also asked, an ware all narticipants interviewed,
about the relative value of a U.i. deqgree coepared to thal of ather
donor countries, Recognizing that those with a considerable
Investoent (n a U.4., deqrea may be somewvhat biased, thelr comments
Aare navertheleas Interesating asince moat have an opportunity to
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compare their own capacity with that of colleaques trained in other
systems,

An  American education, it was felt by the returned
participants, had a better mix of theory and practice than did, for
inatance, training in the U.K. In the last 8-10 years, the former
has generally become favored as morae appropriate to Swazi needs
because of its practical approaches to learning problem solving.
This was heard, incidentally, not only from *“he UNISWA SWAMPD
graduates, but from other focus groups, e.g. the private sector
group.

On transferring skills and knowledge, as the group pointed
out, a university 18 claarly tha ideal place to maximize the
transfer of skills and knowledge., Those training teachers
particularily felt that their education was enabling them to change
the curriculum, values and attitudes of the toachers with respect
to how they, the neo-teachersd, dealt with their students. Some of
the faculty also find their skills useful in consulting outside
the university (see below for example).

Soma felt that they wure hindered in the transter of skills
and knowledge by the lack of books, funds, equipment, and software.
Othurs folt that university traditiona and inherent conservativism
were often hard to change. An example was given of the atteampt to
establish a pre-schoal day-care program which was turned down as
too ditfferent and radical.

The atrongest views were resaerved for the SWAMPD placement
procuess. Virtually all expressed the view that they should not
enly have advance information on the school In which they were to
be placed, but should also have a choice {n the placement., A number
0f them expressed strongly that, knowing what they now know, they
would have chosen a different and more appropriate school,

Anong the reasons senticned for this wvere: Hoae schools have
little or no knowledqe of Africa in qeneral, or Swaziland {n
particular, and have fuw Africans enrolled; soma schoola are not
adequatae in the course gelection offered and, when participants
tried to attend another univeraity for a semesater, it was reported,
it was not posaible due to lack of funds in thelr training hudqgets,

Moat participants tried to do thelr theasts wvork using problems
and data related to Swariland and found that there wvan little
information in thelr univeraity librariea. ih.D candidatens vers
allowed to qo heme to callect data, and thus solved the problem,
Mantor's degree candldates were moat frustrated on thia lanue since
the projgran did not allov then to go homa for data collection.

Hany, {f not most, clalmesd that they arrived late in the U.3.
and had misded both in-country and overseas orientations. When
aakad whether they had had an opportunity to attend poat-gradyate
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in-country (Swaziland) courses, all of them said that they had not,
raquesting at the same time that they receive notices about

upcoming courses,

Short~term courses, it should be noted, are a hiqgh priority
with the faculty as a means of professional development. The
experience of the school of Agriculture in this regard (sce below)
is an excellent exampiu ur how this can be done.

Other comments wvere that there were considerable hardships in
not being able to bring their families for such long stays abroad
and not being able to earn money in the U.S. There were roquests
that USAID reconsidar their policies in theso areas.

2. University of Swaziland School of Agriculture

The School of Agriculture has been the recipient of overseas
graduate training, an OPEX professor, and a linkage arrangement
with Ohio State University. This institution-building effort owes
much to the cooperation and individual and collective e¢fforta of
Swazis, Americans and other nationalities working together to build
the institution literally from the qround, up.

A8 recently ag ten years ago therea ware vitually no Swazis
qualified to teach agricultural subject at the undergraduate or
graduate levela., As Dean Barnabas put it: "If these people ({i.e.
U.S5. trained qraduates) ware not trailned, who would be teaching
here?”

Although U.5. support tor the development of the institution
pre-dates SWAMDP, (four professors were trained under this project,
finluhing under SWAMEPD) 1t 1s, on thae whole, a product of the U.35,
slaston's intenalve human resource daveloprment policy during the
1980y, It 13, therefore, a good example of what can be done 1in
institution bullding when sufflcient resources are applied, over a
sufficlently long perlod, in a planned and coordinated fashion.

Muring the LWAMDP project, two professors, both dJdeans of
departzents now, went to the U.5. for B.45c¢, M.5C and Ph.D's in the
fleld of Aqgricultural Fducation. Thia consliderable {nvestment
appears to bLe paying off well in the smense that buth teaching and
administration has izproved conalderably under thelr quidance and
forser parcicipants are in leadership positicns at a relatively
early aqae.

Under the ‘linkage' program with Oh{o Htate, three vorkshopn
an teaching zethoda in agricultural education have been implemented
tor the faculty, The deans pmentloned above, professors Barnabas
and Sietlant, are now prepa. ny to conduct these wvorkshops without
vutalde asuwintance,

UNISWAZAG faculty and staff have found these workshops to be
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an effective way to transfaer technology and skills from the linkage
institution. Co-teaching the workshopa between U.S. and Swazi
faculty, as has been the practice, has also Lecn found to be an
affaective way to adapt the technology to local conditions. For the
futura, the school is planning new workshops on Agri-business

technology.

Other effects of the training of faculty and staff in the U.5.
have been:

L] Improvements in communications in agricultural extension
work:
® Tha U.S. practice of Supervised Occupational Experience

i{s being introduced in the secondary schools via the
university training of the vocational teachers:

o The teaching ukills and practices of the returned
participant-professors are reported to be much improved;
and,

U Faculty has been invited, and have participated as full

consultants, to USAID in partnershin with U.S. short-tern
consultants on rescarch and investigation in Swaziland.

The awareness that knowledqge of subject matter ia a necessary,
but not sufficient, condition to communicate the knowledge, skilla
and practices necded to be effective in the field, is perhaps the
most important by-product of tha exposure of tha lnatitution to the
American system of education.

Hany roturned participants, both within the univeraity and {n
other institutions exposed to the U.5. culture and systen of
learning, that a pragmatic spirit had been transferred, which the
returned participants ware applying to the transnmission and
adaptation of knowledge and skills 1n thelr tnatitutions,

Presently, the school is planning more poat-doctoral training
in the teaching of Home and Agricultural Economica. There ia also
A new ezphasis on the introduction of farn-manaqgement and Agro-
buainess teaching, an area where the achool hopes to involve and
bDehaflt from ohio HState, 1ts linkage partner.

Rolations with Tranzdentury appear to have blbesn good and
returned partlcipant-raculty interviewed reportad that they had
participated in pre-departure orientations., Those who went early {n
the progranm, and ¢d1d not Leneflt from the advice of returned
ratticipants, =ald that they wished they had had this kind of
Aasalatance when they went abroad to minisize culture shouck,

It was also reported that when the returned participants and
faculty from the 'linkage' partner schoul were used, the selection
of individuals and programa ieproved conalderably. This approach
has been tried aince about 198¢, In this regard, (t should also be
menticned that even bhefore the linkage project bhegan, the
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university had the benefit of the presence of a University of Ohio
professor who, while visiting in a capacity as adviser to a Ph.d
candidate, took it upon himself to advise and assist in the
selection and placement of a number of students.

There was also stronqg rei{nforcement of the need to continue
the practice of allocating sufficient funds for Ph.D candidates to
return home for a period of collecting data needed for their
dissertation. Where, as in some cases, this can also be reinforced
by having the candidate's advisor make a field visit, this will not
only improve the quality of the research but will also serve to
gstrengthen the linkage partner institution‘'s knowledge of local,
African, problems and conditions,

Criteria for choosing universitioes for Swazi graduate tralnirg
waore also explored, with the general consensus that priorites
should be: first, quality of teaching:; second, high standard in
fields relevant to Swazi problems and conditions; and third,
relevant climactic conditions., The fact that Ohio State, much
farther north than Florida (which i3 more similar to Swaziland than
the midwest) came out much higher in preference, gives some support
to the prioritices in placement cited above.

At this tima, (Decenober, 1990) UNISWA/AG wants to expand the
present "menorandum of understanding* with Ohio State into a full
partherahip arranqgement with more rociprocity in the aqreement,
UNISGWA/AG for instance, 13 planning to offer a MH.Sc in Agriculture
and would like some students to take courses at 0.5.U.

At the sanme time, there is a pressing newed for faculty to keep
up with their fleld. A sepester abroad where they could teach 1-2
Coursaes at 0.5.U., attend conferences in the .5, or
Internationally, and qgenerally qget caught up in their areas of
speciallzation would be very valuable. Other possibilities of a
full partnership w.uld 1nclude Anerican atudents taking courses and
conducting research in sSwaziland under the arrangenent.

). Summary and Recommendations: UNISWA

[t i clear, for the reasonn clted above, that USALID/SWAMDD
asslstance to UNISWA has been successful (n {nitfating inatitution
bullding. 1In order to susatain tha progreas made, however, and to
avoild creating a long~term dependency on  USAID support,
conalderable effort zhould be made to:

® Strengthen aefforts to move linkage arrangem=a=nt with
.50 1nto more of a full partnersh:s, as described above;

* Cont 'nus to fund graduate training for the development of
toeachling staff in tieidns whare there 18 a high need for expansjon,
In light ot bath <04 and USALD Joint priorities for economic
qrowth, and qiven the USALD ercjlaala on pirivate sector develnpment

14



axprassed in the CDSS statement, USAID may wnat to consider support
for the Agri-business farm management initiative.

L Thare is a high need to begin the training of engineering
professors who can help staff a new department. They could also act
as instructors and advisors to SCOT which has had discussions with
UNISWA recently about becoming the engineering school for the
university (see below).

U Inform staff of upcoming in-country short courses in time
for them to be able to participate;

. Consider cocntinuing a number of the Master's deqree
candidates to the completion of Ph.D's., Given the lack of depth in
many critical fields in the country, and given that the univarsity
will almost undoubtedly, as has been the case in many developing
countries, become the pool from which many cabinet and other top
leaders will be drawn to exercise national policy making positions,
it would be imparative that there is at least one individual in the
country who has complete command of the subject.

4. Other Parastatals
a. SCOT (Swaziland Colleqe of Technoloqgy)

SCOT is a technical college which began as Mbabane Trade
School in 19246. It has a current enrollment of approximately 600,
mostly residential, of whom 25% are femalae, i1t trains both
secondary vocational teachers, noutly in business/commerce,
carpentry; as well as electriclians, carpenters, auto mechanics and
socretaries/word processors for government and {ndustry.

Under the SWADDP project, 5COT received linkage asuistance
under a contract with University of Western Carolina in North
Carolina. The tollowing describes the overseas training,
institution-butlding and asupport activities, and assesses their
impact on the capabilities of the orqganization:

In 1986 and 1988 respectively, an auto mechanics lecturer wasa
aent to the U.5, for two-years of trafining at compmunity colleqgas in
North Carolina. Placements wore made by U.of W. Carolina,
Highpoint Cosmunity Colleqe, Piedmont and New Colleqe, N.C., for
this training.

The need for this training, according to the FPrincipal, Mr
Lurhele, was to upqgrade the teaching of auto mechanlca to the point
wheta there was a asignificant improvement in the pana levels on the
London Guilds exam.

Ad a result of the training, there has bean a eigqniticant

increase in the performance of both teachers and studenta and the
pass level on exams has increased substantially., New toola were
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bought by the participant-teachers (with their own or the
institution's funds--it is not clear which--but not USAID funds, it

appears.)
Some of the SWAMDP inputs to the institution were:

. Two female instructors were tr inaed in the United States
on the use of computers for word p «cessing and spreadsheet
technology. One has since retired, and the other is working with
a Peace Corps instructor teaching classes in cowputer skills.

Tha collage now has 11 computersa, 6 donated by the Peace Corps
and seven by German aid, all being used in the claass observed by
the evaluator.

e The head of the Commercial Training Department also went
to Weatern Carolina University and was enrclled in a l-year A.A.
deqgree, which he did not completo.

In spite of this, the impact, aqgain according to the
principal, has been considerable since the Colleqge is now teaching
the modern A.A.T. method of bookkeeping, in contrast to the
outmoded and much less used Pittman's systen.

] The vice principal also attended W. Carolina where he
recieved a B.S. and M.5. in Electrical Engineering. On return to
Swaziland, he worked with the College for 6 months before taking
another position as technical manager of the Dritish International
Voluntary Services (IVS).

* The principal went to N. Carolina for one month to study
the administration of 2-year toechnical colleges in the U.35. and
has, as a result of thia experiaence, daveloped a handbook of
administration for the Colleqge based a model seen i1n the U.5.A.

L Three other teaching astaff have qone to the U.:H., under
thae USALD/SWAMDP/ LINKAGE program: t.e. 2 HB,85.'s {in Mechanical
Enginearing and one M.E. in Electrical Enginearing, the latter
judqged by the principal to be an outstanding instructor as a result
of the training,

Summary ohasrvations on 5HCOT

5COT {w an institution bent on groawing {n both quantity and
quality. The qgenaral (mpression i3 that in the past % vyears,
larqgely as a result asupport fros the ULAID/LSWAMDP project, there
haa Leen a substantial increame {n the quallity of the teachling of
tha inatitution {n arean where Instructors have recieved overseas
tralining,

In Eplte of sune losses of the U,5, trained ntaff (sea above),
and in apite of having to do with some sSeriously outmoded

16


http:US:A!1)/!;WA.MD

equipment, SCOT is making progress in improving the quality of its
technical training.

In spite of these improvements, Swaziland industries and
parastatals are still sending their technicians to The Republic for
State-of-the Art training since the Colleqe is still some ways
bahind the state of development of industry. There is little
fndustry participation on the Board of Advisors and little
cooperation and support from the private sector in the form of up-
to-date equipment or internships. As a rosult, most employers still
do most of their own training of entry-level employees.

The school has applied for para-statal status [n the hope that
this will not only free it from its 1mage of being a branch o’ the
government and therefore not up to the standards of pri’ate
industry, but will also ecnable 1t to earn more revenue and pay more
competitive salaries.

A library exten:lon i1s currently under construction, but there
are few funds for books and contemporary journals. 15% of the staff
are still ex-patriates, There is little likelyhood of reduction in
the number of expatriated in the near future since, as with most
fnstitutions in j#aziland, there ‘a heavy attrition of staff
trained abroad to the private sectu:. Of 8 trained abroad, (none
with U.5. tunds,) 2 have gone to government ministries and 6 to the
private sector. The latter, interestingly enough, did not want
thesue inatructors for their teaching skills but are employing thenm
in technical capacities.

There 33 at1ll, according to the principal, too much theory in
the curriculua and not wenough practicun. Part of the reason for
this may be due to a shortage of work-stations for practice, most
classges have 1% or more studentua, too many for hands-on experience,
glven the equljment and apace allocated to the learning. Perhaps
because thlg 14 a4 qovernment inastitution, there seened to be little
flexibility in using the avallable resources: @.5j. at Jpm on a
waak day hardly any of the laboratories, with the exception of the
computer lab whera the Peace Carps  instructor was  busily
instructing, were in use.

For the future, the College has set 1its courss on expanding
Lty speciallied courses in the direction of eventually beconing an
aenineering school, According to the principal, UNISWA s favorable
to thia, perhaps in view of the high cost starting an snglneering
school from scratch at the university. In line with this objective,
and supported by the Ministry of pPublic Workas, the i1mmediate
priority is to davelop a coursge, this would require training one or
zore lnatructors 1n highway technology/clivil eniginearing.

HCOT management expresged dgome concern that both the longer
and short-ters oh)ectives of focusaing primarily on developing
englneering training, may not be reflected in the types of schoole

17



which are being sent the bid documents by USAID for the next round
of linkage negotiations with U.S. institutions of higher education.

J. Summary and Recommendations: SCOT

It appears that where training has heen carried ocut in the
U.S., and the instructor is back on the job, it has been highly
effactive in improving the quality of the teaching. While there
have been sone losses to the institution, the participants are
appearently still in the country and are benefitting the government
and private sector without their loss crippling the target
institution.

The linkage proqgram also appears to have worked very well,
with W. Carolina Univeraity having played a useful and significant
role with modest resources available. The linkage model appears
very useful and should be explored as an alternative, and maybe
mora appropriate model for institution-building aims, in contrast
to contractor or mission placement of participants,

Institutijon-building, however, as a major objective of this
project, has only baen asgsisted In a limited, and teneous way, with
the training of a few key instructors. Considerably more could, and
should, be done by donors in a-gisting thig institution move in the
directioen ot:

° Developing and selling a plan to government and industry
tor how to operate as a more autonomous, parastatal institution.
This is presently under consideration, however, the Principal and
staff could use a helping hand {n researching and writing this
proposal;

¢  Davaloping much atronger linkaqes with the private sector,
to the exrent where the private nector has some say in the
curriculum, 1n the equipment used for training, and {n the
qualifications and training of the itnutructoras. A very qood model
for how can be Jdcne can be found 1n UNISWA where Dr. Georgia
Bowser, the OPEX advisar, has developed juat such a linkagae
batwasn the businessa schouol and the private business comnunity.

. It wvould appear that, as we have raconmended, an OPEX
asaigneant, by an export (n the management of vocational and
technical training {natitutiona, with atrong experience |{in
privatirzing such and inatitution in a developing country would be
appropriate and probably very offective at this staqae.

. The baasic¢, long-term objoctiva of moving in the direction
of becoming an enqinearing school should ba listened to carefully
by potential donora. If agreenent on supporting this goal could be
achleved 1t wauld tend to focus all future asaistance in the
direction of a more specific tarqgat for fnatitutional development,
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Other Parastatalsa:

A rample of 6 returned participants from a varjiety of
parastatal {institutions participated in a 4-hour focus group
workshop. In addition a number of questionaires mailed tc
parastatal organizations were returned for analysis. A nuwmber of
these orqganizations were also visited, thus giving a basis for
drawing conclusions and recommendations on the impact and effect of
the overseas training on the parastatal sector.

The participants interviewad represented a cross-section of
Swaziland parastatal orqganizations, e.q, Central Bank, Town
Treasurer of Mbabane, SIDC housing planner, Water and Sewearaqge
Board, among others.

A number of the participants have becen promoted since
training, e.qg. from personnel officer to personnel director, cadet
engineer to planning engineer, others were already i1n upper or
senior posts before leaving for training, some are doing research
at tha same ¢grade level but with increased skilla,

In moust caseus, the incumbents are among the few in the
organizations who are actually trained for the jobu which they are
supposed to Jdo since most managers of governmental or parastatal
organizations ardy qeneralists with little specialized training.

On the whole, there was satisfaction with the managument of
the training by this qroup. Most felt that they had sufficient
choice of the program and the {nstitution of training, two felt
they neceded more choice. Almost all of them attended the
orientation and felt fully or adequately informed about life and
culture in the U.S.

Specialized, practical training and follow-up courses |{n
Swaziland were the two areas where the group focussed thelr
concerns and recommendations. The qroup's aqreed upon set of
recommendations, which fits closely the questionaire information
recoeived, ware an follows:

o There should be a quota of AID acholarashipns set aside for
parastatals;

¢ The parastatal orqganizationa nead to conduct needs
aasessnments and should asubait tralining planas to MLPS;

. Parastatal training officers nust attend regular monthly
meatings at MHLPS;

L Donhors need to {nsure that there are OJT attachments

during vacatlons or after classroom portion of ahort-term
course(s) ;
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L] Scholaraships should only be awarded to natural born
Swazi's in order to keep graduates in the country;

] All candidates must go through selection process on an
equal basis;

] Candidates must have information on training institutions
surficient to datermine if it would be right for them,
must participate in the choosing of their institution:

* Swazi's in the U.5. must not be teoo tgolated, must aither
be put with other Swazi's, or arrangenents for reqular
maetings must be made:

L] Sponsors and contractors must send applications to
institutiona on time to avold being placed in inferior
schools as a laut resort;

[ only schools with housing, international student advisors
and other support systems for forelgn students should be
used by the program.

® The contractor needs to have a toll~free number for
emerqgencliass,

Swaziland Inastitute of fPubli¢c Administration and_Managanment
{3IHMPA)

The upqgrading of SIMPA was specifically mentioned in the
Project Paper as a meand of reaching the sector goal of 'assisting
Swaziland realize the tull potentlal of 1ts human resources',
‘valuation of thia qoal, the PP oauggested should be evaluated on
(a) whethdr 1nutlitutions such as SIMPA, et al., wore staffaed with
better enployees, as well as pore efflcient, and () whethaer more
and Letter programng wete belng planned Ly Swaziua with a ninizun of
uxpatrlata agsluatanca,

SIMPA ia, and has been slnce 1ts founding, the ataff cvolleqgas
departzent of the Minlatry of labour., 1t 1s thum 2 Government
department with no lhcome sources otller than the wessential funds
for salariea and maintenance of the 1ts facillitles <hich It
reclieveas (n 1ts annual budjet,

In practlcal terma, tulas peara that the inatitutlion s
saverely handlcapped In reaponding to tratnlng needs alnce 1t {a
limited to the expertlas of 1ty {n-house faculty vithout furding to
pay univeralty facuylty and other scarce axpertlise for the conduct
of courses and seninars,

To deal with thia lsauve HINFA has produced a plan for
converting the inatitute o parastatal status, thlias would permit it
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to charge for services and to use the revenue to support an
expanded program of training services by Ad Hoc faculty. .

After a long period of trying to convert the institution, it
appears, according to its Director, that the inatitution, already
approved by Parliament, will receive final approval for parastatal
status in early 19921.

USAID has not, for the reasons stated above, been willing to
{nvest 1in SIMPA's human resource development during SWAMPD
project. Nevartheless, the institute now has, in addition to its
Director who has a Ph.d in Public Administration from the U.S., 2
Swazi faculty, one with an M.A. in Public Administration, the other
with an M.A. in Management Learning. The section on Development
Administration/Economic Development is headed by a Swazi lecturer
with a B.A.

The Accounting Section is headed by an expatriate with a CPA,
and the library is staffed with 3 Swazis with B.A.'s an! no
additional training.

There is no OPEX advisor assiqgned to the institute, in spite
of the expectation early in the project that the TCC chiet of party
would act in this capacity and would operate out of the SIMPA
facilities.

SIMPA also did not expevienca the potential benefits of
learning and institution-building anticipated in the PP since it
did participate in the bidding or implementation of the in-country
training. As descrited in Chapter 2 or this evaluation, the
institutions chosen for this work were already capable and did not
need the support which these contracts brought.

While the withholding of U.$5. resources has probably been
useful as a lever by which to have some impact on moving the
institution in the direction of much needed structural reform, it
is not too late for sponsors to consider a number of steps which
could potentially make the institution a more uneful tool for
improving the managenent and efficiency of public, parastatal and
private institutions in Swaziland,

Thare ia evidance of slow but promiuning Jevelopment of uusaful
functions and activities of the institution which aponaors could
ro-enforco and expand upon:

In accounting, for instance, 1t has beon the beneficlary of
the devalopnent of stardarda developed by the OPEX consultant and
ia now beqginning to teach to those standarda. The tralning of a
Swazl accountsnt to the level of CPA, either by the Inntitute of
Accountancy in Swazilandg, or, preferably, in the U.3. would not
only strengthen the {nstitute but would also be an {mportant step
in the localization of & critical function.
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Courses in management, similar to those tauqght by the IDM, or
ESAMI, have heen mounted by Institute faculty, but need additional
davelopment and strenthening.

Recommendations on support for strenthening SIMPA:

Provided that the parastatal status is approved in 1991, as
erpaected, sponsors and donors may want to consider the following

steps:

L Negotiate an OPEX position for an advisor with a strong
background in Public/Development Administration and Training;

[ Provide asaistance in daveloping an lnatitutional plan
for enhancing institutional capacity, including staff development,
overseas training, new courses, seminars and linkages with client
institutions;

. Select at minimum two faculty nembers for advanced
training overseas ( e.qg. M.P.A. and C.P.A.).

Conclusiona on Parastatals

Parastatal orqanizations represent a  hybrid type of
organization between the Jovernmental organization and the private
firm. Created to provide essential services to the public and the
nation, and having lean restrictions than governmental bodies
without at the sanme time being profit making, there (s heave demand
for efficiency and management control on these organizations.

As with qgovernment organizations, 1t 1s clear from talking
with individuals, 1ncluding directors and staff of parastatals,
that the SWAMP proqram is contributing to increased eofticlency and
improved manaqgement in these organizationa, where this within the
purview and powers of the progran qgraduates,

sJince the nuxbars of indivuala trained from these
orqanizations la relatively lew, and the organlzations are large
and complex, {t 1s likely that the impact will only be felt over a
periocd of time. Howaevar, since the paraastatala tend to he more
Swaz!l managed than are the privats firms, the problems of the
"qlass ceiling® preventing upward nmobility, discussed under the
private sector, 13 lesa likely to be a factour and tha HWAXPD
parastatal qraduates are, all other mattaers being equal, likely to
rige relatively rapidly in ranksa.

The use of management focussed qraduate level tralining,
combined with internships or QJT in U.4%. or othaer Waslarn
oryanizations of a aimilar nature, s clearly a qood investment for
long~term Inatituticnal {mprovement,
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Short-term technlical truining, especially whera the
organization is facing a technical upgrading and lacks
understanding of what {s involved, as was polinted out by the
participant the Water and Sewerage Department, 1Is also likely to
be a very productive investment in Human Resource Infrastructure.

Finally, as several participants pointed out, deqrees and
technical training have enabled a number of Swvazis to occupy
positiona previously occupied by expatriates, thus localizing the
position as {s the aim and policy of both GOS and USAID.

Recommendations for the Parastatal Sector

. Selection of participants from the parastatal sector
should give priority to qualifying Swazis for senior level
positions previously hoeld by expatriates, Organizationus with a high
proportion of expatriates {n senior technical and managerial
positions should be targeted for Swazil selection and training,
since this the localization criterion, more than any other
variable, can help the institutions become more productive by using
local talent rmore effectively. (see private sector for more
discussicn of this issue)

L4 Managepment training, whother as the focus of the degree
or as spuclialized, short-term training, combined with internships
in orqanizations of a aimilar nature to the employing orqganization,
is extremely important for employces {n this sector.

. Oversean training for the training ofticers and other
tecaching atafr of the parastatals {s also a high priority,
especlally {n the design and {mplementation of training needs
Aassedsments ('THA'a), training plans, training course
izplementation, training evaluatlon and, last but very important,
platform skillas, presentation and publilc speaking skills.

K. Private tector Development Training Impact Assessment

The PI* calla for aupport of husan resource and inatitutional
Javelopment in public, parastatal and private sector orqganizations,
The latter reprasent a wide range of arganizatlons, froas hospltals
to private voluntary crqganizationa nultinational corporations and
touth African owned enterprises.

In the focus qgroup semaslon conducted with elqght returned
participanta currently wvorking in the private nmector, a numbar of
interesting and valuable exaepples of the 1mpact of the tralning on
performance and productivity case ocul;

® loonard, trained In X-ray Tosography scanning, finda hivself
In very high demand aa he im appearently tha only ‘eraon in the
tountry competent to use the highly sophlaticated equipnent needed
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to diagnose pregnancy complications. He is aware that the training
is extremely important since he is aware that the proper dlagnosis
he is helping to provide ls saving lives of mothers and neonates,
but i8 unhappy with the pressure and high level of responsibility
which comes with being the only person with the skills in the

country.

¢ Another, a nursing instructor vho ended up with a double B.S
in order to obtain the skilla needed for nursing teaching, reports
that she has addad confidence in her ".eaching, and i{s adaptating
the curriculum she learned in the U.5. to introduce a more hunman,
interpersonal, approach to patient care among her student nurses,
a major improvement in hospital administration in Swaziland, she

feals,.

& A mortgage banker was trained after his promotion and went
to a number of institutions, e.qg. Fell's Institute of local
Government {n Philadelphia, as well a3 the Housing coursae 1in
Zimbabwe which was attended by 17 other Swazi's, funded by USAID,
where he qgained a valuable perspective on how and why mortqaqe
banking works as it does. This, he findg, is highly valuable 1in
training loan ofticers, and in explaining to clientys why the bank
nust go through certain procedures in extending loans and credit,

In thin latter casa the training, at least for
computerization, {s ahead of the practics, but he expects to help
introduce computerized mortgaqge loan systems in the ncear future.

¢ In another, somewhat unusual case, a yciung Lwarl wans
studying in tha U.5, under private (family) sponsorship, was funded
for the last 2 years of his B.A. by USAID, did an internship with
Coca-Cola in thu U.5. and ended up as a "Management designata®™ vith
the local Coca-Cola in Swazf{land. He has been told that he cannot
be further trained or promoted until he 13 older. (he i3 1n his
early-om1d twentles now.)

¢ Two returned participants earned Cheaical Engineering M.5.'s
in the U.4., and both are ezployed by Usutu Pulp Coppany. while thay
report that they were clearly hired to replace expatrliates, and are
thus a plud on the localization score card, thaey aldwo report that
they are highly Jdoubtful that they van be promoted tnto managepant
positions in thelr company. Supervisorm, all expatriates with less
education than thesselves, they report, are clearly not (nterested
in training them with a viev to advancement ant the expatriate
aupervisors have Leeoan replaced  several tiran with other
expatrlates, mostly techniclang with long years of service in the
company.,

The reccmzendatlons sade by the private sector focus group,
aftor wseveral hours of very (ntense dlacuaalon, are worth
repeating here since they summarize the key polints that verae
dlecunded:
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Overseas Tralning Impact as reported by a Private Sector focus

qroup:

There is now more confidence in practicing skills on the
job;

Company productivity has increased as a result of
training:

Co-warkers are being trained by returned participants and
graduatey;

Lives are Dbeing saved: (X~-ray, possibly nursing
training);

Localization 1s beiny enhanced through deqgrees and
cortification;

The ability to increase pernonal income, improve living
standards, has been enhanced;

Many have, and are, now moving 1nto manaqgenent, (with
constraints as described,)

Training has increased mobllity and ambltiong

Private Sector Focus Group Recommendations to government and

sponsors:

The qovernzent of idwaziland should pursue a more
aggressilve localtization policy, should iInsure that there
i3 no "qglauy ceiling® (l.e. 1t is there, only you cannot
see 1t}

Short tarm prograzs auat include cozmputer preparation
course;

Tha AlD contractor must insure that Internships, OJT and
other practical training 1a in fact lepplenented:

Donors should select and traln encugh to cover the need.
One individual tratned In a critical area ias not enough;

There 13 4 need to advertise, screen and select asome
bright, asbiticus people befnre they entar private sector
to inaure that they wlill qget encugh education to et
ahead in the company. Private msector coaspaniea wil) not
release eeployees for BD.A. or M.5. deqrees since they
take too long:
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it USAID's resources are qoing to be aimed at localization;

L Before any more high @ost training for the private sector
is {nitiated, binding contracts need to be made with employers for
ro-employment rights of trainees. If these contracts are not
honored, the companies should be excluded from any more
participation in the program and their breaking of the agreement
should be made publicly known by the GO5 and to qgovernment
aqgencles which renev operating licenses,

L Priorities for training should be made where there are
tracks leading Jdirectly to responsible manaqgement positions. This
would  inclade M B A 'y from well Enown achools of business
administration in the .5, (Harvard, Colombia, Htanford etc) where
graduates could hardly be 2ai1d to be unqualified,

. Overseas internships  with U.s5, affiliates of
=ultinationaly (such as the Coca-Cola exanple abiove), or ejquivalent
Lusinesses In other sponsors countries, are crucial in order to
deny foreiqn owned cospanies operating in Swaziland the option of
rejecting Swazis promotion to middle and upper management for lack
of relevant experience or deqrees,
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sector individuals to assist with the training progranm.

Also, Swazi trainers were to be ldontified to work with the
short-term consultants who will be conducting courses in an effort
to institutionalize the in-country training capability.

1. Qrganizaticnal Developpent and Institutionalization

Over the long-term, by increasing the etficiency ot
indivicduals and by drawing 3-4 persons from each i{nstitution, a
larger pool of personnel were tratned both at one time and
collectively, with the additional benefit of a spread multiplier
effect throughout the lnstitution,

The in-country program wau also to complenent the long and
short-term acadenic programs, and thus constituting a coordinated
approach to improving the efficlency and effectivencss of 5Swazl
developnent lnatitutions (public, private, parastatals,  and
training institutions). The coor snated in-country training
progran was also to have a moderate beneficial 1mpact on the
Indilgunous private sector and the preocess of localization in the
private sector.

Duritng the l1fe of thily project, varlous  ways  to
institutionalize this project copponent were to be explored and
Judged against GoS's ability to continue the activity,

C. END OF PROTECT QUANTLITY AND CHARACTERISTICN
OF [N-COUNTHY TRALINING

During the life of the project, a acnitoring and evaluation
systenm was not adequately developed to montitor the prolect relative
tao the geoals and oblectives se’ forth 1n the prolect papor., The
data that wan caollected wans nefther copputertized, nor collected An
a4 aystemalle or vonalstent fazmhilon, In the alisence o!f data to
adequately wsvaluate thiyg coapponent of the project, filgures aat
forth in this secticn of the dJdocument arse, in ®many «<ases,
apprtoxisationa. It should alaso be noted that there la no tlqgure
for the total nunbar of parsons who have attended the courses,
There 13 anly an approximate flqgure for the pumber of total
participants (see Appendix B for a detailed hreakdown of the
courses and nuzberas of partlcipants fur each year),

1. Particirants

Nurber of participanta

*B% *Ne ‘al ‘np ‘a9 '9H0 Eat, Total
72 114 21 “% 460 19) = 1.127
(6) (1) (19%) (9%} (41N) (174)
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courses, which were pre-departure courses for the participant
training program., Five othar coursea included were for Community
Development Officers. Although those five courses were actually
more closely related to the "traditional sector" component of this
project, they were counted as {n-country training because they were
for senior-level Community Development Officers.

50 many coursgses - 25 - were delivered in 1989 because that was
the first year that the players and the processes scemed to be in
place, functioning and in some sort of aqreement; that is, the
training manager was on board, tha in-country strategy statamant
was developed and it was approved by USAID. The {n-country
strategy provided for the firat time a clearer direction for
developmant of courses relative to the project purpose.

Courses presented each year were:

In 1985, two Computer amiliarization courses were presented
for pre-departure participant training persons.

In 1986, again two Computer Fanmiliarization courses wvere
presented along with one course entitled Computer Conceptas for
Manaqers a-d four courses in Bagic Supervisory/Manaqgement Skillws,

In 1987, one Computer Familiarization course was presented
along with three Seminars on the Handbook for Human Resource
Developnent, one coursa for the Mintistry of Works &
Telecomzunications (a aspeclal course for 11) operational staff) and
onc courge for the Ministry of Agriculture and Cooperatives.

In 1988, one Conputer Familiarization course was presented
along with one Trainlng of Trainers course for HSIFMM (Swazi
Institute of l'ersonnel and Tralning Manaqgement), and one course for
Senlor Coznunity Development Personnel.,

In luuv, one Computer Famlllarlization course was presentad
along with four Seninara on the Handbook for Human Hedources
Devaelopment, onhe Management Skills  for Principal Secretaries
course, three sodules of a four-sodule Management/Organizational
Developnent course, threa npoduled of a three-sodule Supervisory
Skills/Orqantzational Davelopment course, three modules of a three-
module Human Resource Manaqgepent/0Orqganizaticnal Devaelcprant Course,
threae nodules of a threea-nmodule Training Offi{icers in Manage=ment
courne, one Financlal Management and Control Skilla for Principal
Secretartes ocourse, three nmoxiules of a three-module Financial
Managqement and Control Hkills course, uvne Caplital lFudqget Hesinar
for Principal tecretaries courae, and three eodules of a three-~
sodule Community Development Certificate coursa,

In 1990, one Computer Familliarization course was presented
along with two Ministry of fabour and Public fervice Computer
Training vourses, one Minlstry of labour and PFublic Servics
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Orqganizational Development Tralining Retreat, one follow~-up retreat,
three modules of a three-module Management/Orqganizational
Development course, two modules ot a two-module
Management/Organizational Development course, one module of a four-
module Management/Orqganizational Development course and onhe
Supervisory/General Management s8kills for Senior Community
Development Officers course. (All of the courses for 1990 were not
included in this list because scme courses were yet to be presented
in comploting the contract.)

Sample Outline of Course
A sample outline of one course {s:

Financial Managerment and Control 5kills, November 11-17,
1989

Conducted by Mananga Agricultural Management Centre,
Course Director was Sam Harmon

Held at the ltorester Arms Hotel

Attended by ) Officers from Government and Private Sector

Objectives of Participants:

L to be able to use the balance sheet and financial
statement {n making decisions on jhvestment;

° to acquire an i{n-depth study of critical financial
declialons;

L to read, analyze, and conatruct financial tools; and

. to approach projects on financial decision making.

Objectives Met:

61V indicated "Falrly Well®
JOV indlcated "Almost® or "Entirely®

The course wvas hald over five daya starting with breakfast at
T A.M. each day. Classes were hold from 8 A.M. - 5 P, M, and the
day was concluled with dinner at 7 p.M.

In preparation for the course, participants were asked to
reviev a docurment entitled "Mananga Aqricultural Businesa Gamre,
Hulea and ¥rocedures.™ That document prepared the participants for
a vomputer sinulation activity that featursd prosinently in the
Coyrse,

The vverall chjectlive of tha activity was to glve participanta
an  opportunity to make decisilona in the fileld of finance,
proeduetion and marketing, and to submit records of these declislons
to a financial controller., The activity included preparation and
analyals of all the financial management and control documents that
Vere diascuassed in the firat and second scdules,
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Overall Rating Of The Course:
78% indicated "Excellent" or "Very Good."

Methodologies

Methodologies used in the courses !i<-luded expariential and
participatory learning and problem-asolving approaches. Although
many of the participants commented that the courses were too
intense, there was an overwhelming congensus that the methodologies

ware effoctive.

Several of the respondents {ndicated that the group
discusaions, case studies, etc. improved thaeir ability to
communicate with staff and co-workers and enhanced their decision-

making akills,.

As atated by themn:

"now, it there 1is a production problem, the
department meets and discusses the problem and makes
recommendations to top management,” "better communication
with staff has motivated everybody as you delegate or
discusa certain work problems,™ "when working in groups,
this brought about the fact that one has got to seek the
opinion of others rather than try to solve the problen on
hias own®" and "1 wvas able to gather more and useful ideas
from other participants, easpecially in problem-solving,
I am now able to qgive guidance to my subordinates and
alao to make my own decision without |involving ny
superior.”

Development Of A Needs Asscsament And A Clear Strateqy

When tha In-Country Training Manager came on-bhoard {n 1987, a
training needs assesament was needed and deve.oped, and i1ncluded in
the April 1988 - 31 March 1989 Workplan. According to the Mid-ternm
Evaluation, the assessment did not provide a great deal of
conceptual clarity with reqgard to in-country training outalde of
tha traditional sector activities. As a follow-up, an In-Country
Training Strateqy fHtatenment was developed which met-forth a wvell-
documented ™analyals of the need” and, finally, a atrateqy for
{pplementing the ({n-country training program ralative to the
project purpose,

Prior to 1980, the In-countiy training program lacked a
coherent focus or a clear atrateqy. This waa apparent from the
initial computer fanmiliarization courses presented for the pre-
departure participant training persons and then the training of
trainer's coursen, moatly for public sector {natitutiona., Althouqgh
those courses pet specific training needs and asatiafied the baslic
parametera of the contract, thay were not a clear reflection of the
project purpose. (lee also Mid-term EKvaluation, p. 44, ftor a
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discussion on the Training Officer/0OD focus.)

Modular Courses

Courses that would enable one person to attend 2 or J related
courses over the life of the project were not developed until 1989
when modular courses were developed and presented in units of two
to four modules for %-6 days each and spread over a few months (16
(88%) of the evaluation questionnaire respondents indicated that
each one attended at least ) nmodular courses).

Solection

Salectlion of particlpants over the life of the program was
moutly through a "passive® nomination (or self-nomination) process
in which organizations were asked to nominate people for the
courses. A few of the ministries, and some of the private sector
orqanizations, have an 1dea of thelr organizational needs and based
thelr nominations on those needa. Those decisions frequently did
not include any dialoqgue with the employee about what s/he wvas
expected to get out of the course or how what was learned should be
applied 1n the workplace, etc.

Three evaluation workshop participants indicated that their
employers (2 private dector, 1 public) told them on the Friday
before the workahop was to begin on Monday that they would be
attending a basic supervisory/management course. At the time they
wore told thay would be attending the course, they did not even
know what the content was laet alone what they should be getting
from the course relative to their jcbs,

Other evaluation interviewees 1ndicated that within thelir
minlgtries, thuy were often told by their supervisor that a course
wan offered and someone had to be selected to attend., Thereforae,
parson X was assigned to attend the vourse often without an
sxpectation of what s/he wan to learn or how 1t was to be applied
in the workplace., (While this situatlion stil)] exista, 1t seemed to
be more prevalent prior to the 1989 courses,)

Even 1n casen where thare was self-nomlnaticn (primarily via
the newnspaper advertisementsa), some of the private aector
organizations indicated that thelr employees attended training
programs without a clear focus as to what they should gat out of
them or how they might apply the information in the workplace. As
A result, some private sector orqganizations made policy chanqges for
attendance that would enasure a greater match between the enployee's
heeds, the orqanlzation’'s needs and the training being offered.

For the 1989 and 1990 couraes, a much more “active™ approach
wan taken to selecting participanta. In addition to the "panasive®
nomsinations and self-nominaticns conducted through letters, course
noticeas and newspaper advertisements, {(ndividuals - from specitic
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levaels or grades - who would make up a "critical mass® within an
organization (primarily public sector) were {dentified and
specifically invited to the traininqg proqrams. The identifications
were made {n conjunction with staff from the ministries, the
training officers and based on input from in-country training
course evaluations. In oume cases, the ministries have reasonably
developed training plana, and these contributed to the participant

selection.
Markating The Program To The Private Sactor

ldentifying program participanta from the private sector |s
different than icdentifying participanta from the public sector and
parastatal organizations. First, it needs to bae noted that the
private sector and parastatal organizationa were lumped toqether
for the purposes of targeting audiences and tracking. These
orqgqanizations are very different from one another and should not be
treated in the same manner, especlally for program marketing
purposes. The parastatal organtzations, 1n some cases, are nevly
formed and still perform and have an environment of a publilc sector
orqganization,

In marketinqg programs to the private sector, the in-country
training manager sent Jletters to several of the orqganizations,
contacted the Federation of Swazl Employers and bought thelr
maliling list, contacted the Swari Institute of Personnel and
Training Management (SIPTM) and the Chamber of Commerce, placed
newspaper advertisements, plus more. Even with all of this, there
was not a high response from the private sector.

There are several reasons why the response was =0 poor from
the private sector. Firat, the private sector was treated the
same, no matter the alrfe 0of the organirzation., letters explaining
GWAMDP  and advertising the cCoursea were usually sent to the
principal of the wrganization, whether 11U was a 2,000-person
company or a l0-person cozpany, All of the larger coppany
avaluation intervioewees indicated that a letter to the principal in
their organtzation would nct likely be passed on to the parson
responaible for training. At best, 1t waas forwarded to personnel,
but stil]l unlikely to be forwvarded to the person responsible for
tralning. Even In the amaller companiea, a qeneral wanaqger
indlcated that he may or may not pass the iInformation along to the
other employeea because they had no formal or informsal arranqgement
for exchanging information about tralning prograss.

In additian, the letters that were sent out 1 February 1990
Appear an though they are actyally directed toward the public
sector (even though 1t satates "“private sector®™) and that the
training planners are more knowledgeable about the public amector,
The first part of the letter states that 5SWAMDP is “eapeclially for
individuala In the private sector and in parastatal organizationa.*
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In reading further, {t states, "only individuals with the
approximate rank and responsibility level of Grade 24 - 26 1n the
civil service are eligible for this training:; as a qgeneral
quideline for {ndividuals in the private sector and parastatal
organizations, this would include the tcp three individuals in the
company or parastatal.® While the direct message of this letter
says that the training includes the privata sector, the indirect
message says that the primary focus is the public sector and that
the program planners are more familiar with public sector rankings
than they are private sector positions. (An assumption 18 also
made that the meanings of public sactor rankings ara common
knowledge,) This may seem to ba a “plcky” point. However, when
markat ing a proqram to a specific target group, thelr perceptions
of the course come from the materials that are sent to them and
their responses will be based, {n part, on their perceptions and
not just on the words that are on the paper. This criticlsm 138
also relevant to the "general curriculun for the training” that was
tncluded with the letter ind the newspaper advertilsenents that weaere

placaed.

Second, when the courses were oarketed was also an important
fgssue with the private sector, Several of the larger companies
conduct an annual trailning needs assesument  (usually 1n the
spring). Thelr tralning schedules and budgets are daveloped based
on the needs asuessments, and plars are made for the year of whg is
to qo for training, what training and vhen. Only vne of the larqger
companlies indicated that they have a disuretionary fund from vhich
to draw a certaln amcunt of additional =onles, but for the most
part, all of the companies are tiled 1nto a certain schedule and
budget (even {f they do not have to pay courase costs).,

Several of the coppanies 1ndicated that they would like to
participate tn the tralining, bhut that they needed to hdve a
schedule 0f Courses Indlcating course content and dates at least
six nmonths tn advance (and they would prefer a whole year's
schedule). {Yven for the purlic sector, the lead time for the
Coursas was not sufficient. For exarple, notice was went 1in
February 1949 for courses that wiuld atar® in March and April. The
reality of clearing sachedules for many pecple - eapocially the
level that was lLeing tarqgated - to attend these courneas on asuch
short notice (& Just not practical.)

Third, vhen the malling liut was uytilized from the Federation
of twazl Feployera, moat of that correspondence again went to the
principals of cerpanies who were not likely to pass the Information
along to the appropriate parties (per interview with . [xseida).

Yourth, newspaper advertiserzents tend to tarqget itndividuals
who mlght self-noninate, In scme cazes in the larger companies,
the omployee can self-nominate if s /he indeed can osntablish that
the training 1s directly related to the job that a/he is doing.
However, some human resource development officers in larqer
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companiea indicated that they wmiqght very well see the
advertisement, but that they would be less likely to respond to the
advertisement on behalf of their organization. Instead, they would
oxpect some sort of formal correspondences.

Cn the other hand, two owners/managers of smaller companles
(each aboeut 12 employees) who attended the evaluation workshops
indicated that they would and did respond to a newspaper
advertisement. The issue for both of them was ".ow relevant the
couras was to the asmaller businesses. {Both ©f these pecple
indicated that they qgained a great deal from the courses that they
took, although some of the content wad not relevant to their size
businesses.) (The isgue of marketing the program will be discussed
further in recommendations.)

Individual Needs

The research conducted for the training needs assessament in
the in-country strategy statement was suffilcient to tdentifty
organitaticnal needs. This did not necassarily address the
individual needs of the potential trainees. As one Under Secretary
indicated, jYuat because all of the Under tecretarles wera invitad
to certatn courses, i1t did not mean that everyone was at the sase
level or had the same training needs in a particular area.

For the 1989 courses, that lsasue was addressed in two ways,
Flrast, on the application fors, potenttal tralnees were asked to
tdentify specific content areas to be covered i1n the coursesa., This
infornmation was then passed along to the tratning 1natitution
deslgning the course.,

Second, 1n a few cases, selected groups of tralnees were
brought together for a cne-day workahop to determine the apecific
content areas to be covered for the modules. Two of the evaluation
workshop partisipants lndicated that this was a valid way ot
deternining the speciflc content areaas to be covered 1n the zodules
becauss 1t waas the bent way to try and addresn the needs of the
organization and the needs of the individuala, Following each
Bodule, the tralneoes were aqgain asked for thelr input four the naxt
zodule. Although snome of the tralning {nstitutions indicated that
they changed the content of modules bLased on the lnput from the
trainess, somo of the evaluacion interviewveeas indicated that thelr
Input was npot taken Into conalderation for the naxt module even
though all the tralnees sneexed to be In aqreement about the content
to he covele:d,

Yollow-up

Although there was asupposed to be an understandling with the
tralnea’'s esployar that there would be on-the-job tcllow-up to
identify constrainta to using the akllls taught and to fdentify
further training needs, there was nou Ilndication that this raquired
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far. In the larger ministries, under the Principal Secretary are
at least five Under Secretariaes and, under them, are up to 20 or 10
sectional heads. All *ntal, only a few Under Secretaries have been
trained out of & total (f 40 to 50 in the system and only a ] .aited
number of sectional heads recelved training.,

Sevaral of the training officers indic . that more
supervisoras witnhin thelr corqganizations still need vto recelve
training (or sensitizing), especially in the area of human resource
planning and development - and how training fits in with that
process, Hot encugh of the "leadershlp cadre” within the
organlzatlionyg are aware of the lzportance of the process and,
therafore, are not suppotrtive and cooperative 1n training needs
assessments and developing training plans,

One training officer, who is also acting Under Secretary, firon
A rathuer larqge mintstry indicated that she was attending the
training aofficer’'s Jgroup on a regular bastis, but qulit after sone
time becausa 1t was too frustrating for her to work in a qgroup that
was 3triving to develep new tdeas and bring about change anly tu
find that once these ldean got back 1nto the workplace, others were
not receptive and the Introduction of any nhew Ldeas was stalewated.

She also indlcated that the 'S fron her minlatry recently
attended the nodulesn presented for the PSa, Lut enough tiwme had not
yet pasded to ses 1f any changes would occur.

Changea Are Beginning

flemarks oun the evaluation guuestlonnalires {ndicated that scone
positive changes are beginning to oceur.

One Under Lecretary stated,

"in the pinistry we ate working harder to achleve the
Juals of the varlous departoents, Communication hae
improved tremendcusly. HStrategles are Lealng foraulated
for hetter staff manajgesent., letter satyles of leadership
are bLelng sought for implerentation. HBetteyr mathoda for
dealing with dally proble=s are haing effected, Budget
planning, bLoth capital and recurrent, is getting batter
control in tegards to axpenditure, The Introductlion to
the use of camputer and thelr usefulness gaas  pade
gquvetnment ataff very senthustaastic for belter records and
inforration storage especlally all rsectlons of the
anigratlion departmont and aocial wel are,®

On the "National Day of 'te. wgnittion for Participants in the
1989 In-Country Training Progjrarse, 22 Noveele  196%9,%

Undar fecretarfes and Directors who participated {n the
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Management and Organisational Development Course found their
program "extremely beneficial" for the following reasons:

*"it encouraged participants from various ministries,
departments and the private sector to get to know each
other and the problems they face daily, thus promoting
inter-ministerial and {nter-departmental cooparation,”
and "it exposed group members to flaws that exist, and
provided a suitable forum in which to diascuss, in a
conatructively critical fashion, the procedures and
criteria that emanate from the policy and decision-making

cadres.”
Organizational Development

Lacking a clear focus in the early years of the project, the
primary focus of the program shifted to an {n-service training
strateqy using organirational developnent® and training-of-trainers
apnroaches. This direction was taken because the Manpowar
Development/Training Planner that was hired in February of 1986 was
having a great deal of difficulty getting a response from the
various winistries in developing multi-year donor specific training
plans. This was due, in part, to the fact that people who were
deasignated as training officers were not trained in that field and
frequently had no backgrounds in that area either. As well, the
managemant ataff neither had an appreciaticn nor an understanding
of tha relevance of training and human resource developnoaent.

In responne to this situation, a training officars’' group was
orqanlized, which atill]l meets conthly at the Miniatry of laopcur and
Publlc Service. The monthly attendance averages around 20 tralning
and parsonnel officers, mostly from public sector organizationa and
A few from parastatal orqganizations, Although minutes of the
Boelings are sentl cut sach zonth with a notice of the next meeting,
thern waas no active recruitzment of new peuple or persons from the
private sectar,

’ Throughout the 1ife of the project, “aorgan{zational
devalopneant®™ was not apeclifically defined relative to this project,
For the purposdses of thia avaluation, the O effort of thia project
was Interpreted as atrengthening thae capabllity of the Minlstry of
labour, and the organizationa with which 1t warks, Iin unridarat anding
the purpoden and processes of training 3o that the MO could
doval:. (s for Jtaelf valld training needs assessrents and trainlmg
plans based thereon and provide asslatancs to othsr organizatlons
In dolng the same.  This increased capablillty would then provide
Bure relevant Informaticn that would feed Into such projects as
SHAMDE and, thereby, {ncreasing the averall effsctiveness of the
project,
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system was not adequately developed to determine whether or not the
program was on target; i.e., as far as tho number of people (not
only the number of participants) who attended the courses, whether
or not those same people attended 2-3 courses over the life of the
poject, or whether or not 13-4 people were coming from within one

organization, etc.

Monitorirn and evaluation systems are a management tool that
asaniut {n che 1ing the status of the project in order to keep it
focusod., The absence of this system is likely to have been one
reason why the project veered off tfrom the objectives of the
project paper.

E. INSTITUTIONALIZATION AND SUSTAINABILITY

As astated in thoe Mid-term Evaluation, the original design of
SWAMDP called for close collaboration with Swazi institutions and
with the swaziland Institute of Management and Public
Adrinistration (SIMPA). A declsion was made in the early stages of
the project not to collaborate with SIMPA until 1t resolved certain
orqganizational lssues, With the decislon not to vork with LIMPA,
the whole lusue of training inatituticn bullding was effectively
put on hold. At that point, the focud of the project shifted to an
Iln-service training strateqgy within the pinlstry using
organjzational development and tralning-of-trainers techniques,
This was {ntended to strengthen wministry capacity to plan for
training and to provide a limited capacity for management trafining
in-house,

Training Institution Capabllity

How, am a result of the progran, to vhat extent 1o any of the
Lwazl training insiltutlons have an increased capabllity to delivar
siptlar levels of tralning or does the m=inlstry have an Increased
vapabllity to plan for training and provide a lislted amount of
managesent training in-house!

In the early yeosars of the progras, Executlives [eveloprent
Africa (rLA) -~ a nwazli=owhed and managed flrm -« was hired to
vonduct a basle supervisory akills tralning pregrans,.  The fira waa
ldentifled Ly ¢ and hilred Lased on 1ta existing capabiility of
dellvering that type of tralnlng. In the later yeara of the
frttejran -~ lunb forward - trainlng flrnas were hliedl Lanmed on a
vorpat itive [ropsonal and bLased on their exlating capability aof
dalivering tha tralinlng i }rais, The flrse that Jould conpele In
thia irvness welfe The lalijel, Botfe eatablishel flina,

Whenn 'lefe ajjearel the lack of an in-vountry capablility of
daeliveris gy the level of training that waa fneeded for SWAMDE,
sutslide «ohauitants wete Nhired;] J.e., ouh as Harvard and the
Univeraity of PFittaburgh, Hdarvard was hired to firesent the }989
pri=jras “rickoff® gtltended Ly the Principal fecretarjes and alher

%)


http:nIAu(.14

people at that level. Part of the reason for inviting Harvard was
to provide an *"international standard® for the Principal

Secreataries.

Members of the local training institutions also attended the
“kickoff"™ program, but were not involved In any vay (n co-~delivery
of the program. Therefore, except for what was received by being
a particinant in the proqgram, when those consultants went back to
the U.S5. 80 did tha capability for that level of training.

Through-out thae life of the program, the local institutions
were encouraged to collaborate with one ancther, but there 13 no
indication that an attempt was nade to match-up any of the in-
country training i1nstitutlons w.th theose outslde resources 50 that
a collaborative effort could be made to strengthen the capahbility
of tha in-country institution in conjunction with delivering the

training,

Although all of the tratning institutions indicated that thay
gJained scoue benefit fronm and appreclated participating 1n SWAMDP,
none of then 1ndicated a capacity beyond that which they had before
the project,

Covernment of HSwaziland Capability

Throuqgh the in-country training cosponent and the
orqanirational development effort of SWAMDP, the 3lnistrlies have
galned some Increased capablility 1n identlifylng training needn and
developing tralning plana, hut there is a very linlted capabllity,
1f any, to dellver manayjeszent training sizilar to that provided
under SHAMDE (bLased on evaluatlon interviews, gueatlunnslres and
workshops) ,

Currently, the sinlatiies Hulget for and deliver asvee ln~house
tralnlng., Heat of thia trainlng la for skills avcquiasltion (1.e.,
in Gperating cezputers, or learnlng how to Gperate new 14ad
equliprent, ela,) or for tefresher courses (l.o., ul«late of tad
Codeas or Lrleflng newly tranaferred esployees on Jdepart=ental
prucedutes, et .

Overall, Aag the =altuatlioun nouw atanla, there may le an
Increased vapabiillty for puftentially Jdelivering the type of
trainlng nouw Lalng offared undey LMAMUP, Dut the 1h-iountry
tralnlig jtegran Yook tuo louny Lo yet golneg to hava a algniflicant
ispadt on the larget aulience and the orjanizaticnal develophent
effult was oo afiort In duiatleh To solidify the chafigas within the
ihatlitutlana,
























training cosponent. The systas should be used as a nanagesent toal
to assist in keeping the project on track, which was a probles in

SWANDP.

A reccnrended data collection form for the 1n-cOountry training
courses isa:



RECOMMENDED DATA COLLECTION FOR IN-~COUNTRY TRAINING COURSES

TITLE OF COURSE DATES OF COURSE

TITLES OF ALL PREVIOUS COURSES DATES OF ALL PREVIOUS
(Code each course title for COURSES
antry below)

NAME SEX | ADDRESS/ | EMPLOYER | PGSITIO | PREV. | PREV.
| (F) | TELEPHON | / NoOAN PART. | IN-
M) | E ADDRESS | SUPER- | TRN. CTRY
VISOR TRN.
CODE (S

Forms should be developed to be used for each in-country
training course that includes:

Name of the course_and the dates.
All other courses previously offered (with a code for each

course title).
Name (in full).
2ex.

Addres: and telephone numker (residence).

Emplovyer (code for public, private, parastatal).
Emplover's Address.

Position (grade or level as appropriate).
Supervisor.

Frevious participant training proaram.
Previous in-country training proarams (insert course codes).
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This information should be computerized and coded so that it
can be sorted by "Training Course," "Employer," and "Name" of in-
country training participant. This sorting will give information
respectively about who attended each course; who, and how many,
from each employer attended courses over time (and which courses
they attended); and, the name of each in-country training
participant and the number and types of courses they attended over
the life of the project. This information will directly feed into
the monitoring and evaluation system of the program so that
information can be obtained about whether or not targets are being
met as far as percentages of participation by public sector,
private sector or parastatals, by sex, etc. It will provide an
exact number of persons, among other information, who are being
trained rather than being counted over and over again as the same
people attend various courses.

2. Clearer lines of communication - and reporting procedures
- should be established between the contractor and USAID. At the
beginning of the project, agreement should be reached about what
and when things are due from the contractor and the timeframes that
USAID will need to turn around documentation so that approval
and/or feedback will be made in a timely fashion.

cellaneous

1. Develop a Resource Center within the Ministry of Labour.
Apparently there is no one place that anyone from public, private
or parastatal organizations can go to obtain information about what
training courses are available, get information about applications,
etc. Saveral SWAMDP participants indicated that they would like to
see something developed in the Ministry of Labour.
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DOCUMENTS REVIEWED FOR THE IN-COUNTRY TRAINING COMPONENT

Annual Report, 31 March 1989 - 1 April 1990, Ministry of Labour anc
Public Service, Mbabane, Swaziland, June, 1990.

Contract, and Amendments, between USAID/Swaziland and TransCentury
Corporation.

“pecembar Monthly Report On The 1989 Calendar Year In-Country
Training Program/Activities Of The Swaziland Manpower Development
Project," Volume One, prepared by Leon J. Muffett, In-Country
Training Manager, 31 December 1989.

Federation of Swaziland Employers, Annual Report and Accounts
1989/90,.

"Final Report: Swaziland Manpower Development Project Development
Communications Component," prepared by Polly E. McLean, January,
1989.

Handbook For HKuman Resource Development, Swaziland Government,
Ministry of Labour and Public Service, August 1, 1989,

"In-Country Training Stratagy Statement for the Swaziland Manpower
Development Project," funded by U.S.A.I.D., for consideration by
the Ministry of Labour and Public Service (DRAFT), August 1988.

International <Conter For Public  Enterprises In D

eveloping
Countries: Guide To Evaluation of Training, by Lloyd A. Stanley.
Published by the International Center for Public Enterprises in

Developing Czountries, Titova 104, 61109 Ljubljana, Yugoslavia
(1987).

"Local Leaders and Development Training in Swaziland: Evaluation of
Traditional Sector Training," prepared by Edward C. Green for
TransCentury Corporation, Auqust 15, 1989.

"Materials for SWAMDP Impact Evaluation,” Lists of Tralning &
Porsonnel Officoras, Liat of In-Country Training Activities, Volumaes
I and II, compiled by TranaCantury, October 1990.

"Mid-Term FEvaluation of the Swaziland Manpower Davelopment
Project,"™ (SWAMDP: Projrct #645-0218) Volunme II of 11, prepared for
USAID/Swaziland by: Joha C. Williams, et al., November 1988.

Natlonal Developmaent Plan, Government of the Kingdom of Swaziland,
1983/84; 1987/88,

"Newslotter of the Fedaration of Swaziland Employers," Issue No. 7,
August 1990,
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"November Morthly Report On The 1989 Calendar Year In-Country
Training Program/Activities Of The Swaziland Manpower Development
Project," Volumes One - Three, prepared by Leon J. Muffett, In-
Country Training Manager, 30 November 1989.

Report On The Ministry of Labour and Public Service Intra-
Ministerial Retreat: 5-7 March 1990; Organizational Development
Management Training Retreat.

"Recruitment and Planning Issues for the USAID/GOS/SWAMDP In-
Country Training Programme for 1989," 1 February 1989.

"Report on Training Seminars and Recommendations for Future

Action," containing the National Training Policy.
Swaziland Manpower Development Project Paper (1984).

Swaziland Training and Institutional Development (STRIDE) Project
Paper (DRAFT)

The Times of Swaziland Supday, "Women on Sunday," "How business

women develop themselves," Sunday, September 2, 1990.

The Times of Swaziland, "Mbingo resists move t: Works," Wednesday,
November 7, 1990.

"Trainers' Manual for Developing a Human Resources Planning
Process,"” Swaziland Manpower Development Project, Miniatry of
Labour and Public Service.

Training Needs Asgesament Forma%, Ministry of Labour and Public

Service, Mbabane, Swaziland, 10 November 1989.

"TransCentury Work Plan, 1 April 1988 -~ 31 March 1989," The
Government of Swaziland and USAID, Christmastide 1987.

"Workplan and Budgot for Eleven Months and 16 Days Extension, 15

January 1990 - 31 December 1990," submitted by TranaCentury
Corporation, Revised 2 April 1990,



LIST OF CONTACTS FOR THE IN-COUNTRY TRAINING COMPONENT

USAIDR

Mr. Robert D. Carlson, Director
Ms. Leticia Diaz, Human Resources and General Development Officer

Mr. Patrick Fine, Education Development Officer
Ms. Cecilia Kenyon, Project Manager, SWAMDP

TransCentury
Ms. Marilyn Richards, Chief of Party
Mr. Leon Muffett, In-Country Training Manager

Ms. Faye Cowan, Participant Training Coordinator, Washington D.C,
Mr. John King, Former Manpower Development/Training Planner

Academy For Educational Development

Dr. Judy Brace, Director Development Information Services

Training Institutions
Mr. F. Mbelu, Director, Executives Development Africa
Mr. J. A. Hickin, Managing Director, Mananga Agricultural

Management Centre

Mr. Eddie J. Arubayi, Senior Lecturer, Mananga Agricultural Mgmt.
Centre

Mr. Behkie Dlamini, Country Director, Institute of Development
Management

Mr. Almon Mkhwanazi, Director, DEMS/University of Swaziland

Government of Swazilanrd

Ms. Futhi H. Kuhlase, Acting Prin. Secty., Min. of Labour and
Public Service
Ms. Mumly Musi, Asst. Personnel Officer, Min. of Labour and Public
Service
Mr. Allen McFadden, Sr. Parsonnal Officer, Min. of Labour and
Public Service
Ms. Ennet S. Nkambule, Act. Under Secty. and Train. Cfficer, Min.
of

of Works and Communications
Mr. MN. J. Simalane, Principal Personnel Officer, Miniatry of
Education
Mr. Peter Mtetwa, Under Secrotary, Minlatry of Justice
Mr. Rodqgers Matsabula, Training Manager, Ministry of Agriculturae
Mr. Jabulan; G. Kunene, Unde.: Secretary, Ministry of Education
Mr. Mathanda Patrick Mazibuko, Dir. of Ind. and Voc. Training, Min.
of lLab,
Mr. Linda H. Zwane, Dir. of Ind. and Voc. Training, Min. of Labour
Mo. Dudlu Dlamini, Personnel Assistant, Miniastry of Labour
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Paragtatals

Mr. Kenneth Magagula, Personnel Manager, Posts and Communications
Mr. Parris, General Manager, Royal Swazi Air

Private Sector

Mr. Dick Wheelwright, General Manager, Manica

Mr. Barry Placi, Human Resources Manager, Usutu Pulp

Mr. Gavin Mattiqg, Training Manager, Usutu Pulp

Mr. Musa Musi, Training Manager, Inyoni Yami Swazi. Irrigation
Schene

Mr. Terry Quadling, Training Manager, Inyoni Yami Swazi. Irrigation
Scheme

Mr. A. S. Ntiwane, Group Training Director, Swazi Brewers Ltd.
Mr. P. Dodds, Federation of Swaziland Employers

Mr. G. N. Ndzinisa, Training Manager, Mhlume Sugar

Mr. M. Mndzebele, Supervisor, Swazl Brewers Ltd.

Ms. Desma Kuhlase, Swazi Success Hair and Beauty Salons

Mr. Sikelela Dlamini, Manica Freight Services

Mr. Mbho Shongwe, Elmond Computer Systems

Mr. Herbert Shongwe, Steel & Wire International

Mr. Siphon Khoza, Inyoni Yami Swaziland Irrigation Scheme

Mr. Timothy Dlamini, United Plancations

Training Qfficers/Supervisors Workshop

P. 2. Maibi, Department of Taxes

R. M. Simelane, Central Statistical Office
J. M. B. Nkambule, labour and Public Servicae
Dudu Dlamini, Labour and Public Service
Mumly Musi, Labour and Public Service

Elliot J. Sihlongonyane, Treasury

Ngaba Madeko, Health

Mumly Mathunjusa, Institute of Health Services
Jane Dlamini, Tinkhundla

N. S. Tsala, Geology

S. N. Maphanga, Geology

N. T. Shongwa, Health

K. P. Manuso, Natural Raesources



IN-COUNTRY TRAINING - APPENDIX A
DATA COLLECTION FOR IN-COUNTRY TRAINING EVALUATION

The current contractor provided binders with approximately 52
course listings and names of participants. From those course
listings, which were approximated to include over 1,200 names of
participants, 168 names were drawn from 35 courses. (The courses
excluded wara those relevant only to Participant Training,
Traditional Sector or Development Communications). Approximately
40 names were drawn from the courses delivered through 1988 and the
remainder were drawn from courses delivered thereafter. This
division of 1988/89 was specifically requested by USAID because of
the changes in the contractor Chief of Party and strategy of
project delivery. More participants were chosen from 1989 forward
because more courses were delivered in that timeframe.

Questionnaires were developed and mailed to the 168 in-country
training participaints. From the 168 names, approximately 69 names
were selaected from public, private and parastatal organizations to
participate in 3 participatory evaluation workshops to be held on
3 consecutive days (each session = 2 1/2 hours).

Interviews were conducted with over 20 organizations involved
with in-country training programs from the private and public
sectors, parastatals and training organizations. Some in-country
training participants were also interviewed in the course of
interviewing public, private and parastatal organizations.

There were some major difficulties in obtaining a
repregsentative sample of in-country training participants because
of the data that was avai{lable. Some constraints to collecting
accurate or relevant data werae:

l. The absence of a monitoring and evaluation system for the
in-country training program.

2. The absence of any conmputerized data (including course
lists, etc.).

3. Prior to 1989, ecach attendance list was recorded
differently. In some cases, thare was only & name without any
referance to whether or not the participant was from the public or
private sectors or a parastatal. Most of the time, addresscs ware
neither provided for follow-up, employors were not liasted, nor was
the sex of the participant indicated. Little or no {nformation was
provided about whether or not the in-country training participant
was also a returned participant training persaon.

4. From somme time in 1988 or early 1989, records for each
courase were kopt with a little more consistency and some aggreqate
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data was set forth - as in the report of December 1989. However,
the aggregate data table for December showed gross totals (and
percentages) of in-country training participants; but, it did not
disaggregate information about the total number of persons that
attended in-country training programs by employer, it did not show
the frequency or the number of programs that each person attended,
and it was not disaggregated by sex, etc. Also, from reviewing the
November 1989 reports, it did not appear that tcbles such as the
ona in Dacambar wara praparaed for all the courses.

5. Data actually avallable were course lists of an estimated
1,200 in-country training participants. From these lists, the
names of in-country training participants could be obtained,
although all of them could not be traced because of an absence, if
many ca:as, of addresses and/or employers. Also, there was
nothing to indicate the number of persons that actually were in-
country training participants (from reviewing the records, it is
clear that many of the same people attended many of the courses).
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IN-COUNTRY TRAINING PARTICIPANT
QUESTIONNAIRE

As a participant in the USAID SWAZILAND MANPOWER DEVELOPMENT PROJECT, you are
requested to complete this QUESTIONNAIRE for the evaluation of the project.
Please complete the questions to the extent possible. Your nrompt reply and
assistance will provide valuable information for future programs of this type.

THANK YOU FOR YOUR COOPERATION.

1. TODAY'S DATE
2. SURNAME - GIVEN NAME

Female Male o Age

3. Previously participated in the Long or Short-term Participant
Program (out of the country)? Yes No

4. PRESENT EMPLOYER:

Organfzation Oept.

Position/Rank

(cos )  (Parastatal __) (Private )
5. EMPLOYER AT TIME OF TRAINING:

Organisation B ... Vbept.
PositionRapnk
(6os ) (Parastatal ™ ) (private )

I. COURSES ATTENDED (Check all which you attended):

Course Completed
YES NO
Computer Familiarizaton
June 28 - July 1, 1985
Oct. 24 - 27, 1985
May 16 - 18, 1986
June 20 - 22, 1986
May 15 - 17, 1997
May 13 - 15, 1988
April 29 - Hay 1, 1989
Hay 11 - 13, 1990

Ll
i

Computer Concepls for Managers
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Aug. 20 - 23, 1986

MLPS Staff Computer Training
Aug. 23 - 27, 1990
Sept. 1990

Basic Supervisory/Management
April 7 - 11, 1986
Aug. 11 - 15, 1986
Sept. 8 - 12, 1986
Sept. 29 - Oct. 3, 1986

Senior Management Course by MAMC
for MOAC Staff
Aug. 8 - Sept. 2, 1988

MLPS Organisational Dev.
Training Retreat
March 5 - 7, 1990
Follow-up Training Retreat
June 6, 1990

Management Skills for
Principal Secrctaries
Jan. 10 - 12, 1989

Management,00

Grade Level 24 Unit
Module One

May 28 - June 1, 1990
Module Twa

July 30 - Aug. 3, 1990
Module fhree

Jept. 10 - 14, 1590

Grade Level 26 Unit
Module One

June 18 - 22, 1990
Module Two

Aug. 6 - 10, 1990

Minagement/N0D Unit Two

Module One

March 12 - 17, 1989
Module Two

June & - 9, 1989
Module Three

Sept. 10 - 15, 1989
Module Four

Aug. 13 - 17, 1990

Supervisory Skillg/00
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Unit Three
Module One

April 23 - 28, 1989
Module Two

July 30 - Aug. 4, 1989
Module Three

Oct. 29 - Nov. 3, 1989

Capital Budget Seminar for
Principal Secretaries
Unit Eight

Dec. 5 - 8, 1989

Financial Management and Control
Skills for Principal
Secretaries: Unit Six

April 4 - 7, 1989

Financial Management and Control
Skills: Unit Seven/Module One
May 21 - 26, 1989
Module Two
Aug. 20 - 25, 1989
Module Three
Nov. 12 - 17, 1989

Training Officers in Management
Functions: Unit Five/
Module One

April 2 - 7, 1989
Module Two

June 4 - 9, 1989
Module Three

Sept. 10 - 15, 1989

Training of Trainers for
SIPTM Members by DEMS
July 25 - 27, 1988

Human Resources Mgmt./00

Unit Four
Module One

May 7 - 12, 1989
Module Two

July 2 - 7, 1989
Module Three

Oct. 8 - 13, 1909

Seminar on Handbook for Huian
Resource Development
february 9 - 13, 1987
March 16 - 20, 1587
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April 27 - May 1, 1967
Aug. 29 - 31, 1989
Sept. 27 - 29, 1989
Oct. 3 - 5, 1989

Oct. 18 - 20, 1989

Operating/Maintenance Procedures
Ministry of Works &
Telecommunications

March - April 1987

Senior Community Development
Persaonnel
March 28 - April 8, 1988

Community Oev. Certificate Course
Module One
March 6 - 31, 1989
Maodule Two
June 5 - 30, 1989
Module Three
Oct. 2 - 27, 1989

Supervisory/Gen. Mgmt. Skills
Training for Senior Community

Development Officers
Sept. 10 - 21, 1990

TO WHAT EXTENT DID YOU PARTICIPATE IN THE SELECTION OF THE COURSE(S) TAKEN?

€L (LKL

Il. (Pleasa write/print clearly and use the back of the
questionnaire for additional comments.)

l. [F YOU CHANGED POSITIONS (OR EMPLOYERS)Y SINCE THE TRAINING, TO WHAT EXTENT
DID YOUR INCREASED KNOWLEDGE/SKILL CONTRIBUTE THE CHANGE (please give examples):
2. HOW WAS/ 1S THE TRAINING RELEVANT 1O YOUR EMPLOYMENT (please give examples):

IF THC TRAINING WAS KOT RELEVANT, PULEASE DISCUSS WHY:

). TO WHAT (XTENT WERE/ARE YOU ABLE 10 APPLY TO YOUR WORK [NVJRONMENT THE
IOFAS AND TECHNIGQUES THAT YOU LEARNED (please qgive examples):

WERE/ARL  THERE  ANY  CONSTRAINIS  WHICH PREVENTED YOU FHOM APPLYING THE
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KNOWLEDGE/SKILLS [N THE WORKPLACE AS YOU WOULD HAVE LIKED?

ARE YOU PRESENTLY APPLYING IN THE WORKPLACE THE KNOWLEDGE/SKILLS ACQUIRED FROM
TRAINING? PLEASE COMMENT:

4a. TO WHAT EXTENT WAS THE COURSE OESIGNED TO ENCOURAGE YOUR PARTICIPATION
THROUGH THE USE OF CASE STUDIES OR SMALL GROUP SESSIONS:

4b. DID THE WAY IN WHICH THE TRAINING WAS CONDUCTED INFLUENCE THE WAY IN WHICH
YOU INTERACT WITH STAFF/CO-WORKERS OR IN PLANNING AND DECISION-MAKING? YES __
NO IF YES, PLEASE GiVE CAAMPLES:

5. 10 WHAT EXTENT WAS THE LENGTH Of THE COURSE(S) SUFFICIENT FOR YOU TO
ACQUIRE KNOWLEDGE/SKILLS THAT COULD BE APPLIED?

6.  DID YOU PARTICIPATE IN THE MODULAR COURSES? YES _ NO

DO YOU PREFER A SERIES OF RELATED COURSES or _ SINGLE DISCRETE
PROGRAMS (please check as appropriate)? PLEASE COMMENT:

7. TO WHAT EXTENT HAS THE TRAINING YOU RECEIVED CREATED CHANGE [N THE WORK
ENVIRONMENT?

8. HAVE YOU TRANSFERRED THE KNOWLEDGE/SKILLS ACCUIRED FROM THE TRAINING TO
OTHERS IN THE WORKPLACE (e.qg., through seminars, presentations, in-service

training, written reports, etc.)?
YES NO  PLEASE GIVE EXAMPLES AND DISCUSS:

9. WHEN YOU RECEIVED YOUR TRAINING, OI0 OTHERS FROM YOUR ORGANIZATION ALSO
ATTEND?  YES NO. PERSONS? NO

HAVE OTHERS FROM YOUR ORGANIZATION ATTENDED THE USAIC-SPONSORED TRAININGS AT
OTHER TIMES? YES  NO. PERSONS? NO

10.  HAVE YO RECOMMENDED THE TRAINING COURSES TQ OTHERS?
YES WO

11, BESIDES ACQUIRING NEW KNOWLEDGE/SKILLS, WERE THERE ANY OTHER BENEFITS
DERIVED FROM THE TRAINING? YES  NO  PLEASE COMMENT:

12, WHAT SUGGESTICNS DO YOU HAVE TO IMPROVE THE OVERALL EFFECTIVENESS OF THE
IN-COUNTRY TRAINING PROGRAMS?

7%



THANK YOU FOR YOUR COOPERATION IN COMPLETING
THIS QUESTIONNAIRE!
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RESPONSES TO IN-COUNTRY TRAINING PARTICIPANT
QUESTIONNAIRE

Approximately 156 questionnaires were mailed/delivered to the three
sectors; 41 questionnaires were returned.

Returped Questionnaires

Females Ret.Part.Train.
Private 16 (1) (5)
Parastatal 6 (2) (0)
Public 19 (4) j84)
Total 41 (7) (12)

CONCENTRATION BY SECTOR/ORGANIZATION -

Private sector - 4 of the 16 questionnaires came from one
firm; 2 of the questionnaires came from another; and the others were
from different firms.

Parastatal - 2 of the 6 came from one firm; the others were
from different firms.

Public - 2 were from the Min. of Finance - Income Tax Dept.,
4 were from the Min. of Labour, all different departments, 2 were
from the Min. of Agric., different departments. The remainder were
from different Ministries or distinctly different departments within
Ministries.

When Courses (Modules) Were Taken (and Number)

Private
1986 - 2 people took 1 course each.
1989 - 6 people took 3 courses each and
1 person took 2 courses
1990 - 4 people took 4 courses each,
1 person took 3 courses, and
2 people took 2 courses each

Parastatal

1986 - | person took 1 course

1989 - 3 people took 3 courses and
1
k|

1 person took 1 course
1990 - 1 person took 3 courses

Public

S people took courses spread out the life of the project:
1 person took 3 courses in 1987 and 10 courses in 1989

1 person took 3 courses in 1989 and 3 courses in 1990
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1 person took 1 course in 1989 and 2 courses in 1990

1 person took 1 course in 1986 and 2 courses in 1990

1 person took 1 course in 1988, 4 courses in 1989 and
1 course in 1990

1989 - 9 people took 3 courses and
1 person took 6 courses
1990 - 4 people took 3 courses

The extent to which participants participated in the selection of the
m ?

8 (20%) responded yes, that they either self-nominated or participated in
the selection.

12 (29%) responded no, that they were nominated by their employer.
21 (54%) did not respond (or understand) the question.
Question 1. Changed positions?
37 (90%) responded that they did not change positions.

4 (10%) responded that they did change positions and that
the training contributed to the promotion/change.

Question 2. Relevant traininqg?

41 (100%) responded that the training was relevant to their
Jobs.

Question 3. The extent to which_ideas/techniques were applied in the
workplace,

100% of the respondents indicated they apply what they learned to
their jobs.

Constraints in applying what_they learned,

18 (44%) of the respondents indicated constraints to xplying
what they learncd for the fcllowing reasons:

- Lack of cooperation from line manager,
- Difficulty/fear of diverting from the organizational
culture.

- Shortaqe of qualified personnel,
Difference in the lanquage of the trained and

untrained.
- Time spent in computer traininy was too short,

78



- Ministry’s computer system is not yet fully developed.

- Senior Trade Testing Officer has never been given
chance to attend training officers’ meetings.

- Reluctance by supervisor to accept new concepts tn the
1ine of administration.

- Shortage of staff.
- Lack of cooperation from the heads of departments.

- Time constraints to explain to support-staff adequately
what has been learned.

- No longer applying skills,

. Lack of policy from top manager regarding application
of new ideas.

- Lack of training for peers.

- Superior never attended training and is threatened by
the new i1deas.

- There are established procedures which restricts the
carrying out of new ideas.

Applyiing skills in the workplace,

36 (88%) indicated they were applying at least some of
the skills from the werkshaop.

4 (10%) indicated they were not applying the skills,
1 (2%) did not respond.

Question 4a. Coyrze wiy deslqned lu enceurage participation,
40 (98%) tndicated yes: 2 (2%) did not respond.

Question 4b. Wiy in_ which training was c¢onducted influenced interaction with
staff/co-workers_ or tn planning and deciston-making,

16 (88%) indicated yes; 4 (10%) tindicated no; and 1 (2%)
did not respond.

Question 5. Length of Course(s)

14 (34%) indicated that the course was adequate; 27
(66%) indicated thit the course was too short, mostly
because It was too Intense or because it wis not enough
time to absorb new concepts and fideas.
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Question 6. Modular vs, Single Discrete Courses

B8 (20%) indicated they preferred single discrete courses; 33 (80%)

indicated they ©preferred courses that built upon one
another. There was one comment from a private sector questionnaire
respondent which indicated that due to time constraints modular courses were not

a viable option.

Question 7. Question was withdrawn,

Question 8. Transferred skills cr knowledqe in the workplace.
30 (73%) indicated yes; 11 (27%) indicated no.
Most of the skill transference was in the form of a

report of the workshop fo the supervisor or through
informal discussions with staff/co-workers.

Question 9. Qid others from your organization attend training when you didt

25 (61%) indicated yes; 15 (37%) indicated no; 1 (2%) did
not respond.

Questton 10. Have you regemmended the training courses to_others?

31 (80%) i1ndicated yes; 4 (10%) indicated no; 4 (10%) did
not respond.

Question 1. Qther benefits derived from the training?
19 (95%) indicated yes; 2 (5%) indicated no.
Primary benefit was meeting other GOS personnel and
exposure to people from private and parastatal orqanizations.
Question 12. Syggestions?
follow up modules should be made available.
- some of the modules should be on one subject.
- two or three ot my line managers should e sent,
- handouts and case studies <hould be distributed before
the course resumes and participants should be notified

tn good time to attend 2 course; no last minute rush,

- training programs thould be relevant to training needs
of the country,

thould be extended to sentor managers 'n the private sector as it

1s with Principal Secretaries. After a number of modules, participants should
be given a formal period of training to enhance their progress at work,
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- a follow-up at the workplace by the sponsors (SWAMDP) could be an
impact on management at the private sector. To some
organizations, the in-country training is seen to be for civil servants.

- a few selected basic textbooks for in-depth reference for
participants could help.

- to improve on getting different people from different categories
to lecture on subjects in their fields - this was done with capital budget - it
was an eye opener. There should be other similar courses which area follow-up

to this.

- increase from 3 modules to 4 to endble
participants to further investigate and analyze the management
practices of any major organization in Swaziland.

- the case studies must have some relevance to the problems of
Swaziland.

public, private and parastatal sectors should be involved in
designing the training so that the needs of all can be properly catered for.

- extend time for participants to acquire more knowledge/skills and
be in a better position to fully understand the contents of the course and advise
their bosses to utilize the participants on their return.

- for people to be able to speak one effective language, the in-
country training program should include subordinates from levels 15, 17
and $o on with follow-up courses every two years.

- organize courses for all cadre in onc year so that all
can understard what s expected of you at work.

- bosses should be trained as well.

- & library should be made available to participants
for use for further studying of what was covered in
the day.

- the courses should be maintatned and the MOL should
be directly involved.

suggest follow-up activities of ecach module done to assist
{mplementation of actian plans.

incorporate educational visit to relevant places to
reinforce concepts learnt.
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IN-COUNTRY TRAINING PARTICIPANT EVALUATION WORKSHOPS
RESPONSES AND RECOMMENDATIONS

The In-Country Training Evaluation Workshops were held on two consecutive
days from 9 A.M. - 12:00 Noon at the Swazi Inn, Mbabane. [n-country training
participants were invited from public, private and parastatal organizations,
Sixteen people attended the workshops.

Since the total number of in-country training participants was larger than
could easily be interviewed individually, participants were invited to these
workshops in order to try and talk to as many people as possible to get feedback
on the program. The workshops were conducted in addition to interviews with
selected individuals and the distribution of questionnaires,

Questions were developed that addressed pre-training, during training and
post-training issues. The format was open discussion of questions. Some of the
group responses and recommendations were as follows:

PRE-CQURSE
1. HOW WERE YOU SELECTED FOR THE COURSE?
RESPONSES

One person was told by his supervisor on Friday before the workshop that
he was to attend on Monday. Another person was given one week’s notice.

Owners of two small private sector firms responded to newspaper
advertisements. One employee of a larger firm responded to a newspaper
ddvertisement, but got an “ok” from his supervisor first.

A public seclor emrployee received an invitation from the Ministry of
Labour.

RECOMMENDATION

Right now, the Ministry of Labour distributes circulars within the public
sector, but everyone does not get to see them. And, there’s no ane office that
anyone can qgo to sec what courses might be available. Therefore, THERL ]S A
STRONG RECOMMENDATION THAT A PHYSICAL FACILITY (AN OFFICE) WITHIN THE MINISIRY
OF LABOUR 6E FESTABLISHED WHERE ANYONE FROM PUBLIC, PRIVATE OR PARASTATAL

ORGAN1ZATIONS CAN GO TO REVIEW LISTINGS OF AVAILABLE COURSES FROM DONOR AGENCIES,
IN-HOUSE PROGRAMS, TRAINING INSTITUTIONS, €TC.

2. SHOULD THE SELECTION BE BASED ON ORGANIZATIONAL OR INDIVIDUAL NEEDS?
RESPONSES
Both,
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TH R
1. WAS THE COURSE RELEVANT TO YOUR JOB?

RESPONSE

The Financial Control course was relevant for the public sector, but not
so relevant for the private sector. The Financial Control course was 3lso too
detailed for the manager who oversees someone else that actually does that work.
In addition, a balance sheet was expected without any prior accounting

experience.

The Training of Trainers course was relevant because there was a pre-
meeting to determine the content of the course.

RECOMMENDATIONRS

Carefully determine the audience befare developing the course and get in-
put from the potential trainees before developing the course.

In training programs for juntor managers, include communication skills in
how to talk to their superiors.

2. WAS THE COURSE LONG ENOUGH? ARE MODULES AN ANSWER?

RESPONSE

The length of the course was "ok." It was too intense to retain all the
information that was provided in that time period.

RECOMMENDATION

Either lengthen the course or decrrase the amount of matertal to be covered
in that timeframe.

Modules dare a qood 1dea with an approximate one month lapse between
modules,

. WAS [T A REVIEW CR NEW MATERIAL?

RESPONSE

Some of the in-country tratning participants had been participant training
persons and received deqrees in the <ubfect area of the fn-country training,
Therefore, for them 1t was a reyview. They werea mixed 1n with others with 1imited
backgrounds.

RECOMMENDAT ION

Continue to mix the programs with people who have different levels of
experience.
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POST-COURSE
1. WHAT FOLLOW-UP WAS PROVIDED, [F ANY?
RESPONSE

One public sector organization employee said that his superiors did not
even ask if the employee had attended the training let alone ask, or provide, any

follow-up.

Action plans were developed in the course, but when they werc submitted to
the trainers, the plans were not returned. The trafnees wanted them returned and
with critical comments as to how valid they were or were not. [n the module that
followed, there was a different trainer and no time was spent reviewing the
action plans from the previous module.

RECOMMERDATION

Action plans should not be just a "homework® exercise, but should be
critiqued and returned to the trainees.

2. WHAT COULD OR SHCULD BE DONE AS FOLLOW-UP?

RECOMMENCATION

Some time following the end of a course (or several modules), have a one-
day workshop in which you 1nvite al) of the participants to review action plansg
and discuss constraints in implementation,

Letters should be sent to the supervisor ur other top manigement stating
that emplaoyee X has completed a course and developed an action plan to be
implemented 'n the workpiace. This would alert top-management that proposed

changes may be torthcoming and s0ne supparl might be gatned from the manager’s
tevel .

). IS TH-HOUSE TRAINING A POSSIBLE FOLLOW-UP VEHICLE?
RESPONSE

The MOl should have been more involved in implementing the in.country
tratning program so that they tearned what wias involved,

RECOMMERGATION

Yo', where enough people from one urgenization hive attended workihops, &
one-day in-hause workshop (ould be developed Lo cover communication skidly,

4 IMPACT ON THE ORGANIIATION?
RESPONSE
If you are the only one trained, 1t 14 too difficult to make change within
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the organization,

5. HOW MANY (AND WHO) NEED TQ BE TRAINED FROM AN ORGANIZATION TO BRING
ABOUT CHANGE? -

RESPONSE

Several people from an organization need to be trained because one person
with new ideas is not enough.

RECOMMENDAT [ON

Several people from the organization need to be trained. In the case of
the PSs, the people Just below them need to be trained in the same trainings so
that the information can be passed on down the line.

6. HAVE THE "PS™ SEMINARS HELPED?
RESPONSE

Kot enough time has yot passed to determine (f Lhe seminars have made any
change.

The PSs and other top manayers need the training because sometimes they
have risen to the top withoul much tratning.

7. WOULG “MIXED LEVELS® WORK?

RESPONSES

Yes, some mixed levels would work depending on the topic. for example, 2
workshep on 1ine management communication might work with top level manigement

and their subordinates. There should be a mix of policy and line management
people.



IN-COUNTRY TRAINING - APPENDIX B
IN-COUNTRY TRAINING PROGRAM COURSE STATISTICS

SUMMARY OF IN-COUNTRY TRAINING PROGRAM COURSE STATISTICS

g g% 97 88 83

TOTAL COURSES 2 7 6 3 25 12 55
PERCENTAGES 4% 3% 1S 5% 45% 2% 100%

(TOTAL PARTICIPANTS) (72} (134) (213) (55) (460) (193) (1127)
PERCENTAGES 6% 12% s % 1% 1% 100%

NUMBER OF COURSES / YEAR PRESENTED®
(Number of Participynts)

a3 ‘g6 87 g ‘89 ‘90 JQTALS

COURSE TITLE
(Approx. No, Days)
Corputer Familiar.’ 2 2 1 1 1 l 8
{3 days) (12)  (44) (33) (22) (9) (19) (199)
Compuler Concepts ] !
tur Managers (18) (18)
(4 Sdys)

¢ The data was collected from matertals provided by

tranalentury dated 1071790, The flgures are approximata due to the
availablilaity of data and scze courdges =ay not be included bLecause
the evaluatlon occurred with a few Coursens tecaining, Alsao, the
data wan not suffloclent to provide accurate information about the
acTual nueber of e ple who attended courses, The Preqgquency at
which they attended, the lazaification of the organigatlion from
which they care, or tha mex «f The participant (see also Append)x

e

!
These coutses wera provided prior to departure  for

Participant Tratning bPersona, Any dilscusslon of the impact of
thease coursea will bhe §n the Participant Trainimg corponant of thie
documant,
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Min. of Labour &
Public Service Computer
Training

(? days)

Min. of Labour &
Public Service 0D
Training Retreat
(3 days)

Fallow-up Training
Retreat (1 day)

Training of Trainers

fer (SIPTM) Swazy Insti,

Personnel § Training
Management {3 days)

Semingr on Handbook for
Human Resource Qev.
() days)

Min. of Works 8 Tele.
Cperating Maint. Proced.
{? days)

Min. of Agric. &
Coops. Sr. Mgmt,

{30 Jays 7)

Basrc Super  Mgmt.
(h dJays)

Mogmet . Skidle tar
Principal tectys

{Y taye)

Mymt., G Unil One
frade Level 24 (5 days)
Hodule |

Module 2

Modyle )

Level 26 (5 days)
Module )

Madyle O

Mamt 0D - Untt Two

3
(66)

l
(113)
l
(1) ?

4
(n)

8”7

(16)

4
(?)

]
(n

2
(8)
]
(24)

l
(18)

l
(23)
l
(23)
l
(19)
l
(23)
|
(22)

2
(8)
1
(24)

1
(18)

7
(66)
l
(113)

]
(1) ?

l
(31)

{23)
(23)
!
(19)
]
(2
]
(22)

(16)

(72)



(6 days)
Module 1

Module 2

Module 3

Module 4

Supervis, Skills/oD -
Unit Three (6 days)
Module 1

Module 2

Human Res. Mgmt./0D =
Unit Four (6 days)
Module 1

Module 2

Mcdula 3

Train. Officers in
Mgnmt. - Unit Five

(6 days)

Module 1

Modula

*J

Module

Financial Mgmt. & Control
Skills for Princ, Secretaries =~
Unlt s5ix (4 days)

Financial Mgnmt. & Control
Skills - Unit teven (6 daya)
Module

Module 2

Module

Capltal Budget Len, for
Principal tecrataries -
unit Eilght (4 days)

Senior Conmm., Dev,

~08-

(24)
1
(20)
1
(18)
1
(14)

(22)
1
(20)

(26)
1
(21)
1
(20)

(23)
1
(23)
1
(22)

(13)

(24)
1
(34)
1
(23)
1
(17)

1
(24)
1
(20)
1
(18)
(14)

(22)
1
(20)

(26)
1
(21)
1
(20)

(23)
1
(23)
1
(22)

1
(13)

1
(24)
1
(24)
1
(23)
1
(17)


http:FrnAnci.il

Personnel (10 days) (17) (17)

Comm. Dev. Cert. Course

(25 days)
Module 1 | 1

(20) (20)
Module 2 | 1

(24) (24)
Module 3 l ]

(24) (24)
Super./Gen, Mgmt. Skills for ] 1
Senior Comm. Dev. Officers (7) (?)
(11 days)
TOTAL COURSES 2 7 6 J 25 12 55
(TOTAL PARTICIPANTS)®  (72) (134) (213) (55) (460) (193) (1127)

88 88 '8 a8 "8y 90
' Thias is the number of participants (the actual number of

people are far fewar who attended courses).
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CHAPTER THREE: TRAINING FOR ZENZELE WOMEN AND TRADITIONAL LEADERS

Objectives

According to the Project Paper and the TCC contract, the broad objectives
of the "traditional Sector" component are to:

0 Expand the capacity of traditional Swazi leaders and rural women's
associations to plan and direct development activities;

0 Encourage an increased level of participation in development
activities on the part of traditional leaders and rural women's

associations;

0 €xpand, both qualitatively and quantitatively, the institutiona!l
capacity of the Community Cevelopment Section (CD) and the Home
€conomics Section (HE) to conduct workshops and other kinds of
training activities for traditional leaders and rural women’s
assoctations,

and

0 [mprove cemmunications between male extension workers and women’s
organizations.

These objectives were to be met through tratning activities either conducted by
or supported from TCC. These activities were to result in:

0 At Teast 150 traditional leiaders (chiefs, indvunas, and so on) will
have pdarticipated in more thin one development-oriented seminar,
workshep, or observation visit within or vutside Swaziland.

0 AL least 150 members of rural women's assocrations will have
attended more than ane development-oriented <eminar, course, or
freld demongtration.,

The scope of work for the present evaluatton 14 to focus on overall impact of
traditional sector training, with most emphdsts on training by the Home Economics
(H[} section of the Mintstry of Agriculture and Cooperatives {MOAC), since
tratning tepact of Cemmunity Development (LD) ‘.4d recently benefitted from a
three-month evaluation.’

Green, E., local leaders and Development Training in
Swaziland: Evaluarion of Traditional Sector Training.
IxanaCentury Corp, and USAIDs/Swaziland. Augd. 19,1989,
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SECTION 1: HOME ECONOMICS
QUANTITY AND CHARACTERISTICS OF POPULATION TRAINED

Note on Zenzele Organizations

Zenzele {"do it yourself") groups are self-help rural women’s organizations
that have been described by R. Hitchcock and other consultants to SWAMDP, WID,
and related womens’ projects. Suffice it to say that there are more than 200 such
groups in Swaziland {cf. Section "Number of Zenzele Groups below) and that they
are multi-functional. Activities can be grouped under traditional home economics
concerns {childcare, cooking, nutrition, homestead sanitation, personal hygiene,
sewing, vegetable gardening, atc.); other development-related activities (adult
literacy, construction of water storage tanks, etc.); and income-generation and
small business enterprise {produce marketing, handicraft manufacture and sale,
school uniform sale and production, pig raising, beekeeping, fish farming,
brickmaking etc.). There has been marked development of income-generating
activity in recent years, much of it attributable to the SWAMDP project, as
documented in this report.

The shift in training emphasis is a direct result of needs expressed by
women themselves early in the project. The expressed needs happened to coincide
with a growing interest in assisting the informal or non-formal economic sector
that began in the ILO in the mid-1970's, then spread to the World Bank and to
USAID (with the PISCES studies and resulting projects in the early 1980's).

lenzele groups average 20-30 members and they meet on a regular basis such
as once a week or twice monthly. Members tend to be older women, in their 40’s
and 50’s. A disproportionate number of widows and others who cannot rely on
husbm?ds to provide income, or sufficient income, appear to be attracted to
lenzele,

lenzele orqganizations are not the only type of rural womens’ groups
concerned with development, but they are the most numerous and widespread, and
they have served for years as a link between rural women and the branch of
government with the largest cadre of femal~ extension workers, namely the Home
Economics (HE) section of the Ministry of Agriculture and Cooperatives (MOAC).

Numbers of Participants Trained

During the \ fe of project,'® 4,982 women were trained in 143 workshops
sponsored by SWAMDP and conducted by HE. Some of these were trained more than

once but as of this writing the number of individuals has not been disaggregated

10 Data for HE and CD are compiled through Sept., 1990, The final
figures will be slightly higher,

91



from the total number of trainees.

However, it is likely that most women who have attended at least one
workshop have not exceeded three, therefore some 1,660 individuals have probably
been trained under SWAMDP.

The training target of "at least 150 Zenzele women” being trained more than
once has been greatly exceeded. It must be acknowledged that quantitative
training targets were very modest in the project documents. This appears to be
because the original traditional sector plan was to provide development education
for chiefs alone. Thare are somewhat fewer than 200 chiefs in Swaziland,
therefore training 150 chiefs during the Life of Project seemed reasonable. When
the plan to train leaders of Zenzele womens’ organization was included in the
scope of work, the training goal of 150 leaders was retained, possibly because
USAID wished to give equal emphasis to (male) 'tradi;ional leaders” and (female)
Zenzele leaders. However a survey of chiefs in 1984" strongly recommended that
local leaders other than chiefs be included in training. This opened up the
possibility of training far more than the original 150 chiefs yet somehow the
original training targets were never revised upward.

HE Staff Upgrading

There are 42 employees in the Home Economics section of the MOAC: 7 at
headquarters in Mbabane, 1l in Manzini region, 9 in Hhohho, 7 in Lubombo and 8
in Shislweni (See Appendix D for breakdown of job cateqgories). Each field officer
is responsible for visiting an average of 6-8 Zenzele groups depending on
location and physical access to the groups. The introduction of centralized
workshop training for Zenzele women under SWAMDP sponsorship required upgrading
of HE staff in training methods as well as in several technical areas relating
to income-generating and small business skills. It should be noted that the
project served to significantly modify the role of the home economist. In 1985
Swaziland’'s home economists appear to have been concerned with the traditional
HE areas of childcare, nutrition, hygiene and sanitation. By project end, they
were additionally skilled and invelved in promating a variety of income-
generating and small business skills and activities.

Under SWAMDP sponsorship, the Principal Home Economics Officer completed
a 10T course in Mombassa, Kenya taught by Tototo Home Industries during July-Aug.
1988.  Six HE officers, selected for their interest and aptitude fn small
business concepts, were subsequently trained in Kenya. Further information on
training is found in the following section.

Brief History of Training Under Home Economics

Training for rural Swazis began sooner under the llome Economics (HE)
division of the MOAC than under the Community Development (CD) division of

" Green, E. JIraditional Lleadership,Commynity Participation _and
Development education. USAID/SWAZILAND. Mbabane, 1984,
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involved in promoting a variety of income-generating and small
business skills and activities.

Under SWAMDP sponsorship, the Principal Home Econonmics
Officer completed a TOT course in Mombassa, Kenya taught by
Tototo Home Industries during July-Aug. 1988. Six HE officers,
selected for their interest and aptitude in small business
concepts, were subsequently trained in Kenya. Further information
on training is found in the following section.

Brief History of Training Under Home Economics

Training for rural Swazis beqan sooner under the Home
Economics (HE) division of the MOAC than under the Community
Development (CD) division of Tinkhundla. This is due to several
reasons, among them: (1) training of traditional leaders had less
precedent in Swaziland (or elsewhere in Africa); (2) the
political situation in Swaziland in 1986 was such that
traditional leader workshops were delayed; (J) CD training staff
was not as well-educated or experienced in training as their
counterparts in HE.

HE practiced adult education prior to project support,
however training methods appear to have been narrow and somewhat
invarifable and inflexible. Training content focused on
traditional arecas of howme economics such as childcare, nutrition,
hygiene, sanitation, and cooking. There was little emphasis on
imparting income-generating or small business skilla. A shift in
emphasis toward the latter was to develop during the first year
or two of the project, primarily in response to the needs of
zenezele women as ascertained by the Traditional Sector
Specialist (T55) and consultants hired by the project to advise
on this project component. The developing business emphasis also
happened to be in accord with USAID/S and indeed AID/Washinqton's
shift in focus during the 1980°'sa.

Early training under HE (1986-7) was in organizational
skills (how to form and administer a Zonzele qgroup; how to
maintain records, handle finances, etc). Another focus was on
imparting certain technical skills such as blockmaking (after
cyclona Demoina much rebullding and repalir was needed), water jar
making, beckoeping, and sisul basketmaking. No business or
markating skills were taught at this stage, and the didactic,
lecture mode of training predominated. Only local resources woare
uged in training.

Zenzele women themsalves expreaned intereat ln {ncome-
generation as a toplc and an activity, and in learning-by-doing
an wall as deponatratign as training methods. At this point the
Traditional Sector Specialint requested help talloring HE
training more to the expressed needs of Zenzele wosen. An
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assessment was conducted by Gala Cook {n June, 1986. HE expressed
and interest in general skill upgrading, leadership and business
ilskills, skill upgrading in agriculture and nutrition (reflecting
the mandate of their division within the MOAC). With the help of
HE senior staff, Cook devaloped a plan for upgrading and
augmenting the training skills of HE ataff at various levels. It
may be noted that SWAMDP employed 14 short-term consultants,
including local-hires, during the 2-year tenure of the TSS (July
1985-July 1987).

There developed out of the vork and recommendations of the
TSS and his consultants a plan to upgrade both grassroots-level
and HE staff training, employing a training strategy culturally
suited to the needs and educational levels of rural Swazi women.
World Education contributed to the needs-assessment and later
,recommended Kenya-based Tototo Home Industries to conduct
training-of-trainers (TOT) with HE staff.

Kenyan trainers from Tototo Home Industries subsequently
came to Swaziland, worked out a training plan with HE staff, then
conducted the first of a series of TOT workshop on Nov. 1987. In
addition to TOT, Tototo trainers served as supervisorsa during the
periocd when newly-trained HEO's taught leadership skills to
Zenzale groups nationwlde.

Tototo's approach to teaching businesa skills to non- or
semi-literate African women is to firat teach them "leadership
skills™ as a foundation for startinqg and operating a business.
The training content consjiats essentially of applied behavioral
sclence, including qgroup dynamics, human relations, understanding
and recognizing character and personality traita, and selecting
group leaders who exhibit effective leadership trajits. Such an
approach to teaching baslc business skllls grew out of experience
in Kenya and HE staff in Swazlland have come to endorse {t. An
ipportant ingredient in the success of thils apptoach {n
Swaziland, as evidence balow documpents, is the extent to which it
has been devaloped and zodi{fled for Africans by Africans,
including the use of aexamples familiar to Swaziam,.

In Novezber 1948 a World Fducation corsultant was {n
Swazlland while Tototo held a two-wewk workshop known as Business
Skillas 1. Followlng thia, from February 1989 to Hovember 1969, HE
extenaion workera conducted workshopas for lenzele wosan in the
buainesa aki{lla they thenmzelven had learned In November. Note
that some leadaraship tralning was atill on-qgoing and that nelther
leaderahip nor busineas skills training reached all groups at the
game time. Indeed, at thia writing, leadership ia still being
taught to qroups who have not had tha course or who need
refreahar training before embarking upon Dusineas Skilla | or Il,
It may be usaful to think of training as preceding in vaves that
avept over Lwaziland reaching the moat acceasible groups firast
and the Jleast accenanible laast or perhaps never.
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Just as Tototo found in Kenya, busineass skills proved harder
to teach in Swaziland than leadership skills. Not all HE
extension vorkers were able to grasp the concepts equally well.
In November 1989, exactly a year atter Business Skills I,
training in the more advanced Business Skills II commenced.
Again, aftter a week of planning with HE ataff, there wvas a two-
veek TOT workshop for ME extension workers. An ILO consultant,
Kevin Cane, was {n country to assist, as vas Alvina Matua of
Tototo. Matua found that some Zenzele groups in Hhohho had
failed to understand some of the important concepts taught under
leadarship training, tharefore she had repeat vorkshops in
leadership training for these groups before Tototo would proceed
to business skills training.

1t was Tototo's basic educational aim to develop women's
salf-confidence, group self-reliance and a sense of
reaponsibility. The teaching method was very participatory and
quita unlike HE's didactic approach to training prior to Tototo's
TOT. Zenzale women responded enthusiasatically to participatory
training, as documoented elsewhero in the present report.

By Businesas Skills II, Toioto recommended developing a core
staff of HE extunsion workers able to teach business skills to
other HE staff and to lenzele women directly. The first step was
to i{dentify HE staff that could easily grasp business concepts
and who showed potentix) as busineas trainers. Tototo ataff, the
principal HE officer, and other HE mtaff wvere able to easily
identify 6 HEOs of this sort. They were sent to Mombasa, Kenya
in April 1990 for a two-week exposure tour, followed by one week
in Nairob!{. The "Kenya 5ix" were further exposed to "savings
cluba® that had been started by women in Kenya. They also
learned about strateqgles Kenyan women had used to elicit support
from local chiets for the savings clubs,

Upon returning to Swvaziland, the Kenya 4ix redesigned "how-
to-do-1t™ savings club sateriala from Kenya, and adapted then to
Swaziland. Then in the firat veek of October 1990, nearly all
HEO® were trained tn savings club operatjon and how to trair
Zenzele women in their formation. The Kenya tiix trained their
fellov ME ofrficers, vho in turn helped redealqgn FKenya savings
club materials further--to better tallor theam to rural Swazi
needs,

Tototo's tratning in Kenya {s conatdered by all (HE, SWAMDP,
USALID, the tralnees theaselvens and Zentzele women who benefitted
directly or indirectly froa training from the Kenya fix) to have
been a very vorthwhile exparience,

Yollowing USAID's auggesticn, the current evaluatlon focunes
more in iEpact =ince the sid-term evaluation (1987) than prlor to
f{t7 therefore much of the evaluation ia concerned with the Tototo
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'and Tototo-style training that began in late 1987.

IMPACT OF TRADITIONAL SECTOR TRAINING

Approach

Evaluation of the Home Economics (HE) training impact is
based on (1) a survey of 120 Zenzele women; (2) group intervievs,
in siSwati, with Zenzele organizations, employing focus group
mathods; and (3) {n-daepth jintarviewa with HE officers anc
especially extension workers, as well as with other GOS anu donor
group representatives. It may be of methodological interest to
nota that given time constraints and the existing knowledge basa
regarding Zenzele women, the second method produced by far the
most useful findinga.

It should be noted that rural women are organized in groups
other than those known as Zenzele. They may belong to named or ad
hog, un-named collectives or cooperatives engaged in some single-
purpose econonmic activity such as commercial gardening. Theue¢ are
usually formed in response to opportunities provided by an
extension branch of the MOAC or other ministry. Some woman in
southern Shilelweni claimed they had never heard of Zenzele yet
sona belonged to a women's gardening cooperative, and others to a
Savings Club that was started by HE training. Some women
participate in revolving funds (cf. section on Savinga Clubs):
indeod a number of Zenzele groups evolved out of these. It soema
that the oxtent of organization of rural Swazi women has not been
adequately researched. In any case, HE has trained women both in
and out of Zenzele. An full evaluation of HE training impact
ought to look beyond Zenzeles, although we lacked time to do
this.

METHODS

Jurvey gf yomen

In apite of maveras time limitations, a pre-coded
queationnaire wvas employed as an interviewv achedule in order to
quant{fy the reaponses of women in Zenzele qgroups throughout
tiwaziland. An opportunistic, representative but non-random sanmple
of 120 women was achieved in the time allotted. This "survey" ran
concurrently with the in-depth, focus-group type of intervieving
conductued py the MHI consultant, Survey Interviewers consisted of
tvo experienced enumerators trained briefly and aupervised by the
conasultant, Interviewn were in Siswati{. The quentionnalire can be
found {n Annex A.

A random selection process was conasidered, uaing RE's nont
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current list of trained Zenzele qgroups as a sanpling frame.
However, Zenzele groups often only meet only on certain days and
time constraints did not allow delaying interviews until a pre-
selected group happened to meet--let alone searching out
individual group members in their homesteads. Therefore we
opportunistically chose groups that were reachable on certain
days, with a view toward regional and ecological zone
representativeness. There was more of the latter than the former,
which is as {t should be since regions represent arbitrary
political boundaries while ecological zons has been found to be a
significant independent variable in various surveys conducted in
Swaziland.

We attempted to interview only those who had received
training under HE in order to assess impact of such training. of
coursa this introduced a bias. In particular, information on
Zenzele groups cannot ba taken as representative of all such
groups in Swaziland, including those whose members are untrained
by HE and which may be remotely situated and not casily reached.

On the other hand, we avoided the pitfall of allowing lome
Econuomics Officers (HEOs) chose which groups to 1nterview, as was
the "random selection” process followed in the 1984 mid-term
evaluation followup.'? We also used interpreters, when
necessary, who had no connection with Home Fconoaics.

Field interviows were conducted with 111 women balonging to
37 Zenzele groups: 34 (31%) in Hhohho, 23 (21%) in Manzini, 37
(33%) in Lubombo, and 17 (15%) in Shisulweni. (Breakdown by
ecological zone unavajlable at present).

In-Depth Group Interviews

The consultant employed a highly-experienced
interpreter/interviever--one that he had vorked with succesafully
on previous occaslons--rather than let HEOs filter incoming
fnformation to the evaluator, as alzao happened in the 1988 survey
of lenzele wonmen. In the present effort, HEOas were totally abment
during group intarviews.

Group discussions were led by the {nterprete-/interviewer,
with quidance and {nputa from the consultant, with ) Zenzele
qroups in all reqlons and ecoloqgical zones of Swaziland. Focus
gqroup discussion nethods were to some extent used, such as
quiding discuassion around «eneral topics and encouraqging
diveraity of opinion in order to explore more than one dimension

¥ TraneCentury Corp., 2 ; = :
training Investmenta. Mbabane, July 15, 1988, p. 2.
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of an {ssue., Discussions lasted between 1.5 and 2.5 hours. We
found that it often required at least an hour before sufficient
rapport and trust were established that women were willing to
become candid and discuss problem areas.

Interviows with GOS and Donor Representatives

On a six-=wveok consultancy, COS and donor (or private ssctor)
rapresentatives are usually the only source of information for
the visiting conaultant. Since it was important to obtain
information directly from trained Zenzele women, and aince
empirical behavioral and attitudinal data is time-consuming to
collect, we had to sacrifice time spent with GOS and donor
representatives. Some of thede LVCre monaued, J8peclially with
AHEOs, but there had to be a trade-off in order to obtain field-
based data.

In the sections that follow, tindings from all three sources
are presented together under appropriate topic headings.

FINDINGS

Number 9f Zenzele Groups.

Saveral consultant reports since 1984 have suggested that
there are, or were, 200 Zunzele groups nationwide. That was the
rough estimate given by HY {n 1984, in response to a request from
USAID. 1n 1987 Hitchcock and Dludlu conducted a field cenaus and
discovered 187 extant Jenzaele qroupu.” The present consultant
wad gilven a supposedly cosplete liast of Zenzele groups in 1990,
complled by HE headquarters, The list contained 116 qroups.

Wo suspected that the list did not in fact rapressnt a
complate inventory of functioning lenzele qgroups so wve sought the
liats compiled and maintained by the Handicrafts wmection of the
Minlatry of Commarce, Induatry and Tourics. Lists wore obtainable
for three of Swaziland's four reqgions. Even thene wero
acknowledgqed to ba incomplate and not up-to-date. In perhaps the
most conplate record, that of MHhohho, there appear to he 71
functioning lenzele groupns {f one draws from the lluata of both HE
and Handlcrafts (HY had liated only )12 qroups.) Similar
procedures yleld 32 namen tor Shiselwent (20 liated by HI) and 68

" Hitchcock, K. X, and F.5. Dludlu, Rural gwazl Wonen An.
8 [a) nr‘u;' b Bg;‘:} 'y b ' 4
qurvyey. USAID/fSwaziland and MOAC/Economica, October 1287, P.1%.
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for Manzinl (43 listed by HE).

With this producing 171 groupe for three reqgions, and
knowing that neither list drawn upon was up-to-date, there must
be more Zenzele groups at present than there vere in 1987 (a year
after HE training began), although ve cannot provide an exact
figure. Another factor to consider is that some groups have
consolidated to form a single, larger group in order to enhance
their resource base and better ensure contact with HE and
inclusion in HE's workshops. Yor example a group we encountered
in Lomahasha (Lubumbo region}) was the product of six small groups
that consolidated in 1987 te from a single group with 89 members.
Theraforae more rural women could be involved today in Zenzele
groups aeven if the overall number of groups did not exceed the
187 found in 1987--which it doubtless does.

A note on Zenzele names {s in order for anyone counting
groups. Judging by lists of groups from both HE and
Commerce/Handicratts, Zenzele groups are named after the
community they are from. But we found that every Zenzele group
has & descriptive, "action-term® name llke "Making a Living,"
"Rige Up Women!" or "Beqgin a little at a time." Refarring to
Zenzele groups by place names appears just to be for the
convenience of HE and other non-local people.

Related to the number and the growth of Zenzele groups, {n
the 1987 sutvey of Zenzele groups Hitchcock and Dludlu report
that 44t of groups surveyed reported being formed aince 1981, or
within six years of the survey, and this {s taken as evidence of
the recent growth and proliferation of Zenzele qroups.' This
may be true but we would inject a cautionary note., We also found
many Zenzele groups that reported they "began®™ in the past five
or so years. Since many of these groups had accopplished more
things than one would expect for groups so younqg, wu¢ probed the
crigins of these orqganizationa. In virtually all casen, the
groups had qgrown out of earlier Zenzele qgroups. As activities and
genberahip change over the years, Zenzele papey often change as
well. When wve asked when a Zenzele group was first started, wonen
often gave us the year the group took on [ts most recent name and
activity focus. When we probed furthar we found tha qgroup may in
fact be the most recent incarnation of a qroup that qoes back
10,13% or 20 yeara,

We found an mean avaerage of 27 membern per Zenzele group.

Eunctionding ¢f Zenielae_qgroupa.

We asked twvo queation:is in our survey because thay were asked

" Mitchcock and Dludlu gp_cit, 1987: 1%
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n the 1987 survey of Zenzele group.,“ vhich can serve as a
artial baseline for measuring changes which might be
ttributable to project impact. The first concerned hov often the
espondent's Zenzele group meets. In the present survey, 17%
eported meeting once a week, 13t met twice monthly, and 70% met
less often than once a month. In 1987 it wvas reported that
catings were "usually weekly," although no data was presented.

The second repsat question called for a subjective
assessment of attendance at their Zanzele meetings. In our
survaey, 98% desacribed attendance as “satisfactory,' with the
remaining 2% calling them "poor.® In 1987, 32% said high; 49%
said satisfactory; and 15% said poor.'

It i{s hard to know what to make of these differences. It may
be that the use of Home Econumics extension workers as
interviewers in 1987 biased responses positively. On the other
hand, it may be that there are some probleams in the functioning
of Zenzele groups. In fact there {8 evidence of the latter from
our group interviews. It should be noted that the functioning of
Zenzele and other women's groups is be no means wholly dependent
on HE or other extension workera. As rural women themselves told
us, there aroe endogenous factors such as (1) local disputes that
lead to factionalisn and disharmony within the group; (2)
community or husband demands on womena' time such that luenzele
participation is limited; ()) local woman may be “lary" (a term
often used by Zenzele women) or at least not willing to devote
much time to Zenzele activities until participation can be shown
to result {n tanqgible and quickly-achieved rewardsn.

There is also sone evidence of HE extension workers meeting
leass reqularly with their assigned lenzele groups. This problen
i{s discussed Iin tha next section.

Ag noted in an earlier mection, Zenzelse women tend to be in
their 40's and %0's. Women in focus qQroups commented that it is
difficult recruiting younger women because they tend to be "under
the thumba® of their husbands and, presumably, mothers-in-law,
Groups closer to townuy say that younqger women might hold jobs and
therefore not be intereated in the income-qenerating appeal of
Zonzele. Regarding the foraer comment, it should be recognized
that *liberating™ as Zenzele membership may be, a rural woman
muat be sufficiently emancipated froms the control of her husband
and affinal family to even join and participate {n lenzele
activities, which may well require time spent away froam home and
some measure of economic independence. Several qgroups observed
that they woul:! avertually "dlie ocut® {f they could not recruit

" Hitchcock and Dladlu, cp ¢it.

' Hitcheock and Diludlu, ep.cit 1987, p. 1?7
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younger members. One group (Ngogola) tried to lower joining fees
to attract younger membera, but to no avail. They then held a
seving course--for a fee-in their Zenzele workshop. Again, no new
menbers. Sald one group officer, "They will come if we hold a
se'/ing course. They just don't like our other activities.*

Zenzels members mentioned problems of attracting women of
any age to Zenzele in some areas. Since virtually all groups
began with what we have termed traditional home ecconomicsa
concerns (childcare, sanitation, hyqiens) it would appear that
tha rirst to join Zonzole are tho sore rasponsible women, that is
those with a gqreater sense of qgroup and family responaibility.
Groups often have to demonstrate economic success in order to
attract othar women in the comaunity. Some groups actually lose
membership while strugqling through the economic growing pains of
finding a viable income-generating niche. One such group, the
Enjabuleni Womens' Piys Project in Maphalaleni, saw thelr
menbership decline trom 22 to 10 members hetween 198%5-90 while
the plg project suftered various set-backs in getting started.
For example, the first pig pen was made using traditional mud and
atick materials. The pigs quickly tore this down and ran loue,
causing much confusion and disappointzent among lenzeles and
neighbors alike.

Somes lenzele women speak with bitterness about women in their
communities wvhom they describe am constitu:ionally incapable of
hard work, cooperation and delaying gratification. "They wvait
until we do the hard work, then they want to reap the rewards.*
The topic of attracting women to lenzele--and keeping them--
desarvas further exploration through qualitative research, A
nunber of wvomen cbserved that the Tototo-utyle tralning of the
past two years has been so popular and useful (see Lelow) as to
Xeep women in 'enzele who otherwvlise wvould have dropped out,
Indead 1t has attracted new women to lenzele,

Contact with bUxtenalon Workers

Information on this toplc proved very difficult to ascertain
by survey methoda. Jenzele vonen were very reluctant to say
anything critical abuut thelr assigned Aasjistant Hope Economics
officer (ANMEOD)}, apparently because; (1) rural Swazi wvomen--at
leaat haefore the experlence of "leadership training®--tend to be
non-asaertive, pansive In the face of authority and obedient; (2)
rural women fear losing thelr AHLO and a poor AHEKEO nay bha
regarded as Letter than ao AHEO; and ()) alienation of ona'a AHLO
say threaten !ncluajon in tralning workshoep. In additlon there 1a
the “"African Courtesy Heaponse®™ phenomenon of interviewees
telling interviewoara what they think tley want to hear; thia
bedevilas reliabillity and validlity in all surveys,

Wae found aevidence nf the above, especlially in one of the two
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groupa covered by both the questionnaire and the in-depth, focus-
group discussjona. It was only during the end of the second hour
of discussion that anything at all critical beqan to emerge, By
the end of the session, it emerged that the AHEO almost never
visits the group any more (this was later confirmed by other
means). Prior to this discovery, members of this group had been
interviewed individually and all of them reported that their AHEO
visited “frequently.” The same survey results were obtained in a
second community. Again, late in the discussion group session {t
emerged that tha AHEO alzost never visits profeassicnally, but she
had xhonta-ed (sworn alleqiance to the local chiaef) there, and
the women were loathe to criticize a new neignhbor and a potentlal
link to government largesse.

Thus we should be most skeptical of the survey finding that
97V of women reported "frequent® vislts from their AHEQO, with
only 1V reporting "infrequent®™ visits. Related survey nuesations
pay be moro reliable since thero was more diveraity {n answers.
For example when asked about contact with pale extension workers,
28% satld "frequent;® 2V said "occasional:” and 71% said "never.”®
This i3 in line with qualitative findfings in 1984 that Zenzele
women have very little contact with male extension workers.'’ It
may also be evidence of inmprovement in this regard during the
past s1x years bacause OV reported contact with male extension
vorkers, moat of these on a frequent basis,

The survaey also sought information on the type of extension
vorker with which Zenrele women had most frequent contact. Most,
but not all zenzele wozen seezed able to distinquish betwaeen
several types of extension workera. Not asurprisingly, 84% said
boloparhaya or AHEOQs: 14% sald other (male) extension vorkers
from the Minlatry of Agriculture and Ccoperatives; and 2V said
“gther” (one mentiouned a woman [rom the private faumily planning
assoclatian FIAS,)

lapact of YWorkshopa

To begln with survey findings, resulta vere perhaps
predictably positive. ¥Yor exasple, 92V of reapondenta claimed
they learned something of lmportance in an HE-aponsored workshop;
5V sald thay did not and IV wera not asure. Moast of the non-
positlve respondents wvera in fact at their firat HE workshop.

When asked what of {egportance waas learned, there wvaas sono
range and varlation of reasponse, as seen in Table 1. It ia
glgnificant that a plurality of women sentioned traditional home

" Green, K., Traditicnal leaderanip. Community Participatien

and Development Education. USAID/Swaziland, Mbabane: 1984,
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seconomics subjects such as childcare, nutrition, sanitation and
the like. This ashows that in spite of Zenzele womens' oft-
repaated naed to earn incomae, not to mention HE's emphasis in
income-generation in its training since 1987, rural women still
gind topics related to health and basic quality of life both
interesting and useful.

TABLE 1

HOST USEFUL THINGS LEARNED IN WORKSHOP

(Multiple responses recorded)

Topic Freguency = Yalid Percent

Childcare, hygiene,
sanitation, traditional

home economics topics 49 15%

Working toqgether, qgroup

dynamics, leadership 44 1%

Cooking 19 138

Business and marketing 7 Lt}
Handicrafta 5 43

Sewing, knitting S 43

Jam making -] 43

Misc. o | (1

(sunm) 142 100% (rounded)

In the next survey quostion we asked women {f they had
bacome involved in any activity, project or qroup as a result of
anything learned in a workahop. Fully 9%V reported they had and
most or all of the remaining 5V happened to be at their firat
workshop when interviewed, We then aaked what activity they had

become involved {n. Responses are grouped (n Table 2,

Data from a survey of Zenzele women {n 1987 are available
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or purposes of comparison.“ Where comparable data from 1987

re avallable they are included in Table 2. It should be noted
hat sampling in the present survey ls blased in favor of women
ho had received training and who were not too remotely situated
o be found easily. Sampling methods were not made clear in the
987 survey report, the closest description being that "Data ware
ollected among a large proportion of the Zenzele associations in
-he country."'” Therefore, this survey must have been based on a
larger sample than the present one, although “he authors
rommented that their interviewers were unable to reach some of

he more remote Zanzele groups. It seems likely that the
opulations surveyed may not be too differunt except for the
training factor.

It should also be noted that the table from the 1987 report
shows a wider range of activity, which also effects percentaqes
from that report. The wider range of income-qgencrating reflacts
the larger sanmple of Zenzele groups from the 1987 survey and the
fact that certain activities are concentrated by geographic area.
Indeed, we encountered activities such as hoq raistng and
soapraking in the interviews with Zenzele women who were not
covered in the survey phase of our research.

" Mitchcock, R.K. and F.S. Dludlu, Rural Swazi Women in
Daveleopmenti _ A_Report_on_thi Zaniele Women's [Prolect jurvey.
USAID/Svaziland and MOAC/Economice, October 1987. (Tvo verasions of
this report exiat, one dated and the other undated yet contalining
many tablea not available {n the firat. The data used in table 2
cnme from Table | 1n the undated report.)

" Mitchcock and Dludlu ¢p it 1967:1)
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TABLE 2

ACTIVITY DIRECTLY RESULTING FROM TRAINING
Comparison between 1990 and 1987

(Multiple responses recorded)

Activity Frequency Yalid ¥ 1987 comparison
Sewing, knitting 53 26% 16%
Handicrafts 50 25% 18%
Commercial gardening 24 12% 5%4
Poultry 18 9% 7%
Beekeeping 18 9% ,001%
Cooking 14 7% (NA)
water tanks 1) 6% (NA)
Brickmaking 6 % .06%
Candlemaking J 13 (NA)
Carpentry 2 13 (NA)
Misc. 2

(sum) 203 100% (rounded)

¢« The comparable 1987 survey cateqgory under income-generating
activity was "vegaetables." Rural Swazi women tend to think of
commercial gardening as vegatable qgardening as distinct from
fruit tree cultivation or such larqger-scale commercial
agricultural activities as cotton farming.

s "NA"= not availabloe

e U S S T e e R R R

We see that there is a wide range of activities that Zenzele
vworen have become involved in, and that in all cases there has
been an i1ncreage in activity since 1987 where comparable data
exist. Here and elnewhore it {s imposaible to factor ocut the
influence of other orqganizationa that train rural women, except
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n areas where it is known that HE is the only trainer. However
vidence in this case is compelling because the question asks
omen what activity (income-generating or not) they may have
ecoma involved in as a result of something learned in a Home

c . Virtually everyone not attending their tirst
orkshop reported being engaged in something within a range of
ncome-generating activities. The "African courtesy response"
ould not account for the range of activities specified nor could
t account for the distribution of responses.

We can conclude that there has been project impact in the
mportant area of training rural women to become involved in the
pery activities they thomselves reported they wanted to becone
involved in at project start-up, namely income-generation.

L tershi ining

Turning next to qualitative research findings, there is
vidence of considerable impact of both "leadership” and business
Eraininq. Leadership, as noted above, is an introduction to
applied behavioral science which includes group dynamics, human
relations, understanding and recognizing character and
pers.nality traits, and selecting group leaders who exhibit
effective leadership traits.

Tototo Industries scems to have introduced a mothod of
training that has proven effective and popular with both HE
officers and with Zenzele women themselves. First of all, it is
participatory, meaning that those in "student®™ roles contribute
and participate in various ways including role-pla,;ing and
dramatic demonatrations. Secondly it relies on games, parables,
puzzies, caricatures of hurman traits using aninal examples, other
forms of humor, etc. This approach appears unique.y well-suited
to rural Africana who lack forzal education. Zenzuele women
attempting to pass along their knowledqge to other women have
found that they themselves must use thease methods, otherwisgse they
risk boring their audience, or--and this is significant--
alienating women who don't like to aee their peuors "acting as if
they now know more than us just because they've had a woek of
training,” as some women put ijt.

Before lecaving the training methods, we wore struck by the
ease Wwith which women could recall details of atories, qganes,
etc., used in the Tototo-atyle trafning--{n one extreme case fron
wecmen whonae last and only training had been two years previously.
Clearly the exampleus uned 1n HE workshops made a lasting
improsaion. We bolieve thia ia because the sound training
pathodoloqgy daveloped over the years by wWorld Education waa
tailored to African audiences by Tototo/Xenya.

The primary purpose of leadership training appears to have
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been to provide Zenzele women with enough organizational skills
and self-confidence to venture into group or individual business
or income-generating ventures. Evidence presented in the next
section showsa that this purpose has been sufficlently realized.
Of perhaps uore interest is the effect beyond the primary purpose
that we found ample evidence of., Many women from all areas of
Swaziland told us that leadership training has helped them
overcome "fear." Pravicusly, they lacked self-confidence; they
could not be "direct®™ with people; and they felt constrained to
say anything critical even when this was called for. They say
they had little insight into basic human relations, into what
motivates people, into why people behave as they do. They did not
really understand factors that lead to cooperation in groups, or
to group discord and dizsolution.

Leadership training has given women enhanced self-confidence
and while this may be difficult to mcasure, it is neverthelessa--
by womens' own accounts--a powerful change for the better. Woman
commented that they had internalized ("ritualized") the lessons
they have learned and that this has given them new tools with
which to deal with family and community problems. Women mentioned
they are now able to communicate more oeffectively with husbands
and teen-age children. Problems better dealt with nowadays
included handling money within the family, family alcohol
problems, and teen-aqge pregnancy. Women commented that some
behaviors are functional while others are decidedly dysfunctional
and even counter-productive.

A note on the leadership training approach is in order. The
topic of personality dynamics was {ntroduced uaing fanmiliar
animals to burlesque certain character types. For example,
giraftes {lluatrate supercilious or condescending people who look
down on others; tortotses are slow and lazy and only pop out of
their shells when {ts harvest time and they wish to reap the
revards of others; and rabbits are unreliable, flighty and for
some reason known to ba qossipas. A number of women compented that
vhan they hoard undesirable traits held up for public ridicule--
and saw illustrative dranas enacted-~-they began to reflect on
their own character traita. This was followed by attempts to
fmprove their own characters.

Women of one qroup observed that since leadership training,
there i=s lens pride and pretense evident among Zenzele mermbers,
In the words of one, "We realize that we're all equal and I
notice we're now more cpen with each other.*®

Women alno gave evidence that leaderaship training has helped
them select positive leaderahip qualities {n thair candtdates for
Zenzele leadership pousitions ("We don't want qiraffes!®™), It has
also helped 1natitute democratic elections for Zenzele office.

We may obaerve at thls juncture that social eqalitarianianm,
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emocratic elections, and the greatar empowaerment of women are

11 somawhat contrary to fundamental patterns of Swazi
raditionalism such as subordination of women, passive acceptance
f authority from above (especially on the part of women) and
ocial stratification based on birthright. In other words the
raining of Zenzele women, like that provided for traditional
leaders under Community Development, seems to have the potential
for fundamental and far-reaching changes in Swazi soclety.

Saeveral women commented that they would like to become more
self-sufficient and less econoaically dependent on their
&usbandu. Since this {8 contrary to traditional patterns, a
measure of aself-confidence is prerequisite, and thia is providad
by leadership training. On the subject of husbands, one women
commented that nowadays when a problem arises she doesn‘t simply
complain or direct accusationa at her husband. She can now look
at the problem more objectively and propose rational solutions,
as she learned to do in HE workshopd. This approach has earned
the respect of her husband, since he {s subjected to less
"naqging,™ he benefits from his wife's practical solutions to
fapily problems, and even his financial burdens are mitigated
when his wife contributes Zenzele-earned cash to the famlly
[budqct.

Women went on to say that increased self-confldence fron
training has inclined them toward offering consatructive advice in
their communities. Previously they would have kept quite.

In sum, "leadership™ training has not only provided rural
women the prerequisite skills for venturing into businessa, it has
alaso helped devaelop their human potential in a very general and
fundamental way.

Lusiness Tralndng

There hags been project irpact {n the area of tratining rural
vomen to become involved In the very activities they themselvesn
reported they wanted to become involved in at prcject start-up,
namely income-qgeneration and ssall businass enterprise, Prograus
in this area has bowen uneven, aas would be oxpected.

There are sone proajaling "succena storiea®™ that appear
larqgely attributable to project-gupported tralaing. rur esanple
the Zenzele qroup at Mhlaleny (Manzini) ratsed L10,000 over a
seven year pertod in order to bulld a market along the tar road
near Matmapha. They neqgutlated with a donor (the EEC) to provide
A currugated tin roof, but they paild for all other matertals and
did the construction thesnelves. The new Barket has 64 stallns,
and with only 42 Zenzele secelars thia qroup s {n a position to
rent ocut atalls to non-menmber women, which can add to the income
they vill earn from the sale of vegetables and fruits,
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Another group, the Embili Mpela Bomake group in Malindza
(Lubombo), has raised nearly E6,000 (E3,000 through the Zenzele
group and E2,715 through the savings club whose membership
larqely overlaps with the Zenzele group) for the downpayment on a
Shell gas station franchise. The means by which E10,00 and E6,000
were ralsed are described in the Savingas Club section, below. At
the time of interviaewing, letters from the EEC, the Lubombo
Reqional Officer and others endorsing the sclvency and viability
of the zenzele group had been sent to Shell 0il. The Reqgional
Handicrafts Officer had drawn up an initial feasibility study,®
and Shell was to conduct an on-site feasibility inspection within
the week. The Zenzole group plans to beqin by selling diesel oil
(which is cheaper) until they have sarned enough money to sell
petrol. They plan to become the sole owners and operators of the
franchise.

An enterprise of such scale of course is no longer in the "non-
formal sector™ realm of much of the income=-gensrating activities
of Zenzele qgroups. [t is a taxable, forumal-sector business,

Another qroup, the Asibenunys Ngogola Zenzele HMarket Assoclation,
is perhaps less cutstanding but more typical in the success women
have achleved. Like many Zenzele qroups, thelr flrst savings
project was to bulld what is generally called a workshed. This
group decided to bulld their workshed along the Mantini-Siteki
Road. Menbers of this assocfation live on hosesteads sobe
distance frem the road and they have to commute to reach theilr
workshed. But they recogynized the advantage of the roadsite,

The workshed has several i1ncome-quenerating functions: part of it
rents out as a preschool, part as an acult literacy claus, part
48 A sewving classrocn. The workshop also serves as a wholesaler
market for handicrafts the women smake themselves, A roadalde
restaurant its currently beling developed. The first three
activities, In addition to earning money for the Zenzele group,
qualify as human rescurce Jdevelopment activitiea that help
emancipate wvomen in particular from what wight be termed econcasic
and power marginality,

In the three exarcples abuve, the women had saved money and
entanlished a jolnt bank account before ME training in savings

“ Note the pusitive hanefit of cooperation betveen HE and the
Miniastry of Commerve, Handicrafts divislon., The two HEMNs who have
been involved with thia Zenzele gqroup were not too proud to ask the
Handicratts offlver for help In an area they suspected he had zore
coppatence (Lusalness feaniblllity analyais), and tha MHandicrafts
Officer did not fesl too comppetitive yla-a-via HE to atteept help
of this smort. Unfurtunately exanplea of thia sert of cooperation
appear not %o Le wideapread.
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clubs, and in this regard they are atypical of Zenzele groups.
Howaver, these women and those in other groups who have made
relatively larqge investments, usually report that it was the
leadership and busineas training that gave them the confidence as
well as the technical and orqanizational skills to make the
investments in the first place. Such testimony, along with the
historical record of a apurt of income genaration and small
business start-up during and after 1988, can be taken as
evidence--but not proof--of project impact.

Counterbalancing the above success stories are a greater number
of Zenzele groups who are still astruqqling to find an income-
generating activity that turns a protit. Such groups may have
achieved a measure of success by other yardsticks, such as
practicing sound infant nutrition and environmental sanitation.
And not all Zenzele groups have been trained in tne Tototo
curriculum, Still, thaere are "traf{ned™ groups who whather due to
inadequacies in trainisg or to local infrastructural, econoamlc or
ather constraintas do not feel they have achieved success despite
their effarts. Some women seem to need pore training in assessing
markatability of items for sale, competition from other sollers,
optimal outlets for selling, placing realistic value to thair own
labor, and related aress of retail. All of these topics are
covered in HE training, but not all women grasp the training
easily, nor for that mattar do all HE trainers understand the
material or teach 1t equally well.

For oxample one Zenzele group in Ezulwini sews jtems suitable for
sale to tourists, These women are well-situated for such
retailing since thelr workshop is about 100 meters fron the
Fzulwini VYalley road and very clode to vell-established tourist
socuvenlir and handlcraft stalls., Yet they do not sell suwn jtems
along this road nor do they advertlse. They appear to simply
hoepe prospective customers will somehow learn of thelr existence,
discover their workshop on a stde road, and find how much lower
thelr prices ara than at the tourlist atanda. In fact, many of
thelr 1tems are priced too low to yleld a profit.

Ancther example i1a takenr from our fleldnotes and wvhile edited,
will bhe quoted at scme length because saeveral problema and
constralnta facing zenzele groupa are illustrated. The group is
frca Mafucula {(luabozmbo Feqglon) and the case study la presented as
Annex ¥. We snee from this case that:

- Hegqular contact with an HE extenajon worker remains
laportant for several reascna;

- Endogenuuns factoras uch aa comaunity diaorganization,
factionallsa or ati.fe are also isportant in
deternining success or fallure of lentele qgroups and
tenteale income~-qgenerating efforts;
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- Infrastructural and other constraints also help
determine Zenzele economic success:

- Zenzales may experiment with several different income-
generating activities before finding one that is
profitable and sustainable;

- Training modules should follow one another without long
delays if training is to have intended impact;

- It can be difficult to recruit women (at least beyond a
core group of especially committed and "civic-minded®
woman) to Zanzele unless at least one income-generating
project is actually showing a profit.

However uneven the impact of tralining, it scems evident that an
important proceus has bequn (or significantly accelerated under
the project): rural women are gaining the requisite self-
confldence and business skilla to generate income on a scale
greater than has been possible from the sale of handicrafts. The
sheer range and acope of income-generating and buasiness
activities Swazi women are attempting is encouraqging and shows
that women are sufficiently motivated to try a second or third
enterprise if the first fails. In Shiselwveni, women sing a
Zenzele song which reminds them of the full range of income-
generating possibilities. For example, {f fish farming falls,
beekeoaping might work. The usong {s sald to combat discouragement.

Waya to Irprove Workahopi

When we asked survey respondents {f workshopa could be improved,
every respondent satd yes. When asked how, 831 asked for more
hands-on experience, learning-by-doing or role playing: and 13%
asked for more workshops or longer workshops. These tindings
should not be interpreted as criticism of training as ML ia now
carrying it out. It is rather an endorsement of participatory
training and an expression of heightened “"demand™ for more
training of this sort.

Qualitative research supports the finding that woeen nruch prefar
vhat might bhe called participatory, experiential learning to the
6ld lecture method. Furthermora HE tralners greatly prefer the
formar. The consultant and his assistant attended seqgments of
three workshopa and obaserved role-plying and other participatory
learning mathoda. In conversation with two HFEOs after one
wvorkshop, they spoke enthusias%ically of the Tototo training they
received. Thaey maid {t gave HLUm a more eoffective method of
training Zenrele vosen., They formarly relied on the "telling
mothod™ (formal lecture)}, but nov they use role playing, atory
telling, qamea, etc. In order to elicit ideas, sugqgesatlons and

111



hanoral participation from trainees themselves. The HEOs
recognized that trainees, whether HEOs or Zenzele women, should
not passively accept whatever trainers tell thenm.

Multiplier Effect

Two types of multiplier effect vere hoped for in HE's tralning
effort. One is that woaen who have attended a vorkshop will
transmit their training to wvomen in their home communities,
beginning with--but not limited to--women in their own Zanzelae
group who did not participate in training. The other was that
women trained in HE workshops can be developed as trainers
themselves and will actually conduct workshops for groups of
untrained women. There was evidence of both multiplier effects
occurring.

To achieve the first effect, HEOs urged participants in workshops
"to rely not merely on verbal reporting, but to also use
drapatization, games, role-playing, parables and other
prrticipatory methods taught in HE workshops since 1988. Several
w 13en spoke on this point at a workshop attended by the

t valuator. It emerqged that attending a HE workshop can cause
rasentmant among Zenzele members back home who were not fortunate
aiough to attend. Non-attendees may accuse attendees of "thinking
they're better or smarter” for having had some training.

Trainers at this workshop emphasized that the leadership training
these woman have had provides strateqgles for overconoing
recalcitrance of this sort. Thay urged, "Use what you have
learned. Use games, role-playing and other things that the women
will enjoy. Use creative and nun-threatening ways to pass on what
you have learned. There should be learning by doing, not
telling."

The Zenzelo women aqgreed that this 1s the best way to transmit
learning, but not all felt they were sufficiently confide.t or
competunt to handle participatory training. We encountered this
attitude among women in other groups as wall. Howaevar, the first
type of multiplier effect i3 st.l}l occurring according to the
testimony of women we encountered who had not attended a workahop
(at leaat an HE workshop since 1988), yet had learned some of the
content of Tototo-type training. Tototo training {8 relatively
eany to ldenti?y whon distinctive content-~such as use of African
animals to burlesque human personality traits--is referred to.

The second type of multiplier effect should be more difficult to
achieve gince it {nvalven qroups training groups over a several-
day period, requiring orqganization, commitment, financial and
other rescurces, and sufficient demand on the part of the trainee
group~-~-not to sention sufficlent akilla and sslf-cunfidence on
the part of the tenzele group providing the training,
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At first we saw little evidence of group-to-group transmission.
When we asked about this, Zenzele women brought up a number of
conatraints: they are isolated, there are no groups nearby, they
lack transportation, untrained women--especially those not in
zenzele groups--are not especially interested, etc. However we
aeventually found evidence of group-to-group transmission in
Manzini and particularly in Shiselweni regions.?' Sections fron
our fieldnotes of in-depth interviews with women from two groups
involved in training other groups are excerpted here, in order to
provide some interesting details of how the process can in fact
vork.

1171790, Multiplier Effect in Action (Shiselweni)

Mrs. A. Twale, a Zenzele member from Rkcneni, ias part of a
group that has had handicraft and leadership training.
After leadership training, certain members of her group were
selected to teach other groups. The process has been
initiated by untrained groups approaching the Nkoneni{ group
or by a request coming from the local HEO. The bus
transportation tor the Zenzele trainers, along with their
accommodation, food and tea, was at firast paid for by the HE
office in Nhlangano, but now the recipient group provides
all this. (Note the clear evidence of the value untrained
women are placing on Tototo-style training; they are "voting
with their pocketbooks™). The recipient group accommodates
the trainers in their homesteads in the community during the
5 day period in which workshops take place. The AHEO
provides them supervision and sleeps over in the community
with the "e¢mavolontea,” the volunteer trainers.

It was noted that training sessions are kept unconmplicated,
such as dispensing with the customary practice in Swaziland
of a GO5 official opening or closing the workshop. Wa asked
how the workshops are going in general. Mrs. Twale said that
the firat day is always the best attended, {n part because
there's ploenty of drama and role-playing. Overall, sho fools
the training is working. She and other trainers in her
Zenzele group have aeven trained women do an evaluation for
the training effectiveness, as occurs {n HE-conducted
vorkshops. Twale and her friends have "taught many groupsa
.+.4t least five this year includinqg Zombodze and faraway
Lavumisaa.

n Such evidence may wall exist {n other regiona, but we
lacked time for an exhaustive survey of examples of this typo of
sultiplier effect. S5till, our impression was that this most
signiticant impact of SWAMDP-supported training vas moat daveloped
in Shisalweni.
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Another woman we spoke to is chairlady for the zenzele group
from Nkunjuni. Her group has trained eight other groups in
leadership and business. She and one other from her group
are used as trainers. Workshop expenses such as busfare and
food have been providad both by the AHEO and by the
recipient group directly. The way the process has worked is
that a newly formed Zenzele group requests training from the
AHEO, who then asks this chairlady's group to train the new
group. The AHEO opens the workshop, then aits back and
plays a subdued supervisory role for most, but not all, of
the workshop. She may stay over for a day or two, but in
any case she usually returns on the last day to halp close
the workshop. Thic has been going on for two years.

(Details of the above wore later confirmed by the Shiselweni
RHEO, Sibongile Dlamini, and the AHEO that has been active
with these groups, Ms. Matola).

Wa also learned of a group-to-group transmission in Marzini
reqion. The information derives from separate interviews with the
Zenzele women who did the training, the AHEO assigned to this
group, and the AHEO formerly assigned to the region. The group is
from the lowveld community of Ngogola and it is known as the
“Asibepuiilye Ngogola Zenzele Market Association.® All sceven
trained women from this group went to elwandle once for a 5-day
workshop to train a second Zenzele group known as
"Kancanexancane™ in leadership. Each of the seven took turns
handling a day's tralning, and they all stayed at elwandle for
the 5 days. Busfare and possibly subsistence was provided by HE.
(The AHEO3 were not sure about the subsistence, though they
probably would have been had the local comaunity provided it). A
local notable opened the workshop. The now-retired AHEO Mrs.
Simelane checked on the group twice during the workshop, but
otherwise it was run by the tirst group. The workshop apparently
occurred in 19488,

Unliko some of the S$higelweni cagses, it was the ANEQ, not the
recipient community, who initlated the request for training In
our Manzini reqgion exanmple. The Nroola women coxmented, "She
invited us to train elwandle.” The workshop alsou required funding
from HE. For whatever reasons, the Ngogola group has not trajined
other qroupsa., Nevertheleuas the Kgoqola vomen believed thelr
affort successful because the elwandle qgroup "liked the training®
and-~far wmore tellingly-~this gqroup went oh to trailn another naow
qroup khown as "Calakancane® (Beqgin Bit By Bit). All we could
loarn about thia third group is that they had a %-day worksahop.

Wa also learned that a 2enzele qgroup from Esikhaleni tralned two
other women's qroups "about a year ago,” but we lacked nufficient
tioe to track the atory down except to learn from the relevant
ANEO 4id the orqanizing and had costs reimburasd froa SWAMDP,
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A nota on motivation to train other groups: ve asked members of
one established and productive group whether they might be
hesitant to pass on business-related training to another Zanzele
group in their area that might later compets with them
economically (this group was enqgaged in handicraft production.)
The zenzele chairman said they did not fear potential
competition; "Any challenge to us would inspire us to work even
harder and produce better things."

Thaere is enough evidence from the above examples to ocutline the
components of a successful group-to-group training model, one
that appears from the evidence in at least Shiselweni to be seolf-
sustaining.

Elements of a_Self-Sustaining Trainina Medel
1. The "recipient group"” initiates the request for training

2. Training benefits are viewed as sufficiently desirable
that the recipient group (s willing to pay for the cosats
(busfare and subsistence) of the Zenzele trainers, and to
accommodate them adequately 1n lochl homesteads.

3. Those serving as trainers from the “donor group®” should
be committed to Women in Development and the TOT procaess,
and they should have the skills and self-confidence to use
participatory, engaging methoda of training.

4, Workshops are kept disple and uncomplicated. For axareple
it is not necessary to go the arganizational/loqgiatical
affort, and perhaps additional expense, to invite GOS
officials to formally open and close a %~-day workahop held
by Zentele women for Zenzele women, A local chief or other
notable may be invited to bestow approval and lend an added
sanse of lsportance to the occaslon.

The examples examined suggest that the above model is fragile,
that {f one or mora olemants are not in place it might not work,
at leaa: 1n the sense of being self-sustaining. For example, the
Aaibemunye Njoyola Zenzele Market Aasoci{ation has not trained a
group mince the first attempt {n 1988, possibly because tha AHEQ
played too active a role in Initiating the training and taking
care of the costa through SWAMDP resources. The Ngoqgola qgroup
appsared to be waiting for dgomething to happen, to be Initlated
from outualde the loval compunity, to coze from the government,

In our qualitative ressarch we encountered a case in which two
Zenzelo groups attespted qgroup-to-qgroup training, only to have
thaeir efforts thwvarted by the AHEO. The caame {B vorth deacribing
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because it illustrates principles of success and failure in
achieving the multiplier effect in training, as well as some of
the most seriocus management problems within HE.

To preserve anonymity we will refer to the Zenzeles involved as
Group A and Group B. Group A was one of the early groups trained
in Leadership and they were encouraged by an active AHEO to share
their new knowledge with other Zenzele groups. (This AHEO visited
11 groups on nearly a weekly basis, and was described as very
effective by all women consulted on this case history). Group A
happened to have Family Life Association (FLAS) volunteers among
those trained, and therefore this group had mome experience in
motivating women in other Zenzele groups, including Group 3.

Group B was sufficiently interested in from what they heard of
leadership training that they offered to pay bus fares, provide
lunch and tea, and accommodate wouwen from Group A. At this point
leaders from Group A presented the plan to thelr new AHEO (the
previous one was transforred to another region). The AHEO
proceedod to erect bureaucratic ocbatacles to {mplementation of
the plan. She cautioned about transport problems. She asked why
Group A was trying to train this particular Zenzele group
(situated half an hour away by bus) when thero were groups
somewhat closer who had not been “rained.

Group A told the AHEO that Group B was willing to pay busfare,
and {n any case they had worked out an alternative arranqement
whereby FLAS would provide transport with their vehicle, since
Group A was interosted in {ncluding child-spacing messages in the
leadership training. (Group A commented to us that women cannot
be active in income-generation nor even in Zenzele {f they're
having babies every year.) The AHEO then asked 1if the women
thought about how they would transport and arrange for governmont
ministry officials to open and close the workshop. [t scemed to
wonen from both Zenzele groups that whatever they proposed, the
AHEO would present another obuatacle. At time of interviewing,
both qgroups had all but given up, and contact with the AHEQ had
all but ceased. Actually the AHEC had never visited Group B
because, according to what ahe hersaelf told ua, "There ia no
transportation to the place;™ "1 have never beon formally
fntroduced to the community;® "They would need teaching aldea and
matariala® and finally "{(The Group B puople) have no money, aso {t
vouldn't work.*®

It may be nouted that from the Jdonar viewpolnt, the women in both
2enzele qgroupa were taking initiative and proceeding in exactly
the right way, right down to the addition of child-=pacing
motivation {n the leadership training. Yet their efforts wvere
apparently frustrated by an ANLO who nseemed unwilling to keep the
training effort simple and uncosplicated. The lmportance of the
AMEO--the lovest-salaried extension worker a% the periphery of
ME--in fontering qroup-to-group lZenzele tralining only underscoren
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the fragility of the model and the need for just the right type
of guidance and supervision from above.

savings Clubg

Training relating to savings clubs (SC=) has occurred only
recently, and SCs are new in Swaziland with an exception noted
below. Following tha initial training, four pilot savings clubs
ware started, one in each region. They appear to nhave all started
in July 1990 or a few weeks later, therefore only three months
have alapsad at the time of evaluation (Octcber 1990.) This is
insufficient time for much impact to have occurred, but some
description of the early developmental stage is possible.

There are precedents in Swazi culture for women to pool their
savings and then to have the group pay for funerals, weddings,
birthdays and more recently, school fees. Burial associations,
for examplu, are known as pasingcwabiane. So the 5C fdea is not
too alien. However established revolving funds only pay for a few
specified ritual occasions; individual members are not able to
take out personal loans or indeced even handle the money uced for
their direct benefit e.g., for a funeral. Nor probably is there
careful accounting of how much money each woman puts in.

In addition to revolving funds, we found that a local NGO, Africa
Cooperative Action Trust (ACAT) has egtablished a number of
savings cluba in Swaziland since seven SCs were started in
kaPhunga in 1982." An ACAT-assisted SC fa "...a
constitutionally organized group of people who meet reqularly to
save money, recoive training and organize development projects.™
According to ACAT, there are presently %% such cluba {n 1)
different communities in Swaziland.

If some local Jenzele women knew about £Cs from ACAT, it appears
to have been Tototo that firat introduced ;5Cs to Home Economicsa,
5Ca fostered by HE work this way. Firast of all, participating
women do not have to be members of Zenzaele; they only have to
want to be in the 5C. There {a a joining fee and thereafter a
monthly aubscription feo. Thease amountu vary fron one 5C to
anothor, depending on the local avallability of cash (cf. Table
3). These funds o into a businesa account at a bank, and the
account can be used as collateral for a group loan. Individuals
or qroups within the $C can take out loans for atart-up funds or
other busineuss related needs on an as-needed baais. The amount of
a loan {3 equivalent to the amount the individual or group has
contributed up to that point. A treasurer keeps careful account
of individual contributions. If too many women or qroups want to

1929 ' ACAT, Food. Faith and Mork for Africai.an Qverview, Mbabang
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ithdraw funds at the same time, the SC committee prioritizes the
need and those of lesser priority must wait until the first
group(s) has borrowed and actually repaid the loan., Note the
mechanism of peer pressure on women to repay thelr loans so that
‘others in their group may have thefr turn.

At least in the early stage of SC development, loans are expected
to be used for personal reasons such as speclal purchases or
emargencies--not for business investmsnt. One women told us her
savinga club Is "like the National Provident Fund® in that f{t
provides security in times of need such as when a women--or more
accurately, her family--neseds money for school fees, funeral
expenses, or health care.,

SC members are more inclined to put money in the SC account than
|in a revoiving fund precisely because they are able tc withdraw
it for personal emergenciea. (NB. that lf nothing else, 5Ca are
encouraging rural women to put more money in Swaziland's banks,
which in itself 13 a stimulus to economic development.) The
poney that goes into 5Cs from wenbars' monthly contributions
seems to ba money that individual women had trouble saving In the
past. It i1a money, as more than one woman put it, thelr husbands
might have used for buying bueer.

According to tucus groups, rural women had little proevious
experience with “anks. In the past they often hid around their
homesteads any money they had evarned. In {nterviews, 5C mambers
noted some advantaqes of opening a group as distinct from
fndividusa! bank account. One is that with group contributions one
has a larqer deposit. Another 1s that formalltles of cpening an
tndividual account such as needing a passport or other ID are
valved when one 15 part of a group. Purthersore individual women
don t have to keep travelling btack and forth to the nearest town
to make deposity,

Scme ZenZele gqroups had nrevious experlence with banking, but
even they uald that before the Tototo tralning banking and
savings werse "a nlghtaare.®™ Note that Swazil lav and cuatom has
prevented individual vomen from being able to take out bank loans
without the written conaent of thelr husband.

According to cur interviews, 5C pezbers expected they might use
collactive funds for commercial lnvestment for the qgroup after
sufflcient accumulation of soney. But often there was no mention
of this purpose until we anked. Future investment f(deas included
starting a poultry project, a roadside restaurant, and a qan
station. But all groups noted that they are "still young® and the
imzedlate appeal of 4C3 appears %o be that they provide a place
for Swasi wormen to keep 'heir hard-earned mopney, where the monay
vill grow and enable woemen to Luy things they need or alsply
vant--larqger ttems which have to Le saved for. It shouldn't be
surprising If self-interest (family intereat, that is) provea a
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stronger motivation for individual women than group interest when
it comes to saving money. There is less risk-taking with
individual investments than with group business. For one thing,
there is less individual control with the latter.

In any case, the pilot sCs prove that it is possible for rural
women to save considerable amounts in short periods of time. For
example, the SC at Malindza (Lubombo region), had saved E2,715
($1,068) in the first three months. There are 46 mambers of this
SC, meaning that each member contributed an average of [59.02 in
three months, considerably mora than tha E100 per year that women
are required to contribute as a minizal subscription (cf. Table

J).

Thirty members of this SC also belong to the Zenzele g oup that
provided the foundation of the SC. Since 1988, the Zenzele group
has saved E3,000 (51,181), alsc an impressive figure considering
the fund is non-refundable and amounts to venturu capital.

How are "unemployed” rural women able to save such amounts?
According to interviews with this SC as well as other Zen:ele and
SC groups, members' husbands raraly contribute their own earnings
to womens' activities. Women make cuatributions from monay they
themselvesn earn. For example, many or most husbandas of the women
from Malindza (in the lowveld) are engaged in commercial cotton
farming. Thoese men have come to recognize the value of their
wives balonging to Zenzele, so they have allocated part of their
cotton fields to their wives from which they can earn their own
monaey. These women oarn additional money from making and selling
bricks, making mealie storage jars, and orqanizing food bazaars
in which they sell their baked qoods.

Similar accounts were given by other SC groups. All 5Cs had
experience earning and saving money in existing Zenzele groups--
indeed the Zenzeles were chosen as bases for the pilot 5Ca
precisely because they wore successful . u this regard (according
to SC women themselvea). These Zenzelez aad found various ways to
generate income. One group invested in a multi-purpose workshop.
It now rents out space used for a pre-school, an adult literacy
classroom, and a sewing clasaroom. The workshop also sorves as a
wholesaler market for handicrafta., The lthohho group earns money
by sewing and selling both school uniforma and tidziya, the
traditional aprona traditionally worn by married women. The 5C
in Manzini {o divided into four aubgroups, each of which inveatas
El10 of qgroup funda in a commercial venture (usually marketing
vegetaplaa) and paya El2 back to the Zenzele fund within two
montha. This is the group already noted that raised £E10,000 to
build a roadside market,

Women {n this qgroup commented that they would much rather the
intereat they pay on their "loanas®” go to themselves than to a
bank., Fear of bank interest rates (and consequences {f loans and
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Interest are not repaid) was cited by other SC gqgroups as reasons
why there had as yet been no serious discuassion of taking out
bank loans.
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TABLE 3
PILOT SAVINGS CLUBS

Minimal

Region Name Joining Subscrip- Membership

Feo tion
Lubombo Tibekela Make El0 E8.3) per mo. 46
Hhohho Khutsalani ES E2 per mo. (50c 18

Bomake fines for non-
payment)

Shisul- Zombodze S.C. E20 E8 per mo. 55
wani
Manzini Umkuthendela El7 {NA)} 42

Logoba Women's
Savings Assn,

In theory, Swvazi men can join savings cluba. Indeed, each of the
four pilot groups had one male member. Since this number vas
unvarying, one suuapects they are "token® males. Indeed, vomen
made comments to us such as, "We don‘'t want men in our groups;®
"Man would bully us;® "Women work harder;® "we don't dis:riminate
against men, but women are encouraged to join:" "Men beat their
chaetts and are Lossy.” Cne woman in Shiselweni put {t bluntly
that "men would deatroy the savings club.*®

Still, this could change in the future, HSome individual men
recoqnite an avenue for econcemic advancesent when they see one,
Mean who belong to thae pilot 4Cs wore unesployed yet motlvated
rural men who saw opportunities in enterprisea such as
basketmaking and veqgetable marketing, and they claimed not to
care that these are usually regarded as womenn' activities.

After observing the experlence of the pilot savinga cluba, HE
plana to pronote savings clubs throughout Lwarilana by training
Zentele wumen in thelr formation and vreration, through workshops
nationwide. Although 4Ca may not deveiop into vehiclea Ly meansg
of which rural wosmen accumulate capital for group or collective
buslnesns snterprise--at least to the extent anvialoned--they ahow
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promise as mechanisma for saving funds for routine and special
family needs, and for individual/family business investment.
Meanwhile, at least scome Zenzele groups have in fact become
vehicles for collective business enterprise. As noted, all pllot
SCa were grafted onto Zenzele groups that had already
demonstrated successa in saving if not lnvesting money. SCs cannot
be expected to develop as easily with groups or individual women
who have less experience of this sort.

Before proceeding too much further with ¢C training, HE and the
new USAID contractor should ccmbine with ACAT (or its sponsor,
World Relief) to at least informally evaluate the aexperience of
the 5% ACAT-assisted 5Cs that have developed since 1922,

It should be noted that most Zenzele and SC groups teem to remain
quite dependent on extension worker contact. The relatively
intense training effort sponsored by SWAMDP over the past five
years may have perpuetuated or even increased such dependency.
This 18 to be expected during and soon after a period of teaching
new 8xills., Groups involved 1in business ventures in particular
seelm TO want regular ccntact with extension workers who can
advise them., In the vords of one 5C menber, "We are younq and ve
need more quidance., Our training was good but we could use a
part-time advisor to help and encourage us.”

general DRiscusisien

It is usaefull to look at the experience SWAMDP has haa {n
training rural women in the braoder context of women's {ssues and
devuelopzment. We mijght well ask, "Are these eftorts really helping
wvozaen?®™ "What do all these elements such as training in
*leadorship, ' handicratts and buidlness skills actually add up
to?"

There 13 a critical feminluat Jdevelopzent literature that suggeats
that a concentration on handlicrafts on the part of Third World
vomen's organizations only reirforces their economic and power
marginality. A recent study of vomen's self-help groups in
Kwalulu suggests that to overcome such sarqglnality, =...it
becomes fzperative to transmit qroup managument skills along vith
apecifically technical skilla...® so that qQroups are ",..better
placed not only to produce, hut alao to initliate other activities
wvhich are seon as important (whether these be mavings clube,

" e,q,, Karl, N., "Women and Rural Development.™ lpn 14518,
WMamen. in Developpent; a lieacurce Suide for Organization_and
Action. Genava,
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consumer co-ops, or creches) ."'¢ Apparently, SWAMDP and Tototo
share this view because management and other human resource
skills were directly taught to 2enzele groups and this indeed had
the effect of atimulating savings clubs and creches (day-care
centers or pre-schools).

There is also a development literature critical of donors
assisting the informal sector at all. Such assistance {s
dismissed by critics as romantic, escapiat, “evangelistic," and
"a panacea for unemployment and poverty.®' The argument appears
to be that donors would do better to address the structural
inequities inherent {n capitalist economies than to throw a few
crumbs of encouragement to handicraft producers or street
vendors. While raising a numbaer of interesting considerations,
the literature is wJritten largely by men and it fails to
adequately raecognize the importance of small-scale income
generation projects in the gradual emancipation of the rural
African wvoman from traditional constraints including total
economic dependence on husbands. We suggest that such constraints
alone--quite apart from those facing men--are sufficlent to
prevent most women from being able to, say, commute dally to
their gas station franchise had there not been a period when
huasbands, mothers-in-law, traditional leaders, and others in
rural society could ¢gradually become used to the idea of women
earning a bit of income outside the homestead, and controlling
that {ncone.

MANAGEMENT OF TRAINING

Inatitution Buildinig

It is not clear what would happen to development training for
2anzele wopmen if all donor assistance were to end tomorrow. But
there is evary reason to expect that {t would continua. Theo firat
conafideration of course is the avallability of training funds.
From no training funds allocated during the first two years of
the project, the GOS allocaticn for the firut poat-5WAMDP year is
£100,000, as shown {n Table 4. It |s noteworthy that the project
contribution to direct training conta haa declined as the COS
contributicn has increased. SWAMDP contributed $%1%,000 (E38,100)

' MceIntosh, A. & M. Friedman, "Wosmen's producer groups in
rural Kwalulu: Linfta and VJosaibilities,® Deyeloprment
douthern Africa, Vol., 6, Ho. 4, Nov. 1989, p. 45%1.

" See e.qg., Kavuluvulu, K., "The Informal Sector: Panacea,
Malaine or Cul-de-5ac?® Southern Africa, Vol. J, No, 11, 1990,
PP 3-8.
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ln the last project year, 1990. This means that HE had a total of
t88,100 during 1990 (project funds plus E50,000 from the GOS),
:herefore i{ts training budget will increase by nearly E20,000 for
the first year after the project.
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TABLE 4
GOS ALLOCATION OF TRAINING FUNDS TO HOME ECONOMICS

Allocation
Fiscal Year (in emalangeni)
1986 0
1987 | 0
1988 50,000
1989 50,000
1990 50,000
1491 100,000

*E25,000 of this should have gone to Community Development
but for a bureaucratic error.

More important ultimately than funds {s the human resource
capability of HE. Homa Economics has buen developed under SWAMDP
as a section of government that can to a far qreater extent than
previously, plan and impplement development training for organizec
vomen in rural Swaziland. Specifically, HE ataff has been tralnec
in areas beyond traditional home economics, namely in {ncone
generation and small business enterprise, 1n response to needs
and priorities cxpressed by rural women themselves, Judqling by
impact on rural women, HE staff was also well-trained 1in
effective methods of participatory training.

As diacussed I1n the next section and elsevhere in thia report,
there {3 a continulng need for a4 certain amount of the right kind
of technical aaslatance In training, TA which should be available
through the CARE project.

Manajgenent

In apite of Ippressive gains in He ataff development and in
{mpact of training on orqgantzed rural women, problems persist in
certain areaas, notably:

~the monitoring and aupervision af MY staftt;

-carser pobility and an incentive aystem for HEOs/ANEOs to
CArry out their assignments properly in the face of
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considerable constraints;

-the morale of some staff memberc.

fransportation is presented as the number one constraint to HE
axtension work, according to almost anyone one talks to in HE. A
blea for donor assistance in the form of vehicles usually finds
1ts way into most consultant reports related to HE. Virtually all
mxtension departments in Swaziland and elsewhere in Africa face

mimilar constraints.

Let us examine tranasportation constraints from the perspective of
the AHEO who is expected to reqularly visit some 7-8 Zenzole
groups on a reqular basis, usually weekly. Regarding the AHEO's
difficulty in reaching "Group B" in the previous section,
separate interviews with both Zenzele qgroups and with the AHEO
showed that the AHEO is barely visiting % groups irreqularly, yet
her predecessor, as noted, managed to visit the same 5 as wall as
6 other qroups in the region on a weekly basis. Separate
interviews with the predecessor AHEO confirmed the observations
of zenzele women that a motivated extension worker can overcome
obstacles that others would find daunting. This AHEO (and she is
not alone among HE extension workers) takes public
transportation, arranges rides on the back of motcrcyclea
assigned to male extension workers, and walka many niles when
necessary. We also saw the example of an AHEO staying in local
communities in Shiselweni for 4-5 days while trained zenzele
women pass on training to other women, again showing that sone
extonsions workers are willing to put up with inconvenience {f
not hardship.

Clearly certain personal qualities on the part of the AHEO are
called for here, tncluding motivation and commitment to rural
vomen and to extenaion work: flexibility and adaptability: and
perhaps a measure of humility. Cbviously not all extension
workers inh HE or eolsswhere posaesa Thede qualities, and |t la
difficult to select for these when recrulting AHEOs, but {f
inadequate transportation is a given for the time being, it would
appsar that auch personal gualities on the part of the extension
worker are thu pripary seans for overcoesing transportation
consatraints,

There needa to be better monitoring and supervinsion of HEOs and
AHEOs. HE, with advice froa the new USAID contractor, ought to
develup and inatitute a systea rewards and recognition that
thcludes career advancement for HE extension workers who: (1)
reqularly meot their assigned Zenzele qroups; and (1) produce
results auch aa thuse Jdescribed in Shinelwen)l where lenzele
groups are tralning at no direct cost to HE or any dJdonor., It is
recoqnized that there are always problems when trying to quantify
output, and (2) admittedly involves certain variables beyond the
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control of extension workers. Moreover, we lacked the time to
investigate which promotional criteria are currently operating in
HE. Still we believe that a revard system more closely tied to
performance, however that id measured, would improve both
extension worker efficiency and morale--and this would have
conasiderable impact on the leadership and small business
development of Zenzele women.
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CHAPTER THREE, SECTION 2

LOCAL LEADER TRAINING/COMMUNITY DEVELOPMENT

Training Under Community Davelopmant
Numbers of Participants trained

puring the life of project,' 2,980 local and traditional

leaders were trained in 79 workshops sponsored by SWAMDP and
conducted by CD. Some of these were trained more than once but as
of this writing the number of jndividuals has not been
disaqqgreqgated from the total number of trainees. It is probable
that few participants have attendod more than three workshops
during the life of project,' therefore it can be assumed with
confidence that at least 1,000 leaders were trained under the
project, far more than the oriqginal tarqget.

Comnunity Development: [nutitutional Analysis

A brief institutional analysls is in order to understand the
impact of ataff training, discussed i1n the next section.

The organization of Community Development (CUD) is as follows:

the highest administrative officer {n CD-~-reporting directly to
the Principal Secretary of the Tinkhundla Office--{as the
Principal Conmunity Development Officer (PCDO). Under her thore
are two senior CiOs, one assigned full-time to the Women {n
Davelopment project and the other assigned full-time to Peoples
Participation Project (PPP). CD has four areas of concentration:
WIiD, PPIP, Traditional leader Traitning, and Comzunity Self-help.
Hdext 1n the organizational chart we find the CD Training Officer
w0 18 in charge of all training, and under him there are four
reqgional CDOs and one other CPO assigned to WID (assisting the
Sentor CDO in charge of ¥WID). Fach RCDO supervises four assistant
CDOs (ACDOu), three CD ansistants (CDAs), three artisansg who
provide technlcal advice on things such aas conastructing a ahed ot
other building related to a development project, and one driver.
There are also several <Cleaners, gardeners and laborers {(n sach
reqglon,

" pata for HE and CD are complled through Sept. 1990. The
firal figures will be slightly hilgher.

" We knuw from the earllier survey that 72V of a nample of
local leader. who had attended at leant one CD workahop had
only attended 1-2 vorkshops: 14% had attended )-47 and 141 had
attended pmote than 4, Green Qp Clt, 1989:16,
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The positions supervised by Reqional CDOs should be multiplied by
four to arrive at the total who work under CD, since Swaziland
has four regiona. Parallel to the four Assistant CDOs is a fifth
ACDO assigned full-time to broadcasting devalopment information
through Swaziland Broadcasting and Information Services (S5BIS).

The WID project has several other officers and assistants in
addition to the senior CDO and CLO already menticned: one
Project Manager (senior CDO); one class-one Handicratts Officer
(CDO) : one Accountant; two Home Industry officera (CDOs); four
class-two Handicraft Officers; seven class-three Handicratt
Officers; and three Drivers as well as miascellaneous laborers,
cleaners, etc.

Since 198%, FAO has trained and provided salaries for eiqht
"Group Promoters® who have been assigned full~-time to the PPP
project 1n ChA capacity. Thae eiqght have also participated {n the
caertiricate fraining course for CDAs saponsored by SWAMDF, which
means that i1n addition to functioning like CUAs, they have--or
w1lll have by the end of LWAMDP--equivalent training to CDAs,
According to the current plan, the eight Group Propoters will
become cClassifled as CDAs and draw their salaries from Comnunity
Development. This means that the overall CD ataf? will increase
by e:ght CDAs tn 990, It 13 planned that all CD staff with
exception of those working under the WID project will be fully
interchanqgeable between the other three CD projecta. In other
worda, all starf will rotate between Traditional leader Tralining,
PPP, and Community Self-help.

Thea principal CDO seesn no prospecta for {ncreasing the silze of
her staff during the LTHRIDE project (SWAMUP's successor) . however
the CD certificate courdse tralning has upgraded her astaff and has
resulted In more tralners becoming avaliable for traditional
leader training. PFrior to this course , only CDOs--~and in
practice this han usually meant only the four Reqglonal COs--were
thought to be qualifiled to conduct tralining for traditionzl
leadoers, With the certificate tralning, upyraded CDAs are
considared qualified to do this. ln other words, more training
can be acucspllished with essentlally the same ataff--augpented
by eiqght CDAs "qgraduating® from the FAO project.

CDh ntaff Development

The follawing ¢ ataff development took place under SWANMDP
sponsorzhip:

-A Training-of-Tralnera vorkahop for 318 senjor CD ataff,
conduoted by lan Ruffet in early 1984, The objective was to
develop CD ataf! as Letter tralners, with emphasis on
participatory tratning methoxis,
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-A "Certificate® course® in community development whose
objective was to upgrade the extension and training skills
of junior CD officers brcught on staff in 1985, many of whonm
had inadequate educational backgrounds for their joba. 25 CD
Assistants covered three training modules of one month each.
Training consisted of three montha residential at the
University of Swaziland, with periods of guided fieldwork in
between. The Department of Extramural 5ervices (DEMS)
conducced the training.

TCC proposed the certificate training course in 1987 but due
to an apparent disagreement over where the training should
take place, training did not beqgin until March, 1989,

In addition, participant training in support of CD included:

-Jane Dlanminil, Principal CD Officer, participated {n a USDA
Trainer-of~-Trainers course in Washington, D.C. Aug. 8 to
Sept. 16, 1988. Course content consisted of principles of
adult education, preparing and delivering training sessfons,
tratning methods and communication skllls, and management
skills.

-Colin Tshabalala, Women {n Development Coordinator for CD,
took a course in sconomic analysi{s and production at Ferris
State college, Michigan from Jan., 20 to May 27, 1987. This

specially-designed course of study waas {ntended to help the
participant determine which types of WID income-generating

projects would likely be mcat successful.

iome further comments on the primary training effort in CD, the
certificate course, are in order. The present consultant
Iinterviewved several CUAs individually in May 1949 while they woere
in the field phase of the ongoing course. They wore all
inthusiastic about the courde, particularly mentioning how
1octoelogy, paychology and comsmunications has given then the self-
ronfidence to interaci with--and aven provide training~--chiefs
ind other local leadera (note that it qgoes againat Swazi
‘radition for the “common-born® to presuge to train chlefs).

nring the present evaluation, the Principal CD Officer reported
hat the certificate course training had 2 unforeseen resultas:

“ The Frincipal €D officer poulnts out that use of the tern
ctertificate ia, atrictly apeaking, a mlsnomer bhecause a
certificate--as in a *junlor certificate,” which (s a locally
reci-inized high scheol school diplosa--was not  actually
avarded. However, the nape fur the course undertaked by junior
CD officers has stuck, and so ve will fallov the usage found
in other SWAMDE and USAID reports,
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(1) the experience motivated virtually the entire junior CD staff
to take and a new adult education course DEMS (the university's
adult education department) offered subsequent to the CD course.
CD staff paid for the course themselves; and

(2) newly-trained CDAs have been hired by other ministries such
as Agriculture and Education, because their recent training is so
relevent to motivating rural Swazis and therefore so
transferrable and so much in demand.

While the principal CD officer rsgrets losing several of her best
Jounqg CDAs, she admits she has no trouble recruiting replacements
because the poasition of CDA has become known in rural extension
circles to include usaful in-service training and contact wWith
chiefs and other traditional leaders. (It seems further staff
training under the STRIDE project {s assumed).

Follow-up Impact Aasessmant

Since a detailed impact ansessment of the traditional leader
component was uvonducted in 1989, the present evaluation scope of
work called eusaentially for an up-date and validation of the
sarlier tmpact findinga. Accordingly, the earlier questionnaire
was shortened to about half its original lenqgth, while stil}
retaining the most important impact-related questiona. Three
intervievars experienced in intarviewving local and traditional
leaders worked for eight days during Oct.- Nov. 19490, working
vesk-ends, since all were employed by a CO5 minlatry. They
interviewed a random samsple of local leaders who had been exposed
to SWAMDP-supported training workshops,

The sample was Jerived thusly. A llat containing the nanes and
home cozmmunities (chieftaincles) of 79 chiefa wan uded as a
saeppling frame (see Annex C). Due to tise and transportation
constralnta, we set what meemed to be a realistlc goal of
intervieving alx trathed local leaders per local community, with
the tarqget of reaching two local communities per chieftalincy per
day four etght dJdays. Kandom selection was achlaved by using a dJdeck
of carda and aaslqgning a sult to sach of Swaziland'a four
reqglona. Using the numbers arbitrarily asaiqned to each
chlaftalincy $n the saspling frame, the Interviewvers under the
supervisloun of the aevaluator then drav vards frum the deck untlil]
elght chleftaincliea vere selected, the firat two that happened to
be drawn from sach sult or reqglion, For exapple a nlx of <lubs
meant the wixth chieftalnecy llsted for Manzinl reglon,

Based on thias randoea selection procedure, %0 intetviewn were
conducted in 16 comaunities. All Interviowees weto lucal leaders
of various types who had participatsd in pro)ect-aponanred
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training. Those interviewed were those who happened to be present
and available at the time of interviewing. The types of leaders
actually interviewed are as follows: member of devalopment
committee (56%); member of chief's council (143%); slder inveclved
in resettlement, or other "native son" (umaumphe] (14%); chief's
deputy (6%): chief's runner (6%); chief (2%); and Inkhundla
represantative (23%).

FINDINGS
Resuylts of Workshops

Wo asked whether respondents had become involved in any activity
as a direct result of anything learned in a development workshop.
Fully 963 said yes, up from 73.9% in 1969.°%' The lower figure

in 1989 {3 primarily due to the fact that rniut all interviewees in
the earlier survey had personally attended a CD wverkshop (it was
only neceassary that they reside in an area where gomg of the
local leadership had been expoued to training). Therefore |{t
appears again that virtually everyone who hald been exposed to
training claiged to have become lnvolved In sone sort of
activity,

The most common activity respondents becane ~Jolved with, as
seen in Table %, related income-qgensration and invo!vement {n
devuelopment -related orqanticzations, ncluding zenzele worpens'
qroups. This s followed by ajriculture-related activities; then
health, water and sanitation, family planning, and schools and
education. The most significant development astnce April 1989 haa
been the rluae in incoemze-generating and "coanittes” activity,
findings corrocloratesd by the precedling section showling
significant growth 1n economic activity on the part of fenzele
Jreupn. IMe dnvreasie preasusably felates to the intensae lavel of
SWAMUP-supported tratning provided to bath traditicrnal leasaders
and leaders 7 refitele woRabin' groups.,

There has alul Leon slgnifioant growth in agricultural activity,
The most noticable decline tn activity alnce 198% has been (n
schools, which 1o the sarlier survey genarally rseferred to school
Lutlding vorstiuctiovn, Appatently such constructiun has leveled
off, which makens sense alfve there ham Leen a reat deal of
conatruction in the past 119 years.

' this amd subaeguent raferences to comparative data fros
1982 actually repressnt a tins differsnce of 13 msontha, or 1.%
yeaJs, cuspared to the preaent aurvey., Cf. Green, 1%0% gp ¢i%.. p.
19,
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TABLE 5:

ACTIVITIES THAT HAVE RESULTED FRUM WORKSHOPS
AN 18-MONTH COMPARISON

1989 1290

Activities frequency frequency
Schools, education 27.4% 16%
Health, water,

sanitation 21.9 17
Agriculture 17.8 a7
Income qgeneration 15.8 3
& committee formation
Roads, bridges, other

infrastructure 2.7 63
Resettlemont 1.4
N/A PRI
(Total) 100

(Missing cases=42)

Development Indicators

before tha 1989 aurvay was conducted--in fact at the time of
project design--it wvas agreed between USAID/Swaziland and
Community Development of;licers that the number of davelopment-
related vommlttees found in local communities could be reqarded
as an objective measure or lndicator of development, and of
project impact in particular. It has been fonnd in Swaziland that
there are local orqanizations known as committees amsociated with
poat development activities in rural communities, It wvaa found in
the 1904 baneline survey’ that the nunber of such committees in

a vhief's (ilmmedlate; area was ponitively asaociated with whethar
or not the chlef had ever attended one of the developnent
vorkshop held lrreqularly prior tn SWAMDP (p= .02). This suqqents

' Green, ¥, Trauitiovnal leaderabip. Comzunity Participation,
and . Develugment Education. USAID/Swaziland, 1984, p, 49,
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that development committee~ may be regarded as something that
results from development education.

In the 1983/4 baseline, an average of 5.5 commjittees per
community were found. Those results were corroborated by a
separgte survey of elght rural communities also conducted in
1983.°%.

In the 1989 survey, an average of 11.5 development-related
organizations were found, with a mode of 10, a standard deviation
of 4.34 and a range of 19.0.

In the present evaluation survey. an average of 17.1 such
organizations were reported. The apparent significant growth
during the last 18 months of SWAMDP support may be partly a
statistical irregularity due to our relatively swmall sample, but
the growth trend can said with confldence to be continuing.

TABLE 6
GROWTH IN AVERAGE NUMBER OF LOCAL DEVELOPMENT COMMITTEES
1983-1990
1282 19835 1289 1990
Number of
committeen 5.5 7.3 11.5 17.1
Anpual growth
rate ? 0.9 1.05% 1.7

*194% data are baged on 4-year recall of respondents in the 1989
gurvey._ bPiaures for ali _other yeara were collected At the time
Lepresented,

We sea that the rate of committee growth increased fronm 0.9
committees per year during the pre-SWAMDP perfod 198)3-8% to 1.0%
cocmitteas per year during the IWAMDP training period 1948%-89,
and to 3.7 {n the last 18 montha of the project. The Increase in
qrowth rate is clearly significant. The preblem in interpreting
these findings, o course, (8 to be able to attribute any
increase to project {mpact. There are obvioualy other factors
that (nfluence developaent such as contact with €GO45 and NGO

" Tahabalala, R., "Community Participation in Water and
Sanitation and Clinic Conastruction in Swaziland.® MSc. Theais
(Community Health), tUniv. of London, 1981,
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extanslon workers, mass media, other types of training, etc. that
must be reckoned with, but these represent variables beyond the
scope or control of the present survey. The best we can do is
look for other, indirect evidence i{n our survey that project
training has influenced the establishment and growth of
development committees.

In spite of the apparent burgeoning of development committees,
26% of respondents thought there wore fewer such organizations
now than five years ago. Reasons given for this (multiple
responses were encouraged) vere, in order of frequency: money is
diffticult to raise or people are poor; lack or wataer asources or
rainfall or roads or other infrastructure; problems related to
extansion workers (laziness of lack of cooperation); problems
with the chief (he ls not active or supportive, or he drinks too
wuch) ; or the chief's council is not supportive. One telling
comment about extension workers was that "They doa't know how to
work with someone who knows nothing.*®

Hovever most respondents believed there were pore developemnt
‘committees now than five years ago. Reasons are grouped and
presented in Table 7, as are conmparisons with 1989 findings. When
"training™ or "workshops®™ wvere mentioned the refoerence was
usually to CD wvorkshops for local leaders, but "the Chinese* and
a church NGO organization were also specified. There were fewer
mentionas of workshops {n 1990 than in 1989, but in the earlier
aurvey just over half did not anaver the question for soze
reason, therefore the findings may have been skewed towvard
"politeness responses,®™ as sujqgested at the tine.’ Whataver the
reason, a plurality among 1990 respondanta menticned the
influence 0f workashops, and theres were asignificant {ncreases in
the 1990 preportions mentioning the attitudes or acticns of the
chief and the influence of radio. Hponteneocus corzents related to
the former include, "He forma the (Javelopment) committees;™ and
"He {s marvelous.™ Comments related to radio include, "The radio
motivates peopla;® We hear vhat han ovcurred elasevhere--how far
others have qone--and we want to catch up:™ and "We hear
clearly.*” These comments may reflect the influence of improved
radio-transaitted developaent communicationa, which was the aln
of another componsnt of HWARDE,

# Green, E., gp cit, 198Y, P, 27-8,

It 18 not clear whether this last comment refers to
understanding the mesnaye or to laptoved recsption, 35BIS has
recently lsproved transaleslon coverage to virtually all of
Svagilang,
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TABLE 7
REASONS THERE ARE MORE COMMITTEES NOW

1989 1990
Reasons Exequency Exequency
Training/workshops 69.2% Jos
Attitudes or actions 9.9 24
of chief or LL
Influence of
extension workers 2.9 7
Ffttects of education 3.) 1
Increased popular 3. 3
demand
Influence of radio 3. 18
Increased capital 1.1 ]
avallable
Misc. 10
{Total) 100%

(Missing cases = 97)

We next asked which local people have reaponsibility for
developzent., Since the sane (quastion vas asked in 1984 and 1989,
we groufped ardvers from all three surveys together in Table 8 for
cosparison purposes.
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TABLE 8

*WHICH LOCAL PEOPLE HAVE RESPONSIBILITY FOR DEVELOPMENT?"
A comparison betwveen 1984, 1989 and 1990

Lacal peragn* 1284 Fregq. —1389 Freg.. 1220 fred.

Chief 93 478 2%

Chief's deputy 9 14 16

Committee members 2) 12 18

Government or axtension 4 ? 4
vorker

RDA or resettlement 0 ] 19

committee members (lmisumpha)

Inkhundla officials o -] ]
or rep's

No one 11 0 0

Chiet's council L e 14%

Misc. ¥ 8 14

(Total) 100% 100% 100%

* Response cateqories are slightly different between 1984 and
1989-90 because in 1984 open-ended questions vere aaked and then
coded later, while in 1989 response categories were fixed after
they vere espirically-derived from a pre-test.

®s]f there were santions of chlef's council In 1964 or 1909, they
wére 50 few as to be llisted under "mlascelleneous.”

The moat freguent answer In the presment survey was “the chief,®
aven though there was a vide variety of anawers and only 2% gave
this anawaer. The proportion desdlgnating chilef la down frua 1989
but thia 1w partly compensated by the rise 1n thuse mentjoning
the chielf's cuunctl (Jilandla). The uhilef in fact makes declisions
not as an individual Lut as a "chlef-in-councll.” Our Interest in
the rlse slince 1984 of mention of the chlef and hias council la
that prior to SWAMDP, neilther chlefs nor thelr aubjects for the
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most part believed that development was a responsibility of
chiefs. From looking at the findings of the three successive
surveys, we perceive a gradual shift i{n responsibility toward the
chief and his council and top advisors. This is in accord with
what was taught at project-sponsored workshops, which included
emphasis on the chief's council assuming development
responsibilities.

In reqard to the chief's council, ve asked in a seperate question
if development matters are discussed in the council. 94% said
yes, up from 89.9% in 1989. The traditional functions of the
chief's council are law and order, adjudication, and advising the
chief, yet as part of project-sponsored training Community
Davelopment trainers recommended that chiefs either establish a
special coordinating committee under their authority to oversee
all local development activities, or have the existing chief's
council take on this function. The latter course scems to have
been adopted in most communities; only one 199C respondent
specified that development was handled in a special committee
under the chief.

We also tried to ascertain how reqularly development topics are
discussed in the chief's council. With 90V of respondents
answering this question, %8% of these said often or reqularly:
403y said scometimes; and only 2V sald rarely.

After respondents were given several chances to mention the
inluence of the chief (or his council, etc.) sponteneously, we
next asked outright if the local chief s initiating or otherwvisa
pasrticipating in develupment {n the reapondent's area. Fully 85%
Baid yes, providing comments such as "He glves us land to use for
development® (the most common type of responae); "He forms
committeos:” "He directs developzment:® and "He allows
development . ™

Of the 1%V who said no, comsments related to chiefts' alcohol abuse
or Jdisputes over vho lus the rightful chief! or to there beinqg no
chief at the mcuwsnt, or a chief who is brand new and hasn't had
encugh time to beccme involved in developsmernt,

HNext we aasked directly {f the local chief's participation and
developpent la currently more, or less, compared to five years
earller. With 92% answaring, 784 of these sald yes and 22V said
no,

“lhen wea asked the qgenoaral, oupen-ended question, "What la the
tesponasibllity of a chief in developing hism area® 76t anawered
this by using action verbs such as leads, supervisen, Jirects,
Baot ivatea, encourages, teaches, forme cosmitteen, fines or
punishesa those vho von't participate or coaply, ralses money, or
calla medtings, Some 740\ answercd in this way in 1989, aas did IN
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in 1984.%

The change in responses since the year before the project began
can be taken as evidence in change in the perception of the
chief's role, implying change in the expectations of chiefs'
subjects. To quote from the 1984 baseline survey report,

From the responses, the chief svems to be a somewhat
detached chief executive in moat cases. He has final say {n
{mportant matters but hs doces not concern himaelf directly
with committee, or perhaps even council, matters. As
suggested (by the community mobllization phase of the
survey), tindvyuna (chlefs' deputies) tend to preside over
councils more often, and generally to have more direct,
*hands-on® involvement {n local activities, including
developmant. This is ospecially true of chiefs who are
employed away from thelr areas. (paren. added).?

In 1983 apecific mention of action verbs such as “encouraqges,
motivates” i3 relegated to the position of least frequent
reaponse (3% even allowing for multiple responses). It 1a true
that in the 1984 responnes, active-role descriptors such as
"directs, supervises, mobllizeas, raises money” are found in other
answars--soset imaes in a somewhat amblguous response cateqory that
alao includes a more passive description asuch as "glves final
approval”"--but the shift in 1990 toward expressing a clear,
active responsibility fecr the chief in quite uniform languaqe {s
clear. Moreover, only 4% of the 1990 sample qgave specific
responses relating to dependence on qoverneent asslstance wheraas
118 of 1984 responses were of this nature,

Other 1990 responses to this question vere spread more or less
evenly over a varilety of response cateqorliss such as: "The chief
should take the advice of hias cvouncil;™ "The chief should be a
good example for hiam pecple;™ "The chiaf should allocate land for
davelcepment;* *“The chief should take care of land dluputes, and
boundrien;* "The chief should ask the private sector for
aponsorahip® (1 mention): and the chief should discusa matters
with the king."

51nce the fund-raising role of the chiuf, actual or potentiag,
emerqged ams lpportant in the 1984 bLaselirnae, we asked 1n 1989 and
agaln in 1990 1f the (hilef or other leadar acting under the
chiaf's authority had cosllected money from locai community

o Crean, I. gp ¢l%., 1289, p.)4a-#. Note that action verbs
connoting dilitect leaderalip oucur in twu responde categouries in
1989 and four in 1984.

' Green 1uta yup L p. 40,
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ANNEX A

INTERVIEW SCHEDULE
FOR ZENZELE WOMEN

DATE:

(1) NAME QF REGION

{1} Hhohho  (2) Manzinmi  (J) Shisulweni  (4) Lubombo
(2) NAME OF LOCATICH COMMUNITY e
(3) NAME OF (HIEF {ACTING Ca[fF)
(4) NAME CF INTERy ittt

(5) Name ot Jenle'e Lroup o
{1t there ts mare than Jne name, write both names)

(Ask lomakhays):
(6) lenzele member has recieved what level of Home Economics training? (You may
check more than one any.)

(1) Mone

(2) Organization) andsor technical

{}) Leaterihip

{4) Business sni1lly

(5) Savings club training

(7) What type of Jensele member 13 the interviewee?
(1) (hatrman
{2) Otvner offyrcer

(3} regulir mesber
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(8) How often did you attend lenzele meetings during the past year?

(1) none

(2) weekly

(3) twice monthiy
(4) monthly

(5) less often than monthly (Write )

(9) In your apiniton, how 1§ attendance amongst the members of your renzele group?

(1) Very migh
{2) Satrstactory

(3) poor

élO) How many membérs are there in your lenzele group? (Approximate number i
X.)

gzx) no: siny development -related lenzele workihops have you attended in the past
years

(1) none
(2) 1)

() 4 or syre
{write exact ar approxisate nusber)

14}



(12) who organized the last lenzele workshop you attended?
{1) Home Economics
(2} Other Rinistry cf Ayriculture person
(3) Ministry of Commerce (“Handicrafts®)

(4) Other (specity)

(13) Have you learned anything of importance at a Home [conomics (Bolomakhaya)
workshop?

(1) ves
(2) No

(3) Don’t know, can’'t say

{14) If yes to previcus Q., what in the workshops of the last § years did you
find moat usefull?

(13) Have you hecnme involsed \n 4ny actlivity or project or group a8 a resylt
of anything you learned or hetrd aboyl 1n & Home [Conomics workihop for rentele
women?

(1) ves

() mo

1



(16) If Yes to previous Q., in what kind of activity or project or group?

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

(17) what is the main income-generating function of your lentale group?

(i) sewing scheal uniforms or other sewing
(1) prg rariing

(3) handicratts

(4) commercial gardening

(8) poultry

{6) other

{7) no \ncome-generating activity

(18) Mave tratning wornshops Melped your grovp I1n thig activity?

{1) ves
{2) Mo
{)) %ot syre, can‘L tay

(19) 1f yos to previcus Q., how hat traiaing Melped your group?

{20) Can you tAIAL of any ways the worbshepy could be 1ngroved?
14)



(21) 1f yes

(1) Yas
(2) No
(3) Not Sure

to previcus Q., How could workshops be improved?

v1) More tours or visits

(2) More hands un, learning by downy or role playing
(3) Betler .enue (wWhere?
(&) Need tallow wp (Mow?

(%) Need more worsihops, or more time for worshops or covering
topics

{6) Need Sther topios (which? )

{7) Other

(22) Has most of your training 4t Home [conomics workshops been relevant 1o your

needy?

20

1f ae

(1) ves
(2) No

(3) Don't wnow, can't vay

to last 9., Please asplain

TETEILLRTIILLCT L TE S 2T R TEIERIFIITINRTETIRSDREYIRENOESY
TTTTTEFT I E AT I TSR YN EITTLETI R Y T 2R LIITAVEINRREY
TILEXT VLRI TTI ST RTF S TN C RN LYY ST T AR E P TIIRE PN OAE NN



(24) If you would ltke more gqovernment-sponsored workshops in the future, How
many would you like to attend 'n 3 year?

(1) 1-3
(2) 40
(3) 7 or more “as many a3y avatrlable®)

(8) Ooes not want to attend more; Present number 0.K.

{25) In the last Home [conomics workshop you attended for lenZzele women, were
the teacnhing materials usefuyll?

(1) res

(2} No

()) not used

(26) Please explain, or elabarate on, answer to last question,

-----------------------------------------------
................................................

T

(27) Mave you contributed money to your lenzele group during the past 12 monthy?

(2) Mo

(1) ves __
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(28) If Yes to previous 2, about how much money did yqu contribute in the past
12 months? (Total, including joining fee, reqular subscription, special fund-
raining, etc.)

(1) t1-10
(2) t11-20
(3) t21-30

(4) more than €30
{write exaatl amount )

(29) Following frem the previcus question, for what purpose was the money
collected? (You may chech mire 1han ¢ne)

(1) tncuome generating grojuct
(2) Burval fureral fung
(3) chiig care

(4) Meeling plice, or cosls directly associated with gstablishment
or saintatnance of lenzele group

{%) Otmer (Specify)

{3O0) If you Nave attenied mare thin uhe hose €COAORICY warkihop, Mive you tratned
Or Dassed on yrur briwledge (o other wolen A your Nome arey!

(}) tes
() mo

{)) mot yyre

(Y1) 1f yos to proviovi Q. , how 414 yov PALE 1he Lhowledge on?

FEETFLLEITTITIITLYIFTLIILY FSLLLETLSETTITINTSTIICIIILLLLYS
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(32) If no to Q. 30, why did you not pass the knowledge on?

(31) Wha! can you tell us abou’ Lhe support--or lack of support--of your chief
for your renzele group?

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

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

(34) What are the main obstacles to developoent in this area?

(3S) 13 contact between female extension workers and your lentele organization
(Interviewers; read response options)

(}) Freguent, reqgular

(?) Occastonal

{3) Infreguent, trregular

(4) Never

LY



(36) What type of extension worker does your zenzele group have most frequent
contact with?

(1) Home Economics

(2) Other Ministry of Agriculture person

(3) Ministry of Commerce

(4) Other (specify)

(37) 1Is contact between male extension workers and your lenzele organization:

(1) Frequent
(2) Occasional
(1) Infrequent

(4) never

(16) What 11 your age?
(1) Lless than 28
(2) 26-40
(3) 41-4%%

(4) more than $6
(37) MRt vs your ctucational level? (how far did you 9o fn school?)

(}) none

{2) Some primary, ue comrpleted primary

{)) Gume tecondary, ur cozpleted tecondary
post-secondsry

ANN(X B
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FOLLOWUP [NTERVIEW SCHEDULE FOR LOCAL LEADERS

Of INTERVIEWER

NAME OF REGION

(1) nhonho  (2) Manziny  (3) Shiselweni  (4) Lubombo

OF LOCATICN/COMMUNITY
CF CHILI {ACTING CHIEF)

OfF INTERVIEWEE:

(Q2) wWhat type of leader 14 the interviewee!?
(1) chref
(2) ndvung
(3) umgijrim
(4) bindlancane
(%) bucopho
(6) commitiee member
(1) otrer
(Q3) Have juu becume crvolved in any aclivity or project or group as 3
resull of anything you learned ur heard aboul in & workshep?
(1) ves
(2) No

(Q4) If ves to last question, tn what hind of activity or project or
qroup?

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

LI I T T T T T T T T T T T T T T T SV

(%) which local coemunity people have respensibility for dealing with
development problems: (Moré than one ans. possible)
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(1) the chief
(2) tindvuna
(3) government or extension workers

(4) various committee members

(5) imisumphe/RDA/resettlement people
(6) no one

(7) bucopho or inkhundla representative
(B) other (specify}

(Q6) List the number of development committees currently found in this
chief's area {(sive}.

(Interviewer: Give exact or estimated nurber
(27) Do you think there are more, or less, development committees now than
S yeirs ago?
(1) Mure
(2) less

(3) Don’'t know



(Q8)

If there are more devel. committees now, what is the reason?

1} training/workshops
(PROBE :

2) attitude or actions of chiefs or other local leaders
(PROBE:

3) increased capital avarlable
(PROBE :

4) effects of educathron, formal schooling
{PROBE :

§) influence of radio
(PRCEI:

6) 1influence of extension workers
{PROBL:

1) increased popular demand
(PROBE:

8) other
(Specify)




(Q9) If there are fewer development committees now than in 1985, what is
the reason?

(1) Chief not active/supportive
(2) Bandlancine nol aclive/suppartive
(3) Money difficull o raise, people are poor
(4) Money collected for development has gone missing
(S) Money not spentl as intended
(6) Reasons related te extension workers
(Specrtyy

(7) Other (Specitfy)

(8) Don’t know

(Q10) 15 the chiet af this area 1mithrating development activities (e.qg.,
school or farm shed construction, nealth or water systems, ralsing crops
for sale, vtc.) or otherwise particigating 1n development activities?

(1) Yes  How? Comment

(2) No MHow! Comment

(Q1)) If yes to last questicn, s chtef’s participation 1n development
more, or less, curpared to b5 years ago or earlier?

(1) Maore
(81 Less
(Q12) Has the chief or group acting under the chief's suthority collected

money ;or any dJevelopment projects for the community during the past 32
moOnthg

(ves______ (2) No_
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(Q13) If ves to last quest., about how much money was collected from each
homestead?

(Approximate amoynt)
(Q14) Are cevelopment topics ever discussed in the bandlancing?
(1) ves
(2) Ne

) There 11 4 separate central development committee under the
chief

(Q15) If ves to lait ques?  are trese topics discussed:
{1) regularly-often®
(2) sometimes?

(3) rarelyr

(Q16) what i3 the responsibiiity of a chief in developing his area?

{Q17) What are the a3in obstacles Lo cevelepment 1n this area?

(18) (Respongent 1%:)

(1) Mate (?) Fomale
ANKEL C
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ANNEX £
PERSONS_ CONTACTED

Topsile Baartjies.-MOAC/HED

Thandi Kunene--Ministry of Commerce, Handicrafts Div., Whohbo Coordinator
Nomakhosi Nlambo, Regional HEO, Manzini

Mrs. Matsebula, AHED, Maszini

Zodwa Baartjies--Asst. HEO, Shilselwen)

Sibongile Dlamini, Regional WED, Shilselwen)

Ms, Matola, AMED, Shiselweni

M3, Mkhwanazi, As[0, Shis,

Ms, Mitchel Mikhaliphy, WEA, Manzing

Ms. Dlamini, WEA, Manzini

Mr. Msibi, Ragional Handicrafts Officer, Manzini

Ms. Nomakhosi Mlambo, RNEOD, Manzimi

Ms, Khanyisi'e Mabuza, NEO, Mhohho

Ms. Janine ¥ird, Volunteer Community Devel, Worker, Mh)ume
Mr Anton Kienle, Mandicrafts Officer, Ministry of Comerce
Ms. Marilyn Richards, COP, SWAMDP Project

Nr. Len Maffit, In-Country Training Manager, SANMOP Project

lunt::ﬂm; of tuesty-two zenzele growps and four savings clubs throughout
azila
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In December 1984, USAID and AED entered into a contract to fulfill the
expectations of the SWAMDP project paper. The contract required an -initial
feasibility study. This study was published in March 1985 and the Swaziland

Development Communications project was underway.

8. DEVELOPMENT OF THE SWAZILAND CENTER FOR DEVELOPMENT COMMUNICATIONS

1. Methodology

USAID’s original contract with AED, and the subsequent project
feasibility study conducted by AED, refer to the Center for Development
Communications (CDC) as the Center for Rural Broadcasting and
Information (CRBI). By 1986 CRBI’'s name had changed to CDC. Also, the
contract specifies a devcom specialist as the project advisor.
Documentation throughout the project refars to this specialist as "chief
of party" (CoP). The term "devcom" is used in this report to refer to
the SWAMDP component and to the practice of development communications.

Direct observation, in-depth interviews and a tracer study were
undertaken for the evaluation of this component. Thirty-six long-term and
short-term training participants were interviewed in depth. Thirty-nine in-
depth interviews were conducted with people who are or were principal to the
component. Follow-up interviews were conducted with fourteen people.

Thirty-two reports and documents were reviewed during the investigation.
Direct observation of the Center for Development Communications at SBIS was
undertaken full-time for tnree weeks (Oct 12 to Nov. 1, 1990). Site visits
were conducted at ten of the participating ministries or NGOs. SBIS radio
services were monitored casually throughout the evaluation.

2. Background

The CDC was designed to be the hub of devcom activities. The CoP’s
duties at CDC were to advise, train, and assist a Swazi Director to establish
the center within SBIS and implement CDC objectives. The U.S. CoP and the
Swazi COC Director were responsible for institutionalizing project objectives.

As principal advisor to the COC, the CoP was responsible for:

U on-the-job training of the Director;

. working with the Director to establish the organizational and
management framework of the COC;

[ developing the devcom training proqram;

L supervising the renovation of SBIS facilities for devcom training

and radio productions; and
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L providing ministries, parastatals and NGOs with technical support
to increase the impact of devcom activities.

The CoP was responsible for advising GOS on communications poiicy as
well as for coordinating activities with USAID.

The CDC’s achievements in long-term degree training and short-term
academic in-country training are substantial and are fully analyzed in Part 2.
Part 2 also reports on the hich degree of success that the component achieved
in institutionalizing the sustained use of communication in the key )
development sectors of health, agriculture, cooperatives and Tinkhundla, the
community development ministry, COC’s achievements in strengthening SBIS are
analyzed in Part 3. Even with these successes, the COC has not been fully
institutionalized as envisioned at the beginning of the project.

3. Early Initiatives

Following the acceptance of AED’s feasibility study in 1985, offices for
the CDC were established at SBIS. The Swazi counterpart was identified and
sent to the U.S. for degree level training in Mass Communications. Workplans
were established for the in-country training of information officers from
SBIS, the ministries and NGOs.

The CoP undertook an initiative to establish a "scheme of service” for
the content specialists. The scheme was to establish a "cadre” of information
of ficers who would have the skills to be both content specialists ang
development communicators. The CDC acted as the catalyst for planning between
SBIS, NADPP, MOl and the GOS offices within the Ministry of Labour and Public
Service. Planning efforts produced the goals of creating a standardized civil
service ranking and an advancement schedule for information officers employed
within the GOS.

These goals were properly identified. There was a lack of standardized
Job descriptions for information officers. Employees ranked at civil service
grade 6 {clerk) were producing devcom programs and had been identified for in-
country training in the devcom p=oject. Civil service rankings for the
information officers varied widely among the ministries, ranging from grade €
at one ministry to grade 20 for the public information officer with the police
department. People in important communications positions weve not nicessarily
involved in planning and implementation efforts at the ministries.

The bilateral attempts at creating the scheme of service were
complicated by a lack of consensus among the ministries. Opinions varied from
ministry to ministry as to what role the information officers would play. The
establishment of standard grades for ministry information officers also had
comparative implications for the staffing and salary structure at SBIS.
Implementation required overcoming major policy and statutory hurdles at the
Ministry of Labour and Public Services. The initiative was abandoned, but not
for lack of trying.

A second CDC initiative attempted to create an inter-ministerial
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advisory board to guide national devcom policy. The advisory board was to be
established at the level of permanent secretaries and would meet annually to
consider the advice of a steering committee made up of representatives from
the ministries and the NADPP., Officials from SBIS report that they wer: not
properly consulted or invited to participate in this initiative. This
initiative also failed for lack of inter-ministerial support and a lack of
consensus on the steering committee’s proposed responsibilities for policy
implementation.

Neither initiative should be considered a failure on the part of the
contractor or any of the parties to the initiative, The concepts for both
injciatives are valid and desired today. The concepts and practices of
development communications are afforded more respect and credibility due to
the discussions and efforts on behalf of these initiatives. As the director
of a participating NGO said, "Communications is not a problem in Swaziland,
decision making is.”

4, The Center Becomes a Center

After establishing offices on the second floor of SBIS, the CDC
undertook the renovation of two SBIS studios for the use of devcom producers.
A project consultant undertook the design, procurement and installation of two
first-class radio production facilities. This gave the devcom producers a
production home and alleviated the pressure on SBIS’s crowded facilities. The
new equipment in the devcom studios improved the sound quality of the devcom
programs. Most SBIS equipment was old and in a state of auu:ble decay.

The consultant trained two SBIS technicians in production and
operational procedures. Both technicians were then assigned to assist devcom
producers and trainees. Ouring the in-country training, both technicians
received good training and experience from the visiting SDSU instructors.
Other SBIS studio operators were given informal training by the consultant.
Work habits and studio procedures at SBIS improved.

The decision to have producers rely on technicians, rather than learning
to operate the equipment themselves (self-operating) was coherent at the time,
The facilities needed to serve fur the 1ife of the project. Judging by
today’s standards and practices at SBIS, it would be better to train people in
proper self-operating procedures. Reliance on a technician every step of the
way can be cumbersome and time consuming.

One of the devcom technicians was reassigned full-time to SBIS near the
end of the first intake of fn-courtry training. This caused some pressure on
the devcom studios. The new studios were the source of small conflicts over
who had access to the factlities and who from SBIS would be trained in the
facility. At the time, the devcom equipment was new and performed properly,
unlike the equipment in use at SBIS. These conflicts are not unusual and were
resolved over time.

What s important today is that SBIS has maintained the full-time devcom
studio operator. Devcom producers have a dedicated itudio for thetr radio
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production needs. During this evaluation, both studios were operating
smoothly, at about 65% of their capacity (40 hour week). There is enough open
time in the procduction week to allow "self-operating” radio production
training for groups as large as eight. The equipment i3 in good condition and
shows signs of proper maintenance and care.

The CDC supplied resource materials for devcom producers. These
included sound effects, media supplies, reforence materials on devcom and
. engineering, a computer and typewriters. A typist was assigned to work with
the CoP and the Swazi counterpart. As discussed in Part 2, the COC organized
numerous workshops to create awareness and to train people in specific devcom

skills.

With the advent of the first intake for the in-country training, the CDC
became a real hub of activity. The former participants interviewed for this
report spoke often of the impact the CDC created just by providing a physical
location for development communications, Without exception, the participants
endorse the dedication to quality and long hours of work provided by the
project’s Jdevcom specialists.

AED’s devcom specialists (CoP) contributed heavily to the success of the
€0C by providing direct assistance to the ministries, NGOs, and USAID
development sectors. Notable among this assistance was the help provided to
the 1988 AIDS IEC Action Group campaign design team. In-country training
participants were involved in writing spot announcements and producing radio
drama scripts for the campaign. An earlier immunization project s also
noteworthy because the CoP helped define, design and develop a communications
campaign that was coordinated with MOH, UNICEF, CCCD, USAID and SBIS.

By June 1988, the CoP was able to claim that 59% of SBIS on-air talent
were invalved in training; that since September 1986, there had been a 65%
increase in development related programs; and that 47% of all programs aired
on the siSwati channel were information or development related. Those numbers
have not significantly changed. The increase in the quantity and quality of
development programs is testament to the good work of the COC staff, training
participants, and SBIS personnel.

S. Listenership Survey

In late 1987, the (DC conducted a national listenership survey to
document the habits of radfo listeners and to measure the impact of devcom
radio programs. This was seen a$ a vital step for (DC and SBIS because no
recent audfence information existed. The survey was a good "hands-on®
exercise for the tratning participants and had a good amount of design finput
from SBIS and the supervisors from the participating mintstries and NGOs.

There appears to be lack of coordination on the radio Ttstenership
survey. An MOAC/USAID survey on lenzele women (Hitchcock et al) was conducted
carlier in the year, documentiny reception problems. Over 1000 households fn
twelve sub-districts were checked for reception. [In a comparison of
households with reception problems to households without reception problems,
$1x sub-districts had more households with reception problems.

165



In two sub-districts, the households were nearly evenly divided between
adequate and sub-standard reception. Only four sub-districts reported
adequate reception. The devcom listenership survey confirmed that finding,
only fifty-six percent of those listening to SBIS could report "clear
reception all the time".

The engineering situation at SBIS must have been painfully obvious.
Both of their cadet engineers were in the U.S. for degree training in
electrical engineering. SBIS was functioniny without proper engineering
support. In fact, SBIS had to take an "imposter” engineer to court for
willful and malicious damage to their equipment. In January 1989, AED sent
engineering consultant Mike Starling to Swaziland to assist the newly returned
engineering graduates. He found the system “on the brink of transmission

collapse.”

The report on the listenership survey is confusing. SBIS listenership
is low in non-directed questions (between 15 and 33%) but much higher in
directed questions (96%). This should have been detected as a skew from
courtesy responses. [evcom programming awareness is reported as a percentage
of the higher (directed) responses. The methodology used in calculating
impact against the higher number of directed responses, rather than against
the non-directed responses, resulted in a finding of low impact among the
(non-directed) population actually listening to SBIS.

The survey report indicates a high interest in devcom radio programs.
The report does acknowledje low response rates for directed and non-directed
questions about devcom programs. On page 24, the report states, “From the
evidence, i1t is clear that these programmes were not listened to in any great
numbers, therefore, we cannot attribute any statistical significance to the
results.”

The final report was not published until December 1988. The responses
for devcom programs were reported as percentages, but the report does not
clearly indicate the number of people responding to the questions (Section 4}.
Some of the summary recommendations, including programming and personnel
changes, have been implemented by SBIS.

Certainly, a listenership survey of this magnitude should have waited
until the quality of transmission was acceptable and the devcom training was
completed. By March 1989, transmission capability had been restored to the
greatest extent possible. Starling reports full coverage from the medium wave
service and "unmapped but improved® coverage on VHF. Although valuable
experfence was gained from the survey, it was not an accurate measure of the
devcom impact.

Two recent surveys, (April/May 99 and October/November 90) show
excellent growth (n impact since tranimission was restored. The surveys cover
health sceking behavior among the general population and perceptions of
development among tradlt‘ona? leaders. Both surveys are discussed in Part
3 - Institutionalization,
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C. MANAGEMENT OF THE CENTER FOR DEVELOPMENT COMMUNICATIONS

In retrospect, CDC management had positive and negative aspects. The
feasibility study collected some very ambitious objectives under the umbrella
of a Center for Development Communications. The CoP was at once the technical
advisor and on-site project administrator. On the occasions when the CoP also
taught in-country training classes (eight hours a day, five days a week for
three weeks) the work load was more than doubled.

Personnel changes also affected the management of the COC. The
positions of Devcom CoP, Contractor back-stop, SWAMOP CoP, Director of SBIS,
Director of USAID and USAIL’s HR/GDO all changed hands at least once during
the life of the project. Project documents report a perception that the
devcom component was set apart from the whole of SWAMOP. The perception is
likely due to the component’s size, and discrete functions in relation to
other SWAMDP initiatives.

In addressing management issues at the CDC, it’s important to realize
that communications is not a science, nor is it empirical. Mass
communications require the practitioners to lay their egos on the line.
Public scrutiny is immediate and can come from any quarter. Decisions are
amplified and distributed to the nation. Swaziland is a relatively small and
tightly knit Kingdom; news travels fast.

There can be no doubt that the CDC was successful in accomplishing basic
objectives., [t did become a Center for Development Communications. In
retrospect, the CDC exhibited all of the healthy signs of a vibrant and
thriving project. Activity levels must have been quite high. Feedback from
Visteners was not unknown before the CDC, but according to the participants,
the amount of feedback for the devcom radio programs jumped sharply following
the progress made during training.

l. Management Communications

There is plenty of evidence that tensions and a certain level of
suspicion existed between SBIS and the COC. Scme of this can be viewed as 2
natural consequence in the introduction of a foreign project into a dynamic
setting. Cross cultural communications were not as strong as they should have
been,

In some of the interviews with Swazi participants and principals to the
project, concerns were rafsed that the devcom project did not proceed
methodically, that it changed courses too fast or was contradictory. On the
American side, concerns were raised over the pace of promised activities and
the reluctance to try new things.

Cultural communications must be maximized on a project, especially one
that 15 designed to develop communications. To illustrate an isolated example
of cultura) mis.communications; there was a controversy over the use of the
devcom facilities by a church group. Members of the group were reported to
have been monopolizing studio time. Then, the USAID Director requested that
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the group stop using the facilities.

Swazis don’t recognize the separation of church and state in the same
fashion that Americans do. What was incongruous to the Swazi participants was
the fact that the devcom project was training information officers from the
Council of Churches and the Swaziland Bible Training Center. As the saying
goes, "What we had here was a failure to communicate.” Incidents of cultural
mis-communications were not a major problem in this component, but they remain
vivid in the minds of Swazi participants.

At times, the CoP’s relations with the USAID mission were strained (see
Block, "Report of Informal Review, 2/87). The project contract specified
"reqgular internal evaluations every quarter with the Planning Committee, SBIS
and the representatives of the various development agencies and others who may
have been working with the project during the quarter.®

According to the contract, the goals of the evaluations were to help
USAID track the evolution of the component, facilitate necessary revisions,
and create a “continuous feedback system...for the enhancement of local
participation in development.” There is little or no evidence of a USAID
organiled planning committee or of formal quarterly evaluations in the first
half of the project.

3. Choice of Counterpart and the NADPP

The component’s feasibility study envisioned training a Swazi
counterpart to run the CDC, especially after the component had ended. This
position was crucial to sustainability. As the CDC was forming, the Swaziland
National Association of Development Program Producers (NADPP) was growing in
stature.

The NADPP was formed in the early 1980’<, before the devcom project
began. [ts membership consisted of subject matter specialists and information
officers from the ministries and NGOs that produced regular development
programs for SBIS. Reqular monthly meetings were held, and a constitution was
written and implemented to achieve recognition from the GOS. Participants
remember the NADPP as a very strong organization, effective in cooperative
efforts and strong in providing critiques to {ts members.

As part of the charter, the Public Relations Officer (PRO) from SBIS was
designated chatrman. The NADPP wanted to organize training opportunities for
devcom producers, foster inter-agency cooperation, and create professional
standing tn employment for its members. Training participants report that the
NADPP was a very active and cooperative orqganization.

The principal chatrman and quiding hand for the NADPP was (and still is)
the PRO at SBIS. Most peaple regard him as the person who started development
communications tn Swariland by producing agricultural "farm® broadcasts in the
mid-1960"s. As PRO, he was the liaison between the listening public and the
radio producers. As the devcom component formed, NADPP saw succest in its
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efforts to help organize a major training opportunity. To the NADPP, their
chairman was the natural candidate for the counterpart position at the CDC.

Another candidate was chosen for the counterpart position. During
interviews for this evaluation, a number of scenarios and possible
explanations were brought forward regarding the decision to appoint someone
other than the PRO. Definitive answers were not forthcoming. The decision on
hiriag the counterpart caused some participants and NADPP members to lose
confidence in the devcom project generally and the concept of the COC in
particular.

The NADPP was involved in the two-year effort to establish the
development communicators’ scheme of service. Additionally, the NADPP failed
to become organizationally involved in the national palicy advisory board.
When expectations of diplomas for the in-country training turned into
certificates, it seemed to the NADPP that nothing was going right.

The NADPP deflated gradually and has not been active in the last few
years. Sixty-five percent of the training participants interviewed for this
evaluation expressed interest in joining a revitalized NADPP but were quite
uncertain about how to restart the organization.

The person selected to be counterpart director for the CDC is regarded
by the participants as a kind person. Project documents indicated that he did
not receive the degree leve) mass communications training suggested in the
project cont-act. The counterpart does not appear to have been an effective
leader or organizer. He was unwilling or unable to provide an account of COC
activities since the departure of the project CoP in December 1988. The
counterpart resigned his position at the CDC, effective November 1, 1990.

A final observation on CDC management. [mphasis was shifted from a
multi-media approach (print and radio) to an approach that was predominately
radio based. This decision was rational in light of project resources and the
magnitude of effort required to revive a well-trained rural journalism effort.
It should be reported that Umbiki (Swaziland’'s national development magazine)
resumed publication in December 1989,

4, Conclusions and Recormendations on the Center for Development
Communications

a. Despite shortcomings on several nattional initiatives, the COC met
the bulk of expectatfons set out in the component contract and
subsequent feastibility study.

b. The (DC was successful, bilaterally, in creating and operating two
deve'spment communications radio production factiities at SBIS.

c. The {BC was successful in training people for development

communications responsibilittes and in strengthenting SBIS. Further
evidence of this success s presented in Parts 2 and ).
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It is

d. The CDC operated well under the direction of the component’s two
CoPs but faltered after their departure. The Swazi counterpart director
was unable to provide evidence of CDC activities since January 1989.
Currently, the COC is withou! a director because the counterpart
director has resigned.

e. The CDC’s development communications specialists (CoPs) were
successful in organizing workshops and forums to train information
officers and senfor officials from ministries and NGOs. The CoPs were
successful in providing direct assistance to the ministries and NGOs.

f. The CDC was not successful in providing an adequate listenership
survey to document the component’s impact.

recommended that:
Short-term technical assistance be provided to help re-organize the CODC.

Any follow-on to this project begin with a listenership survey.
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D.TRAINING FOR DEVELOPMENT COMMUNICATIONS

Neta: Training people for roles in development communications was the most
successful endeavor of the devcom component. In Part 2, participants’
comments are reported from in-depth interviews. Interviews were conducted in

the spirit of anonymity.

l.tong-Term Training Abroad

The component provided degree and advanced degree training to five devcom
professionals. Two of these people also participated in the short-term in-
country training program. Four out of five participants have returned; one
returns in 1992. Four of the five are employed at SBIS. The positive impact
of their training is reported in Part 3 - Strengthening SBIS.

The fifth participant returned in May 1990 with a Master’s Degree in
tducational Technology and a minor in Development Conmunications from the
University of Texas, Austin. She reports a "very successful”® tour. She has
resumed her responsibilities with the MOE's National Curriculum Center (NCC).
The MOE 1990 Basi< Education Proposal, Nine Year Programme of Instruction for
English lists radio as a tool to strengthen education.

This participent is well positioned to assist with any follow-on to the
USAID/Radio Learning Project (RLP) Interactive Radio English pilot test
conducted with the NCC in May 1990. If plans and funding for Interactive
Radio English are approved and outcomes follow the success of the pilot
project, the national impact will be significant, She is willing to provide
any assistance to strengthen the COC.

2.Short-Term Training In-Country

Forty-five people received 1n-country training in an innovative devcom course
of study developed by AED and San Oiego State University (SOSU). Twenty two
graduated in December 1987, twenty three graduated in December 1988. Twenty
five of the graduates were women, twenty were men,

Participants were selected from SBIS sections, ministries, parastatals and
NGOs. The course of study included si«, three-week modules of fnstruction in:

¢ Development Communication Theory, Planning and Practice
¢ Beginntng ¥riting and Journaltsm

¢ Introduction to Radio Production

¢ Advanced Script Writing for Radio

¢ Advanced Radio Production
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¢ Research and Evaluation

SDSU selected instructors for the modules. After three weeks of instruction,
students were given practical, follow-on assignments to complete at their work
place. The follow-on assignments were sent to SDSU for evaluation and
grading. Modules were scheduled at three month intervals to allow integration
of newly learned skills on the job. Student evaluations of course content and
structure give a 98% approval to the effectiveness of the training.

A tracer study of training participants and in-depth interviews with
participants and their supervisors were conducted for this evaluation. The
purpose of the study and the interviews was to determine the effectiveness of
the training and its impact on individuals, institutions and the population,.
Results of the tracer study are reported in their own section below.
Ohservations from the in-depth interviews are contained throughout this part.

J.Workshops

From 1986 through 1989, the devcom component prepared and offered 29
workshops. The workshops ranged from one day to two weeks in duration.
Topics varied according to need and were used to train people in specific
devcom skills. The total attendance at the workshops was 860 peaple (some
attended more than one workshop).

Among the workshops cited by participants as having great impact or generating
enthusiasm for devcom were; the workshops for short-term participants’
supervisors, designed to increase awareness of devcom potentials; and the
communications forums, designed to foster cooperation among intervention
agencies on issues of national concern. A considerable amount of skil)
sharing occurred as a result of the workshops.

4. Short-Term Advisory Services

The project erployed the expertise of at least six short-term consultants to
provide additional training in Swariland. Strong and accurate technical
services were provided by Ken Mason and Mike Starling, In 1986, Mason
supervised the installation cf the devcom production studios and trained two
SBIS employees in studio operations.

Starling provided on-the- job quidance to the two project-trained SBIS
engineers {n 1989. Together, the three maniaged to overhaul a crumbl ing
transmission system and create a work-plan that, tf fully implemented, will
provide proper transmission to the year 2000.

John Wark and Douqlas Moore, 1988 and 1990 respectively, provided advisory
services to the SBIS news, programming, and senior management sections. Both
consultants provided skills anc leadership tratning. Additionally, Wark
deltvered on-the-job tratning for devcom students. Richard S, Allen assisted
with the national listenership survey in 1987,
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UNISWA and Family Life Services of Swaziland (FLAS) strongly acknowledge the
strategic input of CoP Dr, Polly MclLean’s short-term advisory work, performed
after her tenure as development communications specialist. FLAS is eagerly
awaiting the results of Mclean’s recent collaborative focus group research.

5.Results of the Tracer Study

Note: Two of the short-term graduates participated in long-term training. In
all, five people participated in the long-term training. The total number of
people trained is 48. fFigures used in the executive summary are based on all
48 people trained. Fiqgures used here reflect the 45 participants in the
short-term training.

Of the 45 graduates in the short-term training, 25 are currently employed at
SBIS or are in devcom roles with ministries, parastatals and NCOs.

Three graduates are on extended leave and are expected to resume devcom
responsibilities when they return. In all, 28 of 45 graduates (62%) from the
short-term training are continuing with their devcom responsibilities. There
are 17 of 45 (38%) graduates who are no longer working in positions with
devcom responsibilities.

6.Short-term Graduates Still Working in Devcom

Twenty-eight of the graduates are still working in devcom roles. An analysis
of their present duties shows:

Three are cn leave. One is from SB1S Programmes Section, currently enrolled
at Howard University for a component sponsored degree in Mass Communications,

She will return in 1992. One is from the SBIS Studio Section on bereavement
leave, one is from a parastatal on sick leave.

Four are employed as continuily announcers at SOIS. One of these people
transferred to SBIS from an NGO.

Four are employed to produce devcom proyrams or news at SBIS.
One 13 employed by the information section at SBIS.

Nine are employcd by Ministry sections, continuing in the sime job, with
similar responsibilities, as they had before training.

Four are employed by parastatals or NGOs, continuing in the same job, with
similar responstbilitices, a5 they had before tratning,

Two are employed by NGOs and have been promoted 1o devcom management
positions,

One has changed her employer and has been promoted to a position with greater
devcom responsibilittes at an NGO.

174



7.Graduates not Continuing in Devcom Roles

An analysis of the 17 graduates who are not employed at SBIS or employed in
devcom roles at the ministries, parastatals and NGOs shows:

a.Four have changed employers and no longer have devcom duties,

b.Eleven have been assigned to positions within the same agency but no longer
have duties relating directly to devcom.

c.Two have resigned their positions for personal reasons,

An analysis of subgroups a. and b. (above) from the group of 17 who are not
involved with devcom shows:

a.four have changed emplovers.

Cne is a training officer for Scuth Africa Broadcasting Corporation (SABC) in
Pretoria; one manages a religious bookstore; one works for a Swaziland agency
for the handicapped;, and one is a self-employed research/marketing
consultant. Two of *hese four people were interviewed. Both report using the
skills attained in devcom training at their new positions.

b.Eleven have been assigned to new posts in the same agency.

Two have been promoted to supervisory positions within their agencies, three
have been assigned to field work with few devcom responsibilities beyond face-
to-face communications, two have recently stopped producing devcom programs
because their assigned (non-devcom) duties preclude quality productions.

The remaining four moved laterally in their agencies to positions that don't
require full use of devcom skills. One provides communications training to
public and private agencies; one moved to the income generating side of her
agency; one reports on parliament; one 13 waiting fer an assignment that fits
hts skills,

In a secondary analysis, eight out of the eleven in this group were asked to
speak about their present employment,

Four expressed dissatisfaction with present job assignments and a general
desire to put *heir devcom skills to work.

The other four miss betng directly involved with devcom but are satisfied with
thetr present duties. [Three of these four believe that the devcom training
played a major part in obtaining their present assignment,

8.Additional Observations

In comparing the number of people employed in devcom roles before and after
the training, there 13 a net gain of four people employed in devcom roles, Of
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concern are the five people in ministries who have been given assignments
without devcom duties {sub-group b. above). Of those still working in devcom,
three from SBIS and the ministries have received promotions. Three people
from the parastatals and NGOs have recefved promotions. Five of the six
people prciated attribute their success to the skills ottained in training.

RANDOM LIST QF TYPES QF QEVCOM PRQGRAMS CURRENTLY PRODUCED BY GRADUATES

Radio and print coverage of the Monarch and Parliament

Listener participation, problem solving program

Open topic call-in programs

Readiry of letters from the people

“How to..." this is a new program with broad subject areas, for instance, how
can a listener apply for a passport, etc.

Women's traditional music

Child rearing

Passing messages tu patients in the hospital
Educating and mativating people to form cooperatives
Women’s and children’s development

Organizing commercial business practices workshops

Agrricultural information and extension broadcasts and newsletters
General health radio proyram, specific health campaigns radio program
Family planning program

£nglish lanquage newsletter for ministry employees

siSwati newsletter for farmers

The rights and wrongs of siSwati and western cultural ideals

Cooking, general home management, coverage of business groups and income
generating projects

Quarterly si1Swati newsletter on home economics

wWomen in development

Radio news writing on development topics

Nationally distributed development magazine

Motivational and organizaticnal material for distance teaching, literacy
Dtstance teaching, continuing adult edrcation

Multi-media public relations on assistance far children

Radio and print on crganizing to build schools, farms and houses.

QESCRIPILIVE COMMINTS QY GRAQUATES ABOYIT THEIR LXPERIENCE DURING TRAINING

ATl of the graduates interviewed supported the in-country training. There was
a full expresston of satisfaction with all modules within the training
scquence.  The module on research and evaluation was mentioned most often as
beting memorable. Graduates indicated very 1ittle exposure to research prior
to the classes. When they applied devcom research and evaluation techniques,
and saw the results,they were very excited.
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Writing modules were also appreciated because the modules sharpened the skills
of participants. The ccncepts of target audience, program editing, planning
and interviewing skiils all received mention from five or more graduates.

Negative commentls about course content were noted. Four graduates spoke about
1iking the radio drama module but indicated that their duties at work did not
allow proper time for writing and producing an adequate radio drama. Some of
the experienced radio producers felt that the radio classes were pitched too
low. However, they were willing to help others in the class learn new radio
skills.

The following are interview transcripts with an indication of the (number) of
graduates expressing similar sentiments.

"It upgraded my skills and all of the development communications broadcasts by
involving us with the listeners. The programs used to be just one-way, where
we told the listeners what to do. Now the listeners are involved through
field work and actualities. We know it is a two-way thing." (8)

"It made my programs more focused, polished. (14)

"More confidence in interviewing, gathering materials, presenting. (8)

*I'm doing more with print instead of just radio." (4)

“Some teachers talked down to us at first and didn’t know who is who." (2)

"Prior to the training, we had to work very hard to get people to our service,
now the problem is providing enough service to people.” (2)

*The teachers stressed reaching people. It makes the rural people feel as if
they are part of the whole." (3)

"We even have the capability of mounting workshops to motivate people.” (2)

"Useful because you continue to use training on the job and our programs were
monitored as they came into SBIS."

The graduates exprc 'sed a high degree of self satisfaction with their personal
accomplishments, Most graduates cited increased abilities in planning and
execution. Self confidence was mentioned frequently. The graduates gave an
overall impression of improved production. They indicated that they were
unsure of their programs before training but are now quite confident in their
skills and abilities,

9.Impact on Institutions and the Nation

¥hen asked their opinions on the training’s impact on their institution, the
graduates’ responses were varied but focused on four main topics.

"Reqular mail and phone calls are received following broadcast or publication.
There is an increase in direct feedback from listeners to the program
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producers."” (12)

"Supervisor realized the importance of development communications and the
amount of work involved to produce quality programs. Supervisors started to
involve me in planning. Agency has given me more responsibilities and
assignments. My duties are the same, I just have a bigger understanding of
them and how to focus on the ain points.” (8)

Supervisor did not assign graduate to devcom duties. Graduates asked for more
time to spend on devcom but were denied. People without training were put in
information positions. "We are left to rust in low-level positions.” (5)

"Enroliment in our program is full. We had to hire another person to answer
requests from the public.” (2).

When asked their opinion on the training’s impact on the population, the
graduates gave general responses. Most often they said, "We are able to
educate and enlighten, we are giving better information, we work better in
field research, people have more confidence in us, people can organize
themselves better."”

Three quotes stand out from the interviews,
"Now I can take the listeners wherever | go with the portable cassette®

"Everybody is in town, working during the week, they want to know what is
going on in the rural areas."

and,

"Radio, print and video support each other and all support the subject
matter specialist.”

10.Site Visits and Interviews un Impact with Participant’s Supervisors.

In-depth interviews were held with supervisors at ten participating ministries
and NGOs to examine the impact of devcom training. Seven out of ten reported
strong impact from the training. Anecdotal excerpts are provided to show the
type and scope of {mpact.

Ministry:

"The participant recefved some training in video during the in-country
training. He {is technically minded and participated in on-the-job video
training (Penn State) after returning to work. Although he is still producing
ministry newsletters, he is most preoccupied with training extension workers
on newly acquired camcorder video equipment.*®

NGO:
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*The agency now uses the radio to coordinate workers and service efforts in
the field. They are able to pass messages and coordinate activities in times

of disaster.”

Ministry:

*The participant is well regarded as an accurate and popular program
producer. Her supervisor gives her high marks for personally improving her
planning and organizing skills. The supervisor calls her program ‘much more
understandable and logical.”

"The participant is in demand to help with devcom preductions from other
ministries, regional secretaries and principal secretaries when ‘there is
really something important to be covered. Feedback on the radio program fs
always received during ministry workshops.*

NGO :

"This NGO has completely implemented th~ core objectives of devcom. The NGO
employs two devcom qraduates. They noted low avdience awareness and
acceptance of the NGO's services in the 1987 listenership survey. The
graduates wanted to reverse this situation and tncrease the population’s use
of the services.”

The NGO had excellent direct assistance from the devcom CoP. A baseline of
23% public awareness was established. The graduates went to work on the
feedback recetved in the survey and re-formatted their radio presentations,
By 1988, the USAID sponsored Family Health Survey showed audience awareness
had tncreased to 78%. The participants believe “it is mostly from the
radio."

Although awareness was increased, usaje remained low, &t 17% of the
population. The CoP and the participants went to work preparing to implement
a major focus group study of attitudes and reluctance. The survey results are
being compiled now and will be used to establish & new [EC campafyn for the
NGO.

The devcom CoP played a majar role in this effort, but a graduate will manage
the I1LC planning and 1mplementation. The graduate feels *fully trained and
capable of doing the whole thing,”

Ministry:

“This mintstry hids successfully instituttonalized an organtzing mechantsm
through it's use of devcom. The mintstry has a sectton that s starting
small, grassroots cooperatives. Fileld crganizing work was expensive in terms
of time and money. The deveom in-country graduate worked with department
heads within the section to write radio lessons to iInstruct interested people
on the requirements of forming. Brochures and other print material was
desiqned for support.”
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By the end of the radio lessons, groups would be properly informed of the
requirements for continuing on to certification. The groups were asked to
contact the ministry for technical assistance at the end of the radio lessons.
The lessons were first broadcast this month. Twelve groups, including a large
group of telecommunications workers, are ready for technical assistance in
certification.New lessons on certification are being written now.

Supervisars at the ministry are encouraged by the use of radio to support, and
in some cases to supplant, the work done by field organizers. The ministry
has received requests for help with creating radio lessons from parallel
companies in the private sector., The supervisors pointed out the fact that
once radio lessons are created, the lessons do not nced to be recreated, only
updated. They believe this is evidence of institutionalization.

Parastatal:

*This organization reported positive and neqative impact. According to the
supervisor, up to 50% of his clients are able to use the devcom programs
produced by the parastatal’s devcom graduate. However, there are some
problems 1n the home listening environment when other family members wish to
use the only radio in the house.”

The radio program ts atred on the Ernqglish channel and some clients report that
family elders wish to listen to the s1Swaty channel. He reported additional
disadvantages from the increased competition of television i1n the homestead.
The graduate 1s starting to provide clients with cassette copies of lessons
that are broadcast.

The supervisor expressed some regrets that the training has stopped. His
organization’s radio program requires three people for the presentation., Only
one of the three has recetved training

Mintstry:

“Thyy mintstry’ s education unit has made effective use of devcom goals and
objectives. At an 3nnual event, distribution of a mintstry product Yncreased
25% over dast year.  The supervisor yives credit to the devcom training.
“Originally, the radio presentations were lecture formatl. Listeners switched
off. Scripts dre now compuliory, no more adlib.  Devcom courses brought
skills, technique, even the drama and interview formals. Programs became more
effective.”

TRis supervizor also pratsed the creatton of scripts "Once they are written,
they dun’t have to be re-invented. They stay with us 4nd we can revise them,®

The education departsent has adopted the policy of “qiving feedback® to SBIS
and Swalt newipapers "aboul what's happening.®  In Uhis respect, they provide
4 service Lo the corrmuntcations channels that goes beyond 3 unce & week
program. Radio announcers and print reporters are tnvited Lo mintstry
werkshops and ieminars to be sensitized o ministry tnformalion. The supervisor
credits the devion component wilh intreducing the concept of prime time
postitioning of spol announcements. The ministry places spol mesiages during
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football matches.

In terms of the future, "We are lacking a somebody that solely produces radio.
We are multi-purpose people. We need a sole producer and we hope that the
attitudes will change."

E.ADDITIONAL OBSERVATIONS

Ten participants have received additional devcom training after completing the
in-country course work. Training ranged from on-the-job work with U.S.,
British and Danish radio consultants to lengthy studies in Egypt and Russia.
Regionally, the graduates have gyone to limbabwe, Nigeria, and Capetown, South
Africa. Fifteen graduates participated in non-devcom workshops or training
opportunities in Swaziland.

Eight graduates mentioned formalized devcom goals. These goals include;
fiting admission applications to attend a mass communications university,
assist in the training of ca-workers, submitting proposals for devcom style
television programs, and starting local newspapers. Three graduates mentioned
their personal goals of becoming involved in devcom aqain,

F. MANAGEMENT OF DEVELOPMENT COMMUNICATIONS TRAINING

Management of the devcom training program came under undue criticism in
SWAMDP's mid-term evaluation. SDSU felt obligated to write a nine page letter
to the mission to correct factual errors in the evaluation. On the whole, the
training was well managed and successful fn {ts outcomes. The training
program has been instituted to good effect in another country in the region,

A1l parties; SBIS, the participants, and the participating ministries
and NGOs support the positive impact of the training. As reported below, only
minor changes would be necessary if the same course of study were to be
of fered today. There were problems and controversies in the training program,
These are also reported below,

What ts striking about the success of the tratning program is the
etficrent coupling of Jong-term academic tratning, short-term (n-country
training, workshops on upecific devcom topics or practices, and direct
asststance to the participants and their employer.. Participants applied
their learning directly. The results are evident ‘n SBIS’s atr sound and the
public’s response to participants print/broadcast initiatives.

‘

l. Participants’ Comments on the Management of the
Tratning Participants were athed to express themselves on the topics of
tmproving the tratning program and the management of the training, Their
comments are presented tn unwelighted, capsulized form (guotes from many
peaple are ssserbled a4 ohe) .

*We liked having different professors, “real spectalists® for each
module.  leschers made themtelves avatlable after hours and on weekends. The
teschers mide ut feel 1ike one big, happy family. The student teacher
relationship was very good. lhe teachers coming here 15 more efficient, we
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could have never all gone over there."

"We should have a get acquainted session before formal classes start so
we can exchange cultural values and find out more about each other. That way
the teacher won’t talk to us wrong. This will break the ice."

"We were never advised of opportunities to further our education., Offer
more training to us graduates first. The format is good, do it again with
advanced content, We want SBIS to allow self-operat.on of the studios. There
was not enough practical experience. Mornings should be for classroom work
and afternoons for practical work. Classes should be four weeks in length for
the amount of work. The time between classes should be shorter.”

“There should have been a stronger selection process. Pick people who
are dedicated, like their jobs and can handle the format of the classes.

The graduates were fuil of praise for the additional training
opoortunities available in the workshops. ODuring the interviews, a third said
they tried to attend every one, a third said they attended about half of the
workshops, and a third said that they were too busy to attend or had
difficulty scheduling the time away from work.

The graduates were unanimous in their desire for additional training.
The language used to describe their need for more training was interesting.
They described themselves as “rusty, stale, rotting® and as having "lost the
spirit of development communications.” Refresher courses were most often
mentioned as the training faormat that would be most successful. Other formats
mentioned include training to the degree level, advanced courses modeled on
the previous training, and a repeat of the devcom training program for new
communicators.

2. Problem Areas

Somehow, the participants in the first intake of in-country training
were given the impression that they would receive a diploma when they
graduated. In Swaziland, a diploma means a promotion in civil service ranking
and cultural recognition among peers. Unfertunately, what was awarded was a
certificate, not a diploma. The certificate carries little or no weight,

The origins of the controversy were not discovered during this evaluation.

San Dieqgo State University was the sub-contractor to ALD on providing the
short-term training. They were unable, by Californta law, to call the
certificate a diploma. The training program was new to the GOS and there were
fssues ratsed about implementing the course at the diploma level. The
controversy 15 recognized 1n the project documents reviewed for this
evaluation but culpability 15 not addressed.

Ay 15 referenccd vn the comments below, the graduates have not recetved an
explanation as to what happened. This was a communications breakdown that
hindered the CDC's credibility and forward momentum. There is a lesson to
learn here. Be sure of the cultural connotations.
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The graduates were quite adamant on the issue of diploma versus certificate:

"The certificate is not recognized by anyone, anywhere. It's as if we were
used as a pilot project, whether GOS wculd accept our work or not., [t’'s as if
we wasted our time in terms of improving our employment situation. USAID and
the devcom people pushed hard. GOS was the problem in not responding. We did
not get an arrangement with UNISWA for credit. This should be incorporated

into UNISWA’s program.*®

"We never got a good explanation of the diploma/certificate confusion, The
question still remains in our mind. Many of us have no other professional
certificates. We were really pinning our hopes on having professional
recognition.”

*Even though that diploma thing had raised our expectations, [ still would
have gone for this training because 1 wanted and needed the skills.”

On another matter, the project contract specifies that the contractor
procure training studio equipment. The two studios built for devcom
production were considered just that, studios for production, not for
training. GOS was unable to provide funds to refurbish a large hall near the
CDC offices. The hall has suitable space for a class room and an audio
production learning laboratory. 7he hall was never converted. This was
inefficient. Classes were held at a location other than SBIS and the (OC.

The inability to complete the classroom facility contributed to the
decision to look beyond SBIS to establish a home for devcom radto production
training.

Senfor officers at SBIS benefitted from a certain amount of the training
activities, especrally senior engineers and program officers. The chief
program afficer should have been selected for more formal training. lIraining
45 devcom producers placed pressure on the programming section. The sentor
program officers at SBIS did not fully share the knowledge and information
that was imparted to the in-country trainees. Additional tratning for senior
mandgement would have resulted 1n a more cooperative integration of devcom
productions tnto the SBIS radio schedule,

Lastly, the contract and feasibtlity study envisioned short term
traintng opportunities in the United States and in Africa. Regional training
fn Africa 1s important to establish perspectives and butld networks. This
type of tratning 41d nol occur during the profect. Reqlonal training ts still
tmportant and worthy of suppart.

Y.Conclusions and Recommendations

The development communication: training was the stngular most successful
part of the component.

Long-term, degree level tratning in the United States was effectively
combined with short-term in-country training, workihops and on-the- job
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training to form a strong core of development communications specialists
fn Swaziland.

The short-term training combined classroom instruction with practical
experience, such that participants are educated and capable.

San Diego State University’s provision of the short-term training was
fnnovative and effective.

Management of the training, with the erception of the
diploma/certificate problem, was sound.

The training programs are having a significant positive impact on the
fndividual participants, Swazi development institutions and on the
country as a whole.

recommended that:

Any short-term technical assistance provided to help re-orqganize the CDC
have training as a priority.

Assistance be provided to investigate and develop continuing educational
opportunities for the participants trained under this component.



G.STRENGTHENING THE SWAZILAND BROADCASTING AND INFORMATION SERVICE (SBIS) AND
INSTITUTIONALIZING DEVELOPMENT COMMUNICATIONS

Note: Evidence throughout this evaluation attests to the strengthening
of SBIS. Additional evidence on institutionalization has been presented
in parts | and 2.

1. Achievements and [mpact

SBIS is a strong institution. MWithin the sections at SBIS, the radio section
received the most attention. SBIS was strengthened in a number of ways.
Twelve employees complated the in-country training program. Some of these
graduates are reccgnized as the most popular announcers on the air today.
Formal and in-formal on-the-job training was provided to senior officers by
project consultants and the in-country training instructors. Announcers
underwent an "on-air" performance analysis that was coupled with the results
of the listenership survey to strengthen the on-air line up.

The procurement, installation and operation of the devcom studios strengthened
SBIS 1 two ways. The first i¢ obvious, the second more subtle. (ffective
devcom radto programs take a long time to produce. Ratios of production time
to broadcast time often exceed 50:1. At the beginning of the project, the
lack of adequate production facilities and the resultant overcrowding in
production were identified as barrters. The devcom studios removed the
barrier for 381S.

The subtle strengthentng comes from the listener’s point of view. [In the same
way that the American program “60 Minytes® 15 fdentified with the CBS network,
the devcom programs are identified with $BIS. For better or worse, listener
perception does not reflect on the producing sgency <o much a3 i1t reflects on
SBIS.  SdlS s stronger for broadcasting effective devcom programs,

2 Internal ang taternal [epact

The component’y 1mpact of strengthening 5815 can be detected tinternally and
externally, The tangible internal tmpact of commodities and tratning
described above have made the SBIS cperation stronger. More importantly, SBIS
has realized an internal apprectattion of the value and importance of
development (ormuyntcations Thiys realtzatton 15 an i1ntangible and therefore
difficult to measure. [ 1 not difficult to Jetect.

In many cates, deveon radio programs are targeted to a small, select tegment
af the pogulation. Although the Informalion 13 vital to some, narrowcasting
can be a1 headache for programming officers (harged with serving the whole
natien. SH1S has crossed the pyycholegical hurdle of viewing devcom 43 &
necessary evil. The component demonsilrated the value and efficacy of devcom
radio programs This strengthered and Institutionalized devcon capabilsties
at %l

Recent evicence af this strengthening 13 present 1n the revival of the SBIS
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engineers can spend more time on larger tasks, including research, development
and design.

A cooperatively developed training strategy turned into a major success. As
part of their degree, the engineers were to complete internships in the U.S.
However, the engineers were sorely needed in Swaziland to revive the failing
transmission system, SDSU, AED, USAID and GOS decided to bring a U.S.
engineer to Swaziland to provide a two month, on-site internship for the
engineers. The strateqy succeeded for the engineers and for the SBIS
transmission service, Transmission was revived and the engineers were
properly oriented to their on-going duties.

Two pecple from the SB8lS programmes section have participated in the long-term
academic training. One graduated from the in-country training program and is
presently enrolled at Howard University, completing a Bachelor’ degree in Mass
Communications. She wtl! return to SBIS in 1992. Her assignment upon return
has not been determined.

The other SBIS employee returned from Howard University this year, after
completing a Master’s Deqgree in Mass Communications with a specialization in
devcom. He 1s well positioned to direct the re-organization of the C0OC.
Quring several in-depth interviews conducted for this evaluation, he expressed
himself quite clearly on the role that the COC should play.

“The COC coordinator can revive the cenler and the NADPP by working hand in
hand with the ministries and NGOs to:

*“i1dentify the devcom needs at the ministries and NGOs

*survey the population as to their devcom necds

*determine the needs that can be met by radio, and

*develop programs that meet those needs,®
This employee’s master thests was on “Coverage of Development News by
Swaziland Newspapers®.  There 14 a good putential for this person to have a
strong Impact on print ang radio development communications,
S.Institutronalization Among the tistening Public.
Five years atter the cormponent beqgan, 1L 1y 1zpartant to consider the
tnstitutionalization of deveom on the population.  The mast recent research
shows that the public recetves and responds to deviun radio prograrming.
The April May 1550 Atlanta Center far Utseate Control MCH Swaztland 1tudy
(Tangermann, et 41 |, draft #2 7/20/90), on knowledge and attitudes regarding
malarta 3nd health teeking behavior tn the lowveld area of Swaztland reports

S48 responses to 4 question on sources of infurmation. Responses were:

Heard from rural health mativator......... 15.9% (81/5¢8)



Heard from the radfo........co0vvevvases.67.7% (371/548)
Learned from poster........cevvvveeneess.. 4.6% (25/548)
Was told at clinic....... ceerieensaeesees.00.4% (331/548)
Radio and clinfc.. ... i iiiiniiinnenennns 26.3% (189/548)

The authors report that short radio spots containing malaria health education
messages were developed in the summer of 1989 to accompany visual materials
{posters, fliers). To quote from the report, "The fact that radio messages
have reached a larger proportion of the population than printed material is
surprising, thounh encouraging...radio health education seems very suited to
distribute hea't., messages in Swaziland.® The authors recommend a review and
*fine-tuning® of malaria radio messages, "since they are very likely to be
heard and remembered.*®

SBIS 1s not mentioned by name in the survey, respondents were not asked the
question. Health behavior ts a subject that is intimate to the Swazi people
and it s doubtful that specific intformation on specific Swazi clinics was
avatlable from external radio sources. [t is safe to conclude that devcom
radio 15 institutionalized among the Swalt people.

As part of this final evaluation of SWAMOP, Or. Ted Green intervicwed 50
traditional Swazt leaders. His interviews were conducted to update and
compare findings from his earlier {May 1989) reseirch on the topic of
development and traditional leaders.

In May 1989, only 3% of the traditional leaders made spontancous mention of
rajlo as 4 centridutor to the growth of development projects. In the current
(Kovember 1990) interviews, 30% (19/90) spontanecusly mentioned radio’s effect
on development.

Roughly two thirds of the traditional Teaders satd that more (rather than
less) developrent was tantng place now., Of the 3] traditional leaaers who
sald °more®, nearly 1/2 (15/31) spontaneously menticned radio as & recson that
more development s taking place.

Thetr cumments on the impact of radio: *We hear clearly; we hear how far
other: have gcne and we wish to follow; radio motivates people.®

6 Instatutronmalizaticn of Iratning

Prodlems with tnstitutionadiding & comprehensive tratning program for devcnm
at LBIS are reported in Part 2. There 13 evidence 1n project documents that
the component Teadership was tutpictous of SBIS's 1ntentions reqarding the two
devoem productien studics. There was apprehension that SBIS would appropriate
the faciitties for their cwn {presumably nor “eveom) uses. This has not
proven to Le lhe Case.
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CDC Yeadership and some of the in-country participants have expressed the
opinion that the CDC should be an independent organization. Several possible
options and locations were explored to establish an independent home for the
CDC. Delays in the construction of the training facility at SBIS prompted the
CoP to look for concrete opportunities. Attention was shifted to the
University of Swaziland.

7.The University of Swaziland (UNISWA)

A Communications Studies major that includes devcom was implemented at
UNISWA’s Department of Fnglish in August 1990. Fifteen third-year students
are enrolled. Course work will include theory, media studies, communication
and national development, performance skills, and writing for the media.

The elective course menu includes interpersonal and small group communication,
organizational communication, palicy and planning, research methods and
professional seminars. Students are expected to participate in project work
during their final year. ALD has provided technical support in curriculum
development and has located and supplied UNISWA with appropriate print
resource material and audio productton equipment.

The instructors include a visiting Seniar Fullbright Lecturer and a returned,
long-term devcom training participant. The participant has been employed
part-time but will most likely terminate his teaching duties to continue full-
time responsibilities at SBIS. (stablishing development communicaticns
linkages with other universities have not progressed beyond the talking stage.

Construction delays in the new facility that will house the media training
center have pushed back the fnstallation date for projeci-donated audio
production equipment. Construction should be completed by March 1990.
Planning documents indicate that SBIS engineering staff will assist with
installation of the audio training studio. To date, SBIS engineering has not
been consulted. Facrlitres use planning and design coordination are
insufficient and should be addressed tmmediately 50 that sub-standard sound
provting and annoyinyg tratfic ¢low can be avorded.

A review of the project-donated equipment 1ist shows a well councerved audio
tratning equipment compliment. According to UNISWA officials, all parts have
been delivered but not unpacked from shipping boxes. Installation requires
the design and construction of furniture to house the equipment securely.
Installatron wil) require a 40 hours of work, but timing wtli rely on the two
to three weeks 11 takes to obtain about $100 worth of <mall parts from
Juohanneshury,

The Englich Department plans to create a student run newspaper and radro
station.  The Depirtment should consult with SHIS eagineering statf on studio
censtruction, low-power VHE tranimission, licensing and maintenance,

The component’s formal and (nformal advisors to UNISWA's Department of English
have had a pusttive tmpact on the establishment of the Communicationsy Studies
major. Once on-line, the Judio production equipment will allow important
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practical experience. The department head reports that students will be
trained in all aspects of communications, "from development communicators to
columnists, to sportscasters.” Graduates will recefve a diploma recognized by
GOS. The devcom impact on the population will be felt with the class that
graduates in 1992. Continued technical and academic assistance deserve

USAID’s attention.

The efforts to institutionalize degree level training within UNISWA are
commendable. There are thirteen people enrolled in the program, certainly
some of them will specialize in devcom. UNISWA’s program does not have the
comprehensive approach to development communications that the in-country
training provided. UNISWA's program should not be seen as institutionalizing
the training of professionals that the in-country devcom training achieved.

8.Management

Management decisions by the component’s CoPs have been reported
throughout the earlier portions of this report. In retrospect, some of the
decisions worked well, some not so well.Management issues were governed by
different people at different stages of the component. The SBIS directorship
changed hands three times, the AED CoP changed twice. All of the managers had
unique personal and management styles. Despite the difficulties reported
throughout this report, the bi-lateral management of this component has
succeeded in providing an important development communications function.

There has been plenty of speculation on management decisions by everyone
involved with the devcom cemponent. A communications effu=t of this scope
needs to have clear and honest dialogue between all parties. Even when it
appears that everyone {s clear and going in the same direction, discuss it
again to be certain. Hopefully, the discusstons will continue a: a healthy
part of the feedback process. This will further strengthen and
tnstitutionalize development communications that serves the people.

9.Conclusions and Rccommendations

The personnel and facilities of SBIS were strengthened as a result of
the devcom component. Development communicaticits has been fnstitutional 2ed
at SBIS, at a number of ministries and HGOs, and among the people of
Swaziland. Institutfonalization of the Center fur Developmen® “nmmunicatigns
and its training functions has not been fully realyzed.

The procurement and installation of - vrem production factditier * SBIS
reduced barrfers to comnur atione Strengthened devcom output.

Training of sentor staff members at Sa05 was effective in strengthening
the SBIS eéngineering and studios sections. TJechnical competence has
been institutionalized,

The component could have realired & grester degree of training of senior
officers in the projramy sections,
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Operation of the CDC strengthened SBIS during the presence of the
component’s U.S. CoPs. The CDC has not been able to maintain the level
of output realized during the CoPs’ presence.

Institutionalization of the CDC has not occurred. The recent
resignation of the CDC Director places the COC at a critical crossroads.
Institutionalization of the COC is possible with proper leadership and
guidance from senior SBIS management.

The institutiovnalization of training functions is showing some progress.
Formal institutionalization within UNISWA’s English Department
(Communications Studies program) is underway. However, it is difficult
to see how UNISWA’s training will directly impact ministries and NGOs
needing skilled information officers in the next two years.

recommended that:

Any technical assistance provided to help re-organize the CDC have
insvitutionalization as a goal.

Technical assistance be considered for the UNISWA Communications Study
program so that diploma lJevel training is institutionalized.
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PROGRAMME [N _COMMUNICATION SIUDIES., For Department of English, UNISWA. By
members of Department staff, 1989 13 page presentation of planning and
syllabus for programme with appendices on course descriptions, proposal for
appointing faculty, texts and Journals.

QUARTERLY REPORIS for SWAMDP Develupment Communtcations Project. Various.
Jan/March, April/dune, July/Sept 88 by Mclean. A1l contain good documentation
in appendices.  ALDS TEC strateqgy and radio scripts extensively documented in
July/Sept 88 report.

REPORT QF INFORMAL REVIEW of Swaziland (evcom Praject. By Clifferd H. Block,
USATD S&T/tD. teb 3 - 12, 1987, 16 pages plus attachmenty reqarding changes
to Jan 1987 workplan. Trip comes at project mid-paint, change of (P,
Writing ts cogent.

RURAL SWAZ] WOMEN IN DLVELOPMENT. A RLPQRT OM THE JENZELE woMiN'§ FROJ(C]
SURYLY, 8y Robert . Hitcheack, Fernando Sopht Oludlu and Home tconomics
Yection, Mintstry of Agriculture and Co-operatives, GOS. 1987, Text, survey
and report,  Survey includes radio reception and usage,

STUDENT LYALUATIONS of Devcom short-term, tn country tratning modules provided
by SDSU. tvaluations are by module, both intakes, 1907 and 1988, various
pages,
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Abner Tembe, Director of SBIS.
Dumisa Dlamini, former Head of Programs SBIS
Tembi Hlophe, Studio section, SBIS.

Pitnero Methembu, Principal Information Officer for Health Education Unit
(HEU), Ministry of Health,

Mary Pat Selvaggio, former USAID/Swaziland Health, Population and Nutrition
Officer, 1985-1989.

Oonald K. Hlophe, Agricultural Information Officer, Ministry of Agriculture
and Cooperatives.

Willtam Msiby, Director, Save the Children fund
1.1. Ginindza, Principal, €malatint Cevelopment Centre

Cynthia Olaminy, Coordinator, Swaztland Assocration of Savings and Credit,
Cooperative Development Center (CCDEC)

Peter Dlaminy, Consumer Lecturer, Cooperative Development Center (CODEC)

Jane Dlaminy, Community Development Officer, Tinkhundla (Community
Development)

1.2. Mihonta, Training Officer for Tinkhundla (Community Development)
Siphiwe £. Motha, National Dtrecter of Bapialall Swaziland Red Cross.
Alex fort, Physics Department, UNISWA.

A.B.K Mavuso, Head of (anguiage Arts Department Nattonal Curricylum
Committee,/ MO,

Norman Malinga, Principal Secretary, Hinistry of Works and Communications,
former Director, SBIS
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TOWNE/OEPTH INTERVIEWS WITH IN-COUNTRY DEVCOM GRADUATES
USAID/SWAMOP/AED /DEVCOM; MBABANE, SWAZILAND; OCTOBER 1990

OBJECTIVES: ACHIEVEMENTS
TRAINING MANAGEMENT
IMPACT ON THE INDIVIDUAL

IMPACT ON THE INSTITUTION
IMPACT ON THE POPULATION

SECTION 1. IDENTIFICATION
a. Intake 1 . Intake 2

b. Title, civil service grade, supervisor, department and employing agency
at time of training.

c. Outies prior to training.

d. How did you come to be involved with the traintng?

SECTION 2. TRAINING

d. Describe ycur experience in the training courses.

b. Do you have any comments on the management of the training?

c. How did attending the classes and the follow-on assignments affect your
work during the peritod of instruction?

d. Pasitives: Litked best? Most useful?

e. Neutrals: 01d not apply.

f. Negatives:  Liked least? Least usefu)?

q. Given the chotce, would you say that you are satisfied or unsatisfied

with the training?

h. What suggestions can you offer to improve the training?

coe@BOr@e--



devcom graduates depth gquestionnaire 10/90, p.2

SECTION 3. AFTER THE TRAINING CLASSES

Describe the tmpact of the training on your previous duties.
0id it change your Jjob status?

Describe the i1mpact of the training on development communications at
your aqgency.

Describe your aclivilies since gradualion.

Current activities?

Describe the impact of the training on the people your agencCy serves,
Is there any documentation 4t your eyenuy reidted Lo your work?

Future yoals and ubjectives?

SECTION 4. ACOITIONAL TRAINING AND ACTIVITIES

2. Describe your participation in the development communications workshops,

b. Have you participated 1n any formal, on-the job, regional or non-forma)
training activities.

C. Describe your participation in the Center for Qevelopment
Communications.

g. Describe your use of tne Development Communications resaurce library,

e. Have you participated vn cooperative efforts with other development
cormunicatersy’

SECTION 5, ADDITIONAL COMMENTS

a. Is there anything elie you would like to add?

Ngiya bonga (thank you)

IERY 1,7 EXX

APPENDIX A,

PROJECT PURPOSES AND GOALS: INSTITUTION BUILOING, OEYELOPMENT
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MANAGEMENT, SUSTAINABILITY AND THE SWAMDP PROJECT:
As stated in the PP,

"The purposes of the project are (a) to expand the capacity of selected
Swazis and Swazi tnstitutions -- both public and private -- independently to
plan and direct development activities and (b) to encourage an increased
leve) of informed participation by the gencral Swazi populattion in a variety
of such activities.®

The PP goes on to state the basic proposition, ar assumption, of the
projects, that,

*...Mell-qualified, development oriented management and leadership in
key instituttons will be the major elements contributing to dccellerated
economic and soct1a) development 1n Swaziland. It can unly be achireved...by
training individuals individudls with the technical and managerial skills
necessary. . .and by encouraging full participation of an informed public to
use the institutiony effectively. .°

Before procesding to conclustons regarding the 1nsttutional impacts
and etffects of this project, 1t might be useful to try to obtain a perspective
on the evolution of 1nstitution tutlding asststance 1n faretgn atd, and what
thts means 1n terms of benchmarks by which to evaluate SWAMDP s contribution
to Swaziland's development.

DEVELCPMENT ADMINISTIRATICN AND INSTITUTION BUILDING IN FORLIGN
ASTISTANCE: WHAT HAS BLEN LEARNED IN THL LAST 25 YEARS?

The 1$sues ratsed in the PP have been discussed, and experimented with
at least since the Mid 60°s when USAID first began to move away from the
direct transfer of U.S. -artented Public Administration to & more adaptive
approach, generglly hnown a5 Development Administration, atmed at incredsing
the capacity of developing countries to make better use of resources -- theirs
and oury

A yreat deal of money, some suthorittes estimate $200-300 million, were
ipent by the Agency In eaxperimenting with, and evaluating, a sertes of
ventures tn whiat might loosely be called *Institutional Develepment®,

Beqginming tn the Mid-60"s a qgroup of USALID offictals combined with a
consortium of Unitversity Political Scrence and Public Admintstration
Professors, supported by a Ford Fourdation S-year grant, began to formylate
the theoretical spproach which was meant to eventually gutde the action of the
Agency tn supparting effective, telf-sustatining development tn atd-recipient
countries,

tarlier assumptions, dertved from the rapid success of the Marshall plan
tn furope, had by this time been found to be bankrupt due to lack of human
infrastructure and institutional capacity. This resource, in spite of the
devastation of turcpe 1n WWll, was avatlable due to the high educational
level of the continent, and came into play 1n the recovery, thus bringing
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about the "miracle" rapid re-development of the area.

In the aftermath of the colonial withdrawal from Africa and Asia, with
some notable exceptions such as Malaysia and India, the newly emerging nations
found themselves bereft of critical managerial and technical talent, most of
which departed when the British, French and other colonial flags went down
over the empires.

The consensus of the “think tank approach® adopted by USAID and the
universities, was that tnstitutions had to be created which, inter alia, would
hecome the source of the skilled manpowar needed. To Jo this, the assumption
was, it was necessary to focus on the "key sectors in which.. . bottlenecks
occurred, and on key problems that created obstacles to increased public and
private investment.® (Rondinelly, 1587:47)

At the same time, {1t was decided that USALID and other donors assisting
the third World countries were 1n the bustness of introducing change. They
were als0 trytng to sustain the newly introduced processes of change which, it
was felt, would lead to increased cconomic growth, 1rproved soctal welfare and
the lessening of dependency on the West. Development Administration was to be
the engine to drive this vehicle.

Change wis to be introduced vid formal institutions, ¢.qg. government and
educational institutions; and the newly introduced change processies, in order
to have 1mpact and sustainability, had to be protected by these forma)
tnstitutions.

A number of factors leading to institutionalization, the term chosen 1o
represent a transformation of old, rigid organizations into modern
institutions capable of introducing, protecting 4nd sustaining change, were
tdentified as needing strengthening tf tnstitutionalization was to occur:

1. Lesdership (the capacity to formulate doctrine, programs and
eftective InteraCtions with ather grgantraticns},

2 Doctrine (lhe values, methods, and chjectives that were employed to
ratienalize the organtsation’s actiens)

). Program (The functiuns and services that censtitule the
organization’s outpul),

4 Resources (The physical, hu=en skiils and technical inputs);

S Structure (The processes which (un w0 et i and maintenance

functions),

In agdttion to these factors, the organizational 1inkages Ly which
transactions with other arganizalicns in the environmentl were carrted out had
to be deslt with in order to,

“...allow the institylion to gatn support and overcome resiytance,
exchange resources, structure the enviragnment, and transfer norms and
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The application of adapted management skills tools to these groups, and
the extent to which this approach is resulting in increased molivation and
release of creative energy 1is an exciting and valuable contribution of the
SWAMDP project and must be assisted until it s certain that it is fully
sustained locally.

More can be learned from program experiments which need improvement than
from from those which went mora easily. Among aress where SWAMPD program
strategies need re-examtnation and tmprovement, 1f donor assistance is going
to lead to further institutional development anJ long-term sustainability of
change processes already set in motion, the following are significant:

In-country training, while excellent in execution and methodology, was
not targeted to local trawning capsacity development, in part because 1t hid
to be implemented before the GOl was able to change its policy and structure
of its key training institution (SIMPA), hence 1s not likely to have long-term
institutional development effects,

Development Communications, for reasons explained in this report,
encountered difficulties when 1t tried to institutionalize mass communications
policies "from the top down™. In spite of this, institutronalization appears
to have succeeded at Swazitand Broadcasting and Information Service (581S) and
within key agencies trat have been assisted to improve development
communications prograzming ifnputs.

CONCLUSTONS ON SWAMPD INSTITUTION BUILDING, MANAGEMENT AKD
TRAINING IMPACT

finally, the tinstttution-butlding strategy of the SWAMDP project, ag
outlined in the PP, was an ambiticus 1dea which, where 1t was tried with
smaller and more manaygeable organizations, was nighly successful, When
assistance Lo the gqovernment became a gener:] scholarship program, much was
Tost o the original intent of the PP and, 1t appears the short term tmpact an
very large qovernment mintstries 19 likely to be relatively mintmal,

The <ame can bhe satd of the approscn to management tratning: If we
accept the premise, easily demonstrated, "hat all participants in whom donors
tnvest technical tratning, are, or twon w 11 be, managers, regardless of therr
technical spectiglties, then we must take this propcsition sericusly and train
them thoroughly for the careers in which thay will be engaged, 1.e. the
management of large governmental or privite enterprises.

[f SWAMDP 4rd the other manpower development projects carrted oul by the
SwaZiland USALL mission are seen ay one long, linked, manpower and tnstitution
development project, 44 we belleve they are, then the impact and the
probaby bty of sustatning and protecting the change and technology transfer
that has been iIntrodyced in the SWAMUP 14 constdersbly increased.

The tmplementation of the prolect has demonstrated that USALD has the
capacity and flexibility to change course: The charges made in m1d-project
(1988) clearly enhanced the schteverent of the quantitative targets ¢f the
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project.

There is some evidence that thIs project is now, slowly, bringing about
a significant policy change in Swaziland’s manpower planning infrastructure: A
training policy, with priorities, has been signed by the Minister of MLPS and
is being considered by the Cabinet at this time. SIMPA is also now becoming a
parastatal institution, a very significant policy change on the part of the
GOS, and one that should bring more donor assistance as it adopts a more
vizhle and productive structure to carry out its vital role as the
governmental staff college.

USAID {is now, also, it is reported by the mission, ready to step away
from control of some of the change processas that have been introduced, e.g.
the linkaqes proqgram with U.S. universities, established for the University
with USAID assistance, is now planned by the University administration to be
carried forward to a full partnership without further USAID assistance.

At the same time, however, there is still too much involvement of AID in
the selection process of overseas long and short-term participarts, which may
be interfering with the establishment of a "qovernment owned” selection
system, but that also appears to be changing.

The donor contribution to thu project, of more than $1.2 million,
primarily for air transportation and OPEX local salaries, more than
demonstrated that Swaziland {s keeping its end of the bargain underlying the
U.S.-Swaziland partnarship in development, and raises hopes for future
cooperation.
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APPENDIX 8.
HOST COUNTRY CONTRIBUTION TO SWAMDP
The Government of Swaziland contribution to the project was both in cash
and in kind. The latter consisted mainly of office space, housing for the
OPEX‘ers and the donation of the time of staff and participants being trained.
The cash contribution is divided between, (a) local salaries for the
OPEX’ers, (b) costs of airtransportation to training sites outside Swaziland,
(c) costs of Home Economics and Community Development training programs, and
(d) contributions to the cost of in-country training programs.
a. OPEX COSTS (local salaries)
Byron Tarr §17,488 (includes computer)
K. Adams 7.500
0. Jenkins 12,000
R. Reed 15,600
G. Bowser 40,000
Kuhn 35,000
HOUSING/RENT @ $500 per month x 18 person years -
108,000

Total estimated GOS contribution =
$127,588
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b. PARTICIPANT AIRFARES
129 one way tickets Swaziland ~U.S.A. @ est. $600.00 =

77,400
102 one way U.S.A.- Swaziland @ est, $800.00«
81,600
39 round trip @ es5t.31500.00=
58,500
7 one way regfonal @ est § 200.00-
1,400
19 round trip regional @ est § 400.00-
7.600
estimated sub-
total
226,500
C. GOVERNMENT CONTRIBUTION TO IN-COUNTRY TRAINING
0 est. §

29,501
d. GOVERNMENT CONTRIBUVION TO HOME-ECONOMICS/C.D.
Beqinning only 1n 1588, H.£. and C.0. beqgan to have £50,000 each in

thelr budgets. For F.Y. | April 159] there 1 [ 100,000 1n the budget. There
ts more tnformation coming on thiy from 100 via the ministries.

TQTAL E3TIMATED GOS CONIRIBUTION [Q_SWANDP

PROJECT 1982-3Q = £ 592,289
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