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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-I-00-8122-00.
 

The study was carried carried out between October 1, 1990 and January 15,
 
i990 by MSI Senior Associates:
 

o Flemming Heegaard, Team Leader and author of the
 
Participant Training component study;
 

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

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

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

The study was carried out in three phases;
 

I.A one-week team planning study inWashington, 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
 
incorporated into the present version by the Individual authors.
 

The team leader's responsibilities, as outlined inhis MSI Scope of Work,
 
has been to assemble the individual impact studies of the project under a common
 
framework. This framework, outlined below, was agreed upon in the Initial team
 
planning session and was presented to USAID at the Initial meeting In Mbabane
 
on October 9, 1990.
 

Each section of the report shares the common framework of:
 

1. Component overview and historical background;
 
2. Summary of major Impact;
 
3. Methodology of the impact studies
 
4. Component impact, results and recomtndations. 
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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 I: Preface, Acknowledgements, Table of Contents,
 
Executive Summary and Recommendations;
 

Volume II:Chapters 1, II, I1, IV Impact studies of the 4 project
 
components, Bibliographies, Annexes and Appendices.
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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 I million inhabitants. It is 85% rural with
 
moit 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 life for its population. During this
 
period, the nation also made rapid progress indeveloping 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, ,iurses,
 
agricultural extension workers, and, shortly, inpart due to the USAID SWAMOP
 
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-lingual (sisSwati and English) and politically
 
stable, there are many factors which could, ifnot 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 isabout
 
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 great numbers who are unproductive at least until their mid-teens.
 
(1990/91-1992-93 Development Plan)
 

Secondly, the absence of public secondary and higher educational 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 its early years of existence. The localization policy.
 
which USAID is strongly supporting in a number of ways including the SWAMOP
 
project, has had little impact on the reducing the number of expatriates. this
 
is partially due to a general absense of technically and managerially trained
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Swazis who can take their places, and partially due to a liberal Swazi governmont
 
policy of continuing to use expatriates in a broad range of capacities.
 

Fourth, unemployinent 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 mpans 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, moreo'ser, 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 below were, in the words of
 
the USAID project manager, intended to provide "awedge of support for the many
 
HRD needs of the Swazi government', and at the same 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 strengthening, of
 
institutions whicn could produce a supply of skilled, trained manpower capable
 
of increasing productivity Inthe governmental, parastatal and private sectors.
 

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

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

2. 	 In-country training;
 

3. 	 Training for traditional leaders and Zenzele women;
 

4. 	 Training and technical assistance in Cevelopment
 
Communications;
 

5. 	 Linkages with tertiary training institutions;
 

6. 	 Transfer of Technology;
 

Summary of Project History and Achievements
 

The SWAMOP project can be divided Into two periods: 1985-88 and 19U-90,
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While the project carried out its 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 and 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 12
 
months in some cases, which was hardly enough to get command of the complex
 
situation and environment inwhich 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 II. This meant that itwas difficult, ifnot impossible,
 
to try to influence policy changes within the Civil Service which was more or
 
less paralyzed between 1982 and 1986.
 

In 1988-89 a local contractor, Khalipha Associates, was hired by
 
TransCentury, under an amendment 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 implern.ntation of a computerized participant
 
tracking system which tracked returned participants was an outcome of this
 
effort.
 

Beginning In 1988, there were substantial improvements inthe project,
 
due inpart to the mid-term evaluation. There were also changes inthe leadership
 
both at USAID and with the two contractors, and the political situation 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 technology which would help build the human resource
 
development infrastructure of the government.
 

This effort, although slow, isnow beginning to showing signs of paying
 
off both in terms of the development and approval of an official government
 
training policy and in better training needs assessments by the governmental
 
*training officers'. As part of this effort, ministerial training officers,
 
who are In fact not really training officers since there are no formal positions
 
designated for training officers (see recommendations), were trained to conduct
 
training need. assessments and to formulate Ministerial 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 11, 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 Lraining.
 

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",
 
i.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 inZimbabwe 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 broadcasting 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 Zo the needs
 
identified in the Project Paper and has generally succeeded in stimulating
 
changes in GOI initiatives and policies In the direction of increased support
 
for HRD.
 

There is evidence of increased technology transfer, more easily traced 
with short-term technical participants who can now operate newly introduced 
technical equipment, but also evident in the management of critical Institutions 
such as University of Swaziland and other parastatals. 

The 'linkages' program, by which U.S. institutions of higher learning kelp
 
to select candidates for overseas programs, assist indelivering local courses
 
and provide other support, appears to be effective and now requires no further
 
donor assistance where It is in place.
 

The OPEX program of technical assistance i% clearly a cost-effective
 
Innovation, popular with the GOS and its parastatal institutions which have
 
benefitted mu(h from the close interaction with the American experts.
 

The transfer of small businessO, *leadership' and applied 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.
 

Other USAID Human Resource Development 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). SWAMOP isthe fourth project inthis 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 RECOMMENOATIONS BY PROJECT COMPONENTS
 

A. Participant, Long and Short-Term Overseas Training
 

1. 	 Overview
 

According to the PP, the purpose of participant training inboth 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 is but one of the interventions chosen to support the
 
institution-building objective. Other interventions employed inthe project, also
 
discussed and evaluated inthis 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 inthe fields for which they were trained, with increased potential for
 
promotion, and inpositions with greater responsibility for institutional,
 
technological and policy development (p.82). The quantitative targets set In
 
the PP for Swazis 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-temr, non-degree training programs over the LOP. T h e T C C
 
contract, in contrast, called for slightly more modest targets of 125 degree
 
placements, 50 short-term participants and 5 trained inthe region annually.
 

Both the in-country and the off-shore training are part of a long-term,
 
sustjined activity and philosophy of U.S. assistance to Swzilland which should,
 
as expressed in th-e 1988 midterm evaluation, provide a synergistic process
 
whereby short and long-tem training is not just an end, but rather part of a
 
very long-term nurturing/relnforcement process (PP: p.24).
 

2. 	 Achievement of Tar~etsl Characteristics of Population
 
Trained Abroad
 

As indicated below, a total of 157 Swazis have been trained outside the 
country under the SWA'MPD project. There are also 61 participants currently 
abroad under the project, most, or ll of whom are expected to finish under the 
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STRIDE project.
 

Of the 61 presently on study, only I 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- 61
 

39 14 6 62 AY P-218
 
TOTAL DEGREES- 156
 

When 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 aibout 30%
 
of the total.
 

3. Regional Training
 

It was projected at the outset of the project that approximately 25 Swazis
 
would be trained over the life of the project. This str tegy for human resource
 
development was pursued in part because of SADOC's offer of placement for
 
qualified Swazi students inthe region, and partly due to the conclusion on the
 
part of USAID/S that training in certain fields, i.e. Medicine, Veterinary
 
Science and nursing was both less costly and more appropriate than the U.S.
 
alternatives.
 

As it turned out, placements were relatively easy inZimabwe, partly due 
to support of the AID mission there, which placed a number of medical students. 
Other regional 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 9 students were placed and earned degrees inthe region, quite
 
a bit was 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, Tanzanil, Zambia and 
Kenya were found to have acceptable medical schools, provided qualified 
candidates (ould be found for enrollr,*nt. 

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, r:cher 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 their courses or degree program, and inmost
 
cases exhibited superior achievement, is a compliment both to the participants
 
and to dedicated contractor, donor and host 3overnment 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 involves a number of steps and a number
 
of institutions, all of which must work effectively and integrate with one
 
another if the result is to be inviduals returning with training and skills
 
needed to afiect institut onal performance. The key steps in this process,
 
listed below, will be discussed inChapter I.
 

a. 	 Development of human resource development infrastructure;
 

b. 	 Marketing of information on training opportunities;
 

C. 	 Screening and selection of candidates;
 

d. 	 Development of training pla;is and learning contracts;
 

e. 	 Nomination and placement of candidates with training Institutions;
 

f. 	 Preparing candidates for learning experiences;
 

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

h. 	 Preparing candidates for re-entry;
 

i. Preparing host-organizations for re-intry;
 

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 oyerseas 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 SWAMOP 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 formulate 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 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 poli:y of the GOS is affirmed. If such a plan
 
Isapproved, USAID should be prepared to support Itwith training to a relatively
 
high level, 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 inengineering 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 SWAMPO 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. Inorder to support localization, and inorder 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. University 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 isclearly
 
important and is already receiving technical assistance from USAID in the form
 
of a visiting professor. There are, however, at present few ifany 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 isclearly able to make good use of this
 
relatively inexpensive resource, it is 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.S. to strengthen the
 
university's capacity in Agro-Eusiness. 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 engineering
 
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 inengineering would
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be appropriate, provided that there are appointments available for these
 
graduates on return. If these were nominated from UNISWA, this would also help
 
support institution bjilding 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 in Washington. D.C. to determine the quality and
 
characteristics of specialty programs invarious fields whenever necessary. If
 
required, the USAID/S mission should request this cooperation be established.
 

Selected candidates and participants should be informed intime 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 established Inorder to facilitate the transfer of new skills and
 
knowledge. Such a program should be especially oriented towards the development
 
of skills in how to introduce change, i.e. new ideas and practices in
 
organizations.
 

Teaching/training skills would be highly valuable since the majority 
of returned participants are expected to conduct seminars and workshops intheir 
workplace. This program huuld also ensure that the participant has a position 
to which to return and ifnot, should provide assistance injob placement inthe 
few cases wtere this may be necessary. 

The documenting and monitoring program for returned participants
 
requires some changes to become a more useful tool. The system, while
 
computerized. Is only of limited usefulness in locating returned participants.
 
Itshould be amended to Include home, or permanent addresses since participants
 
are shifting jobs and the mail forwarding system inSwaziland is apparently not
 
too efficient. Secondly, a regular, routine follow-up should be 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 SASE
 
attached (which would also serve as renewal notice to the subscriber of the
 
newsletter) may be one way of doing this.
 

Development of managerial knowledge and skills needs more attention
 
in program design since most, ifnot all, participants will have considerable
 
managerial responsibilities as they advance through their careers, regardless
 



of whether they are currently technical specialists, or work for government,
 
parastatals or private enterprises.
 

All participants should hgve 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
 
interpersonal 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 recommended that tire resources be committed to 
individual PIO/'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 with industry, local and federal government organizations necessary
 
to make this component a success.
 

In designing such progrems. 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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8. 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, inwhich
 
58 percent of the total trained population participated (approximately 653
 
participants - an estimated 217 persons). During 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 inmodular sessions which allowed people to take 2­
3 related courses. (Eighty percent of the questionnaire respondents indicated
 
they attended multiple courses (modules) during the 1989/90 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 some
 
contribution to their organizations, the organizational impact isanothermatter.
 
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 inanother portion of this evaluation, not enough
 
people could be trained in the relatively short time remaining in the project
 
to create a critical mass, either horizontally or vertically, within and/or

between organizations, to make a significant impact. Also, the length of time
 
has been too short to evaluate what type of impact, if any, the training had on
 
the organizations.
 

Any individual or organizational 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 inthis project, a lower than expected
 
participation rate was achieved by ttie private sector (a rough estimate of 10%).

his was due, in part, to a lack of adequate knowledge in how to market the
 

program to the private sector.
 

Another factor that indirectly affects the organizational impact Is the 
lack of adequate management systems that were to have assisted intracking SWAMOP 
participant% and monitoring the status of the programs relative to the project 
objectives. Until 1988, a functional participant training tracking system was 
not devealopr.d that could be used to identify people for the In-country training 
programs. Returned participant training persons were Included inthe In-country 
training, but more often because of the positions they held rather than being 
specifically targeted. 
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In addition, an adequate monitoring and evaluation system was never
 
developed for the in-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, inwhat sector the
 
organization was operating, or to what degree females participated.
 

2. Degree to Which In-Country Training Has Been Based on and N 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. Insome
 
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 conducting 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.
 

Ihe 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 training 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.
 

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

Local training institutions utilized were Mananga Agricultural Management
 
Centre, Institute of Development Management, D)epartment of [xtra-Mural Services
 
(UNISWA), and [xecutives Development Africa. U.S. organizations utilized were
 
the Harvard Institute of International Development and the International
 
Management Development Institute of the University of Pittsburgh.
 

Although local institutions were used for the training, as a result thereof 
they have not gained a substantial ra.s capability of delivering management 
training. the reason for this is that they bid on and won contracts based on 
an t..n capability - not based on the potential for delivering a higher­
level ol training than what they had doing inthe past. (This may have been the 
process Ifthere was in intent of matching up a local Institution with a U.S.­
based institution for the express purpose of strengthening the capability of the 
local institution to effectively deliver senior-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 life of the program that outside firms 
were hired to work wijh local firms in delivering training, and therefore, 
strengthening their capability to deliver the type of training offered under 
SWAMDP. This was an opportunity 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 interviewees, 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 follewing constraints:
 

Lack of cooperation from line manager.
 

Difficulty/fear of diverting from the organizational culture.
 

Shortage of qualified personnel.
 

Difference in the language 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 minaijer regarding application of new
 
ideas.
 

Lack of training for peers.
 

Superior never attended training and is threatened by the new 

Ideas. 

There are established 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 inwhich 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. 

5. 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 the skills taught and to identify further training needs, there was no 
indication that this required follow-up was communicated 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 ininformal 
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 built Into the courses by developing an action 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/failures in implementing the action plans. In
 
some cases, this was very effective inreinforcing the learning that took place
 
in the workshop.
 

In other cases, the action plan was regarded as a useful *homework' 
exerclie, but not useful in the workplace because of the lack of follow.up on 
developing them. Sone of the evaluation workhop participant, indicated that 
they developed action plan, and then submitted them to the tralner(s). The 
trainees wanted to get some critical feedback on them to know whether or not they 
were developing sound and reasonable action plans. Mowever, when the plans were 
sutxbitted to the trainers, the trainees never reccived any verbal or written 
feedback. Other contents were that when action plans were completed and attempts 
were made in ImplementInt) them In the workplace, Insufficient time (if any at 
all) was given at the beginning of the next workthop to review what had happened. 

The trainers from the work,.hops provided some Informal follow-up that 
is. training partl ipant, coulI cofnta(t thei if they had additional quewtions 
4% a fol low-on to the wursh,.op. However, part i(Ipant% seldolfly uted this 
upport un ity 

In addition, 27 (66%) of the evaluation questionnaire respondents indicated 
that the courses they attended were too short. the objection was not to the 
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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 organization.
 

F. Recommendations
 

This evaluation comes near the end of a project and recomimendat ions, while
 
less valuable for this project, may be valuable for succeeding projects. In
 
particular, many of these recoanendations will feed into the Swaziland Training
 
and Institutional Development (SIRIDE) Project which begins in the Winter of
 
1990.
 

The recorrinendations ire based on the findings of this evaluation. Much 
of the information for thte re(covTendations (amo from the in-country training 
participants who participited in evaluation interviews, workshops and completed 
questionnaires. 

The recomendations are as follows:
 

1. Marketing of courses More attention should be paid to "marketing"
 
courses , that is,being active rather than passive in identifying participants 
for the In-country training program. This i particularly important inworking 
with the pri .ite .,,tor. 

A% a .tart. courses nter to be .(heduled for at least six months and then 
advert!i .Pi a few ionths in AdvAnce to that private %r(tor f lrms can schedule 
relevant toure-, in A timely 1-hion 

If po iblhe, a brochure -hould t.e develnped and distributed to such 

orflanil atton% a1. 'wa! i Itderstion of (mOployeri, Chamber of (ovnr'(e, SwazI 
In-tItute of Pertonnei Mlnanjenent, Itjine%- and 'rofe%tIonal Women's group. and 
the Ministry of Labour - Iraininq Off i(er'% Group 

The ',wail fedrrathln of f-pluyrr, produces a monthly newsletter which 
Inc lules A tecl ion on trainlrvj and! of'en list, (our-es to lieoffered. It al.o 
h.s A tAinOJ (o?''Iltte orn tralnin,j ihroutjh whiih potential partitipant could 
be ijentfilei, An(I "ater1l . 1i1-trItuIl . Me11bers of the wa~fi federation of 
imployeri Are prirarily fronm iare toupanies. but everal are also fr(A the 
smaller (opanives 

0ifferent approaches need to be taken wilth ite larger and tmwller 



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 ismore professional growtn potential for them. This makes the smaller
 
companies even more attractive for 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 protiessionals. This is another means of identifying potential 
participants and distributing "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/superviior should also complete a statement 
Indicating how s/he expects the employee to apply In the workplace what is 
learned from the course. This may also be the point at which to ask what 
"follow-up" or skill reinforcement will take place once the employee returns to 
the workplace. Another possibility is to send a letter to the 
employer/supervisor following the ccurse to indicate that person X completed the 
courie, person X ,developed an action plan and is implementing it ask what has 
happtned. 

3. Pro-course workshop. Prior to each course, a one day, or one half day. 
workshop should be held to conduct an individual needs assessment and to develop 
the course content. 1h1% pre.course workshop should in(lude a 1%(us ion on 
how the part i ipant emrm(t- to apply the informal ion/skill in the wcrkplace and 
how that relates to the needi of the organization,
 

4. Post-cnurse workshop, Following a workshop, perhaps a few months later. 
the participants should be gathered for a one-day workshop to review their action 
)lan% and discuss successes/fallures, why, and how those constraints can be 
over(,h"e. 

Tie Irainitvj Offier's Croup may be a vehIcle through wh1(h policies and 
pro(edrres tan !e ,1rveIl o(;e, for follow wp to oure% 

raining Institutions
 

a to increate the capacity of local training institutions. organilations
 
should be identified who can deliver certain levels of manageent training.
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Where 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 in the future, especially as the Business
 
Management program develops at UNISWA.
 

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

6. Program Management
 

A monitoring and evaluation system should be developed that directly 
reflects the project paper outputs of the in-country training component. The 
system should be used as a management tool to assist in keeping the project on 
track, which was a problem in SWAHOP, 

A recormmended data collection form for the in-country training courses is 
included inChapter I which describes inmore detail the evidence for the impact
 
of the in-country training.
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C. EXECUTIVE SUMMARY AND RECOMMENDATIONS FOR TRADITIONAL SECTOR TRAINING
 

1. ZENZELE WOMEN
 

1. 	 TriJning_1tMJd . 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 inthe scope of training, still the project's training record
 
is impressive by any yardstick.
 

2. 	 r 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 [conomics Officers (Ii[Os) and Ass't. 1[10s (AH[Os) has
 
been developed with (a)new technical skills in Income-generation,
 
small business development, comnercial handicrafts and applied
 
behavioral science, and (b) new participatory and experiential
 
training skills which are being used to effectively transmit the
 
new technical %kills.
 

Training provided by Tototo Industries (Kenya) has inparticular introduced 
to HE extension officers and assittants Important and useful skills, 
training approaches and--in some cases--attitudes toward educating rural 
African women. The HFOs and AJi[Os inturn have passed this training on to 
zenzele and other organized Swizi women. Two years later, there is already 
evidence of training impact in the live, of organized Swazi wotrrn. 

There 	It.every re4%un to expect that training will continue after SWAMOP
 
funding end%. il' ontrilbutlon to futinding it-r,,ele workshops has risen from 
nothing in the firt two years of tht project to [50,000 in 1990. If has 
been allocate1 (10,C00 fur trailninq in the next f -the first post SWAMDP 
year. 	Siln(, Transtrntury", fuidirnj Je(lnvJd to $15,000 (c. 145,000) In 
1990, 	there will Actually te more traininq fund, available in the first
 
post-project year than In te lt year of ',WA.PP
 

3. ~a~ln ~'d tr1r. There has been project impact
In the important area of training rural women to become involved In 
the very activities they theaselves reported they wanted to become 
involved in at project %tart.up. namely income-generation and small 
business enterprise 1.1^e tw(h pri)Jr(t* Arr barely off the (jround, 
while other zrettele ,_ui% have ,,jilt A I 1U,000 roadlide market or 
have railed 'early (m.CO the for a gas stat icn.O tuwArd dcwnpAy-ent 
Htowever uneven the Ie-Fa t ut tralini,. it term'. evident that an 
important prucei. hat bun (or i;inific-antly accelerated under the 
project): rural %comen ire giininj the ce|uintte .elf'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 is encouraging and shows that women are
 
sufficiently motivated to try a second or third enterprise if the first
 
fails.
 

4. 	 Ladershil Traning. There isevidence of important impact resulting 
from Leadership training. Tototo's experience elsewhere in Africa 
has boan that such training must precede any form of business 
training because rural African women usually 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 intheir lives generally. The human resource development 
attributable to hototo training has: (1) provided women a measure 
of liberation from the constraints of traditionalism; (2)provided 
women enough self-confidence that they will attempt business 
ventures; (3) had unforseen spill-over beneficial effects in womens' 
lIves, 	 such as helping them solve family and coninunity problems; 
(4)encouraged women to question information rather than passively
 
accept it.
 

It is 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 Immediately useful and applicable in the
 
lives of semi-literate rural African woaen as, for exaople, gardening,
 
sewing or handicrafts. As noted in (5) below, women are even willing to
 
pay for training in these subjects.
 

5.Multipter Ltfvct. There isevidence of genuine and very exciting TOT 
and multiplier effect in certain areas of the country, notably Shiselweni. In 
this region, trained zenzele groups are training previously untrained groups 
in "leadership," and the recipient groups a-e paying for trirxrtition, 
ac(oanodation and subsittence. Recipient tentelegroups are Initiating requests 
for training and the local AM 0 Is playing an increasingly inactive 
supervil ory role.
 

Ihe fact that even some women's groups are initiating requests for training
 
and are wlin; to pay the (f-4)dest) workshop expenses can be taken as 
compelling evence both of the demand for training and of the usefulness 
of the type of training that has developed within HI over the last two 
year-.
 

The TOT system of trained groups training other goups- and these groups 
training still other.-has the potential to develop Into a self-sustaining 
system requiring only minimal inputs from HE, and nothing from donors. But 
such inputs must be of the right kind; for example care must be taken not 



to create dependency on outside resources. And however encouraging the
 
"Shiselweni TOT model," the system has not yet begun to develop in this
 
way in most areas of Swaziland.
 

6. 	 javjnXs 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
 
for 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 extent
 
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
 

1. 	 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 lieextension workers who find ways to overcome these
 
constraints and regularly 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 public transportation), AkI[Os and H[Os can meet
 
their assigned groups on a regular basis, Indeed this Iswhat HEOs
 
did before donor-donated vehicles became mort, widely available, as
 
older zenzele members themselves can testify.
 

2. 	 Most zenzole groups seem to remain fairly dependent on extension
 
worker contact. The relatively !rtense training effort sponsored by
 
SWAKDP over the past five years may haie perpetuated or even
 
increased such dependency. This is to be expected In a period when
 
a great (ll of new learning has been absorbed, and this in turn has 
resulted in trained womun venturing into ne ,ealms of income 
generation, small business and savings clubs. 

3. 	 Selection of worksnop part ants needs improvement insome areas. 
We found evidence of work.;p planners mixing those previoJsly 
trained with those never trained in the same workshop. This makes 
it impossible 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 AHEOs are now reluctant to make field visits unless a vehicle
 
ismade 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 AHEO, 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 is 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
 
InDevelopment including income-generation and small business development.
 

There needs to be better 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 :enzele groups;
 
and (2)produce results such as those described inShiselweni where zenzele
 
groups are trainina at no direct cost to HE or any donor.
 

CARE/Swaziland will be assisting HE insupporting small business enterprise
 
development among women's organizations once SWAMDP ends; it is said to
 
currently be involved indeveloping training materials for savings clubs.
 
Itappears that CARE will be unable to support Zenzele workshops; 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 is
 
expected to include EIOO,OO 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 55
 
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 inmany 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. All parties involved in training should be aware of this.
 

II. LOCAL LEADER TRAINING/COMMUNITY DEVELOPMENT COMPONENT
 

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 Conunity Development (CD),
 
or at least 25 junior officers and 19 senior officers, were trained in
 
community development, leadership, applied behavioral science, and
 
appropriate methods for training rural adults indeveloping countries. The
 
junior staff completed a *certificate course" incommunity development held
 
at the Dept. of Extramural Services at the University of Swaziland. Two
 
senior staff, the Principal CD Officer and the Women in Developemnt
 
Coordinator, participated in short-term project-supported training inthe
 
USA.
 

3. A brief but carefully sampled follow-up survpy of 50 local leaders who
 
had been exposed to project-sponsored training showed that the positive
 
trends found some 18 months earlier in an impact evaluation of such
 
training are still continuing. For example, itwas agreed during the design
 
of SWAMOP (1984) that the (mean) average number of development-related
 
organizations per randomly-selected community would be used as a general,
 
object've, 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 inthe evaluation survey--l7 inOctober, 1990.
 
The apparent significant growth during the last 18 months 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-­
responsibility for rural development.
 

5. Since 989 there has been a measurable rise in income-generating and
 
in committee-formation activity, findings corroborated by the preceding
 
section showing significant growth in economic activity on the part of
 
zenzele groups.
 

D. EXECUTIVE SUMMARY AND RECOMMENDATIONS FOR TIE DEVELOPMENT COMMUNICATIONS
 
COMPONENT
 

The Development Conyunications (Devcom) component of the SWAMDP project has
 
succeeded instrengthening twenty one ministry sub-units ad NGOs by establishing
 
and operating the Swaziland Center for Deielopment Commuiicatlons (CDC). The
 
component's bilateral objectives included.
 

the creation of the CDC
 
training devcom professionals
 
strengthening the Swaziland Broadcasting & Information Service (SBIS)
 
Institutionalizing development comunlcatlons In Swaziland. 

Key personnel from SBIS were enrolled Indegree level training in the U.S. and
 
short-term academic training in 'waziland. Subject matter specialists and
 
information officers from ministries, parastatals and NGOs also completed the
 
short-term academic training. The component coupled on-the-job training with
 
strategic and physical support to strengthen SBIS and to achieve the overall
 
development communications objectives. As a result, more Swals are able to
 
receive development information. Deve!opment messages have increased in
 
quantity, and most importantly, inquality.
 

The component has not fully institutionalized a self-sustaining training program 
to meet the conmunications needs of development agencies. Recent personnel 
clanges at SBIS, and the on-going Comrunications Studies Initiatives at the 
University of Swaziland, show potential for full institutionalization. 

ACILYVEYMU 

At its inception, the component was considered a cross-sectoral experiment. 
Project objective-, were Included under the umbrella of SWAOP but the project 
was administered by a separate contractor; the Academy for [duc&ational 
Development (AID). The component's feasibility Study was very ambitious and 
utoplAn in design. Although Swaziland has a history of development 
comuunicAtions dating to 1966, it 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-life, closer coordination was realized among the mission's
 
development sectors. The CODC orientation shifted more toward radio than toward
 
print as training got underway. CDC staff and training participants helped
 
create successful media-based information campaigns on immunization, malaria,
 
nutrition, and AIDS. Pro-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 Statp 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.
 

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
 
Indevcom. Inall, nine have been promoted to posts (including management
 
and training) with greater devcoi 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 is now a training officer
 
for South Africa Broadcasting Corporation in Pretoria, another provides
 
communications training to the public and private sector in Swaziland.)
 
Eleven have transferred laterally In their agencies to positions without
 
devcom duties. Two have resigned their positions for personal reasons.
 

The In-depth interviews revealed unanimcus over-all satisfaction with the in.
 
country training course%. Constructive suggestions were offered to fine-tune
 
the course modules. Only three of the 33 In-country graduates interviewed
 
indicated any reluctance to participate in a similarly structured training
 
program. All three attributed their reluctance to job related pressure during
 
training. Iive (jrduates recoi~rended a stronger enrol lmient election 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
 

as
Institutional ability to organize activities over the radio, as well 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 isreadily apparent and the results
 
are exciting. Every supervisor interviewed said participants are more focused
 
and clear intheir communications work. They report that the component improved
 
their employees' Skills In research and planning.
 

PROBLEM-AEA5
 

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, isworthy 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 after the initial intake of trainees, creating 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
 
issue. SDSU has been clear on the topic: by California lat, SDSU can not issue
 
a 'diploma" for the training. The impact of the controversy is two-fold. One,
 
it demoralized the participants and dissipated CDC momentum. Two, it has left
 
the participants with an unfulfilled desire to complete the training that was
 
started.
 

Two early Initiatives faltered and were abandcned. One was to establish an
 
Inter-ministerial advisory board to guide national development communications
 
policy. The other was to establish a governmental 'scheme of service" for devcom
 
professionals. Even though these initiatives were unsuccessful, the dedicated
 
work of component employee, SBIS and training participants has successfully
 
Institutionalized the tenets of development communications at the grassroots
 
level.
 

In late 1987, the CDC conducted a national listenership survey, documenting the
 
habits of radio listeners and the impact of devcom programs, lhis was a vital
 
step for CDC and SBIS because no recent audience information existed. The survey
 
report was not issued until December 1988 and contains enough anomalies to cast
 
doubt on the validity of the findings,
 

SBIS IIstenership it low in non-directed questions (between 15 and 33%) but much
 
higher indirected que-tions (96%). Noi %thuuld have btvn detected as a skew
 
from courtesy reponi-s,. Devcom drogra4rrniing Awareness Is reported as a
 
percentage of the higher (directed) re-pon-.es. lhis resulted in a finding of 
low impact among the people actually listening to SIlIS. 

Technically, the timing of the listenership survey was wrong. lhe training 
program was only half completed. SllS was functioning without engineerlin
 
support while their two engineers were receiving degrees in the U.S. Signal
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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 inSwaziland.
 
A USAID sponsored survey from earlier in1987 shows that reception was a problem.
 
Resuscitation of the system by Starling and the returned engineers allowed
 
greater coverage and siqnal 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 SOIS 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.
 

Interms of institutionalization, the component has been very successful inall
 
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 CDC
 
coordinator. It is true that the counterpart did not receive the level of
 
training envisioned in the original contract but responsibility for this
 
appointment must be shared by all parties to this project.
 

The counterpart was unwi11in and/or unable to provide information on CDC
 
activities since the CoP's departure inDecember 1988. From in-depth interviews
 
and three full weeks direct observation at the CDC during the evaluation period,
 
it i% apparent that the CDC has not provided training as envisioned in the
 
contract. It should be noted that the counterpart has resigned his position at
 
(DC, effective November 1, 1990.
 

Inthe early stages of the component, a qualified Swazi candidate was overlooked
 
for the directorship at CDC. This person served as the public relations officer
 
for SBIS and as the chairman of the National Association of Development Program
 
Producers (NADPP). It is unnecessary to fix blame for this decision. What Is
 
important Isthat the Impact of the decision coupled with the diploma controversy
 
and the failed initiatives for a national advisory board and scheme of service,
 
flattened the NAOPP and stunted the proper development of the CDC.
 

CQKLO1NN AND Ar. tYP4VTIQN5 

All of the drvc,m pieces are present in Swaziland. Communicators are trained.
 
fI1OSis stronger, del ivery 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 is underway at
 
SBIS, the ministries and the NGOs. The component has succeeded but Swaziland
 
is left with a need for a functioning development connunications 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
 
component.
 

The recommendations inMike Starl ing' s 1989 engineering report are seconded here.
 
Commodity suppG,-t should be provided to SBIS transmission and audio facilities
 
so devcom radio messages can continue to reach their intended audience.
 

ala. 
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CHAPTER I: IMPACT ASSESSMENT OF OVERSEAS TRAINING 

A. 	 Impact Assessment
 

Three methods of collectintg d.ita needed to assess the impact 

of the overseas lonq and Thort-term tralninq were employed in the 

evaluat ion:
 

.jueitionniir#Pi wor- nilod to 1111 returned participants 
(approximately IX) , who were tiolectid A.a±reproet~ntativo samples 

from 	 amonq fielda and institutions i tollow'J: 

RETURNED ;'A~rIe: 'A:T.,; :AMI'LI W FRAME 

GOV/DEGREE GOV/NOlJ -DEGREE PPRIV. SECTOR PAR..ST UN ISWA 

MOE 16 2 
MOF 6 12 
MOA 6 3 
MOt 9 3 
MOI./ 1.; 2 1 
MOW 4 1 
AUDIT I 
COMM I 
COl.iTEC 2 
NAT,RES 3 7
 
STu 3 (16)
 

(23) (9) 
ECONIPL 1 
T IN K 3?O 

Questionaires, deaiqned to elicit responses in the
 

following areas of impact assessment, solicited information on:
 

Basic information on when, where and what had been 

atud I add 

* 	 Chantjui In )ohts from pre to pott-triinnnq; 

* 	 Traininq needa .itv .:i ,ent ani part ii p.Ition in choice of 

Inst It Ut Ioio: 

)Irtep r n )r ion;* rPro- ire l onr nl intit 

* 	 On-tho-)o) .n l theririt al tz.ianinqj whil I abroadi 

* 	 Re-entry cour4m-4: 

* 	 Use of overseas traininq to employinq orqanizationi 



* Recommendations tor improvement in the program. 

The survey forms varied slightly for each type of 
organization, and tor each typte ot training, in order to control 
for the type of organi.ation.
 

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

A total of 78 individuals from the total universe of returned
participants were then irjited by telephone to 4-hour meetings. A 
total of 5 separate meetings wore hold, with an average attendance 
of 8-10 returned participants. The workshops were divided as 
toll ows: 

a. 	 Government workers who received degrees; 

b. 	 Government worker,; who went on "hort-term technical 
t raI r, inn: 

at.i 	sC. 	 Par tat.% (At-j;rve/ non -dig;rto) 

d. 	 UNI SWA (deqret, non-dotire ) ; 

6. 	 Private sector (dearee/non-degree)
 

In these 1/2 day intensive worknhops, issues ot how knowledge
and skills learned abroad were boing applied in the organizations 
were explored, as was the adminlstration of the fellowship program.
In the latter part or the workshop partlpants were auked to act as 
a task-force t n recommend at.rateglict and Improvements in the 
proqram for thelr typo or organization. A form wati uod to
.it XMuiLatv the qroup d I:cus . oiijs, in1 :;i wat, and to theheld rate 

Va Iut of the t:;u
 

.artlcipit ion irntere.t thoon workshops wanand in very high
and a1 good de,1l of uveful mter l)6ia gathered both in written 
reormndiat ion in gr(opti> consenius Saou.i nd the 	 Ilons. 

?'vaIuation work:h(jp.4 were attended by repromeintati ves of both
the MOL./ P; anl 1';AID, in .ll ca'si !;Iowat i apeakerrs, who l stonod 
careful ly tsincae they had a ti'a ir yt timj i. much um ie! ..- . 
ba,.'k from the pa-rtipant-j as po ibl . 

Tho workhol). wore Tiu not only intendel t o ble .1 Mf4. a n of 
q ll latiAt % ) the113t )t th" ovitrta t raIin InI, 1but were 
ali o p.art of an Act icin-Pl Ptlt-il- h prc,2121 where inforinat ion on 
proiram Impact derlved rtom foreI part iC pants wa prov ded riot 
only to ovvaluat ors but a)1so to indlividuals reproeent ing
organiat ions with responslliltles for m.akIng correct ions In the 
way the programs were beinq administereat. 
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Finally, employers from key institutions receiving assistance
 
in the form of ove ieas traininq, were interviewed by evaluators
 
and COS representatives on the impact ot the training on individual
 
performance and orqataizational effectiveness.
 

As indicated earlior, a total of 156 degrees were awarded by
 
U.S. institutions ot higher learning to Swazis sponsored under the 
SWAMPD project. Of thene, the r nat ma)ority we-re BA./BS.1' or 
M.A.'s, primarily in tiolds of Ariculture, Education, and 
Management. Almost 50% of Al 1 deqrees awarded under project 
sponuorsnip were for government emloyees. 

In order to anneaii the Impact of this investment questionalres 
were sent to a sample ot returned fgr.iduates (!ie chart above on 
sample size), and two worktshopti wore condulCted, (a) With a sample 
of returned gr.idua tve, ind . (b) with a group of training officers 
And :iupervit;orti ot thu returned q radua.teti . 'h1.itlater work ihop was 
also unted to evaluate tie errecti (_if:ort-term ini iII-count ry 
traIn1 n(J on (Jove rnmet o:lp1oyee a 

A detalled analyuin ot thi-3 voluminout data is still elunding, 
however, babed on a readinq of the form- returned, and based on the 
workuhop focua groupm, Individuala Intarviowt and discusiatons, some 
tentative conclusions aebout the IMpact and ettect3 Of thi- training 
can be put forth. 

It should be strusaed, however, th.it many of the degree 
particIpantu have returnad only recently, and neither they nor 
thez esupervioru have a clear idea of what the long term affect* 
on ,riIvern and ort.lnizat ion:s may 1,v. 

A lon ItItulnal study of the afft,-tt of ovar:. as training, 
followingl tp) art I tIc f ro a ll p revicue pro) ecta .nponsored byl pant 
U:; A:), wa.s d1(n in i'i)ua bI a loc'.il -tulting f tiM, 1halIfa 
Annoc Intan. WhII a ';WAMJ'1,' r~l' t valu.it in did not, i n ganeral , lInt 
any mA )or t Algrt-im nt with the I rn Ins o f thes yhal fi 1tuy, 
there are dfforencets In uome o r the renults, and, wes btlieve, some 
InterestIn; new fInlinqu which m.ay have lIgniticance for the 
management of the !;TII4K pro)ect. 

Frinally, the nA.tnill t pa t Iipant, who retur,ned guetst !lonalras 
Is somewhat biased aince it is l1sisted to, (a) thosa still In the 
)cbs t hay h.ad on) rat un, .in , (1)) Tho) e who chon" to raup|ond to thie 
quest,1lalnales. Ianoturct'es did not permit a coplete tracer atuly and 
Interview of all raturnt-d participants, also. it wan fourd that a 
numbr of Iart.Ic Ip.anl h.1d mitne left the (guvarnaent eerv ica with 
no forwarding adrese avaldarlen. 



Impact and Effects of Degree Training According to 
Participants 

* More than 50% had received increased responsibilities alter 
training, as defined by the number of employees supervised. This 
was true even whore they reported that they held the same post as 
before training; 

* About 20% reported that they had a choice in tho institution 
which they attended, the remaineder reported little or no choice. 
Thia was a ma)or source of fi-utration and was an Important topic 
of discuss ion in the workshops; 

0 When asked how much they knew about the Institution before 
onrollin'j, most responded that they we+re only somewhat, or half 
informed compared to what they felt they uhould have been told; 

* The t! cl odf -itudy, howtiver, wms in rmost, or al l, cases,
 
fully the *holce or the t.1nlilA.te ror t he (jovernment |.rt ilpant;
 

0 'I'he ma)orit y attenhid the pro-dep|rture coputer courfie .in.l 
qjavo it h ijh =.irkt for u:sefulnessti 

* With vaty ttow except ions all c.ld)datos ittended the 
TrannCent ury . bsed O orient.ation and found it oxce lent and 
useful: 

* Sht.;rt courseu and semin ars fitted in around university 
course work tjot hi'Jh marks for unut l1ness to the job. Many 
rt ue+ted more proqrams or this type in the workshop d!k-unsusions: 

1|rilkti,aI tr .1n nj was axpt)ctedi by most c i nt),art 1('1 and 
t lt-e wa Jvnvral dL noirtm tnt tn'at tns few were ablo to dtt ain 
it. 'lhts e who lid h.ivo this es or once coniideret it very 
Imimnr? lmt In olosln;v thes ,lp between thetlry and pr.actit: 

* Wh*.n asked ao)(ut wh.at wan mosUt n(l least uneful In the 
tralninj to their ortpnization, zanaijement akille were found to be 
most unoful . ~;tcoro was technical trainInt,, research, and traininq 
skills. or leaut uue, one fotun the short-term traininq of little 
valua, tnA -tnther, a lcmiras on adult elutiat ltti. The rrm.,1%Is1r did 
nut have ao,' apect they did not fitil Uwtiful. 

T1.e w r It t t C all I qlivin by pa :tlI- tantool .1t ,mn the l a nt b 
Mumma r I :asr1 folIlIowsa: 

0 More infotn-mat iion 4)n school san fialdir oraf tuty wfl5 

* Thlore wan felt t4) be a 1IAk )f chtolce by caindidate: in 
r:hoonlnq a u,:ho( il, mo)r Involvemont by pairtIt'Ipants In 
chaosnin lrotiraMn was attonj ly telt to be hjiiled! 
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* 	 There was a lack of continuing education, e.g. follow-up
 
courses for those returning with degrees from abroad;
 

* 	 Cut of government pay after 12 months was a problem,
 

especiiliy for those studying for M.A. or Ph.d degrees:
 

* 	 Others felt that Ph.d projram should be available for 

government employeeos and others outside the university; 

* 	 The selection proceoss wats found to be too long and 

costly, especially for thote livitiq ouLida MbaIbane: 

* 	 Graduate :;tudents need inten-iive 1prepartion for the GRE 
tests to help them improve their scores: 

* 	 More and lon(qer practical triininq is needed, e.g. for 

engineera. Placement in jobs, as is done for U.S. 
students under Coopier-it lye iEucation proqram.n, is needed 
for roreigJn :itudent:i aai well (those who return without 
pract cal ,xpor1etnce arte currently rena iized by the swazi 

gove rn:ent In t he I r pAy, reported one returned 
pArt it |ant) ; 

Archit ect: relt .aneid ror mo re travel to see examples of 
structuresi to dotarmIne What i3 appropriate for 
Swaziland: 

A policy of ponalty-free home leave in needed for 

students abroad for 1d-24 months, such as U..AID) permits 
for its own employees working abroad. 

C. 	 Training impnct 

1 hu i r,::.1 in mana(lement skills by returned 
participants w. ii ,n.ibl inq them to more effectively introduce 
change;
 

* 	 Puturriei qr, luato were dealing moro democratically with 
pe;p I a 

* 	 The'/ were lhr1nojinq more anthu~ mum and onorrjy to the job 

0 	 The re wci s .tnri lanca That ch.tiipja .1And woo1( be Ad.coulA tid 

* 	 Thera waiu .illinIneso to train oollaa,;a .inti colleagues 
were wliIisiq to 1 a trnlinad 

0. 	 Prsjrtim ManKnijtmunt 14:ommendtltions by Y(x:us Group 

Not surprisilly, Lut u-seful in terms of verifying information 
recieved from malled in quastionnairns, focus group participants 
had high AgIreament on oh4nges and Improvements needed in the 



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 feelings, comments and
 
recommendat ions.
 

As agreed upon by the groups ani recorded by them, the 
recommendations were as follows:
 

* 	 Programs must have an internsh.p; 

* 	 Participants must be allowed to participate in the 
selec zion of schools and programs. There must be 
alternative choices available;
 

* 	 The curriculum must be appropriate to Swazi needs and 
conditions, e.g. crops, climate etc. 

* 	 The university offerings must b sufficient to meet the 
needs of qualification in field, there musit be access to 
information on :;wa:i land or other sucial study materials 
needed tor- theatei and diti:;ertations; 

* 	 It should not bo necessary tor everyone to go to 
Washington, D.C. on return; 

* 	 More conferences and stminars are needed in addition to 
the Mid-Winter S;eminar. There is too much down time 
(e.g. Thanksgiving, Chrittmas, Summor broaks, ctc.): 

0 	 There is a very strong need for pout-training follow-up 
and support, e .q. con fo rtnces , moet ingt, profesu iona 1 
journalti and other cont acts with prote:sslonai.: 

r. 	 Supervisors' V:vaI uat ion of I mp.c t on Grduatos 
Poer fo rmance 

Government sup rvi-sors and treinling officers. invited to a 
focus group mettinq of their owr, were aaked! to asejss the 
performance of tho returned :;WAMND partlclpinnts. Clearly, Swazi 
participants have taken .r-ioul-ly -he ir charge of using at home 
what they learned abroad. Most, if not all, as reported by the 

suprvsosware engagled in on-tfiv-jo training Of tha ut.irt of 
their agency. Thre wau ome Indication of rru*stratlon with this 
a %! r w r .k I( ).d ut It w,- aV I dant I y t ak I ) p 1 ace , and in som o 
,.1 .3,6 , .q . t axat ion, ha Iiven new lIre to the dopa rtment -l 
t ra n ,I 1) 1ojr .i . 

They wart alno reporte d to h.ave jalnetl in confidence, were 
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;
 

0 In the Tax division, the result of the Harvard Tax Seminar
 
was that --taff can now deal with the foreign companies operating in
 
S.aziland and have consequntly increased revenue collectin. 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 technology works through overseas training.
 

II"rgin_Tr.ainring
 

" 	 International donors and sponsors, such as USAID, should 
attempt to be more fair, and more concerned with critical 
needs of the country, e.g. not be so biased towards the 
"soft" areas of social sciences and humanities, but 
should pay more attention to engiieering and hard 
sciences needed by the country; 

* 	 The STRIDE project must strengthen the Training Needs
 
Assessment process begun under the ;AMDP proiect;
 

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

Short-term overseas training mu&t not be discontinued.
 
The transfer of technology which occur- through these is
 
very 	important. They are aloa more feasible than degree
 
courses sinco they take less time:
 

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

* 	 There is a strong, urgent need for batter Integregration 
of staff and higher management in the training. Higher 
level staff often do rot go along with chances proposed 
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by newly trained staff, since they do not understand the
 
issues due to not having been to the training;
 

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

* 	 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
 
participants' 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 their jobs or have left for other, usually higher,
 
positions. Incidentally, 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 got more pay and increased responsibility.
 

Short-term participants had less strong feelings about the
 
institution to which they were sent than did degree candidates,
 
understandably, since they were making much less of a career
 
investment.
 

Many reported that they had had some choice in selecting the
 
course(s) which they attended, hence there was less disatisfaction
 
since they were more focussed on getting the training that they 
needed.
 

G. Illustrative Examples of Overseas Thott-Torm Training: 

* A Department of Agriculture moat inspector went to Texas
 
A&M for meat and poultry inspection. lie considered the course and
 
subsequent visits to meat inspection plants in the U.S. more "fact 
finding" than training, and found it vary useful to learn tha U.S. 
specifications, especially the emphasis onl Microbiological 
examination. 

Since Swaziland is a ma or oxportor of meat to thoI EEC, and 
since more emphasis is placed on cutting thiAn on bacteriological 
analysia, thin training tour would probably have been more uneful 
it Swaziland were involved in meat exporting to the U.:;. lie is 
using the training, as well, to initiate a new prozram of 
inspection in township abatoirs which, according to the Ministry of 
Agriculture meat inspector, need upgrading. 
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* Another participant who took an income tax course in the
 
U.S. tax laws are written isU.S., found that the way in which 

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 thij area was found hard to introduce, but efforts are
 
continuing.
 

* A participant trained in computer applications works with 
the Examinations Board. She attended training at the U.S. Census 
Bureau, but found the training only remotely related to her needs 
to computerize exam results. She did determine, however, what 
training she actually needed to make a major change and 
ratlonalization in the way exam results are collected, stored, 
necurod and racieved, and has made arranoementa to return for
 
Mister's degree in Education Administration. 

6 One participant, who works for Royal Swazi Airlines, went 
to meet the people he has been corresponding with at the FAA in 
Florida, and attended a course in Aviation usiness Administration. 
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 regulations. Business cont.tctS were also made at the 
time, which he found usuful. 

II. Summry and Conclusions: Government Overseas Training 

In trying to assess the value and impact of this large portion 
of the SWAMDP protect, it is difficult to put a finger on what it 
all adds up to, in spite of the obvious benefits and impacts on 
individuals and on the functions which they serve. 

The long-term effects, especially on leadership, are not hard 
to predict. From training carried out in other African countries in 
the early !;ixties, e.g. Kenya, we know that in African countries 
whore very feow have advanced de(reus, thone who are gI raduates or 
pout-qraduates will, all other ractors being equal, rise to high 
level posit ons, whothor In po] itics, , ovortrment service or 
elsewhere In their countries. 

Managerial skills, especially for those with hiqher deg/rees, 
are thun ojf paranount inportanca since they will almost undoubtedly 
have ovoi litcreasing responslbilities, ever larger staffs, and 
increasing amounts or money under their control. 

15ecause t chnkcncl training has, by and large, Iemn the aim of 
the project, in spte of the fact that most of those trained are 
Already moving into moe mannigerial posts, there seems to be some 
loss of potential impact mince most technically trained people are 
not, with out some additional training and experience, ready to 
take on major managerial responsibilities. Thus, there in a stronq 
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need to take a close look at the assumptions underlying the
 
training strategies 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 are abroad
 
is a valid claim, it we accept, as Dennis Rondinelli did in his
 
seminal study for AID entitled, _
 
Emrmicn_ 11 _i_ un, the assumpt ion 
that the practice of management is a craft backed by a relevant 
knowledge and experience base (p. 164). This point is also 
4diacusnd in Appendix A, undair Institution building. 

I. Parastatal Organizations
 

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 
university at the tilme they were interviewed for the evaluation. 

There were four I'h.Ds, 3 in Administrative areas, 2 in 
Aq .-icu Itural Administration in leadership positions in the 
Agricultural rchool, and one, the current Registrar Dr. Corral 
Sukati, with a doctorate in Educational Administration from 
Harvard. The fourth, Dr Marilyn Itabedi, did her graduate work in 
Home Economics at Ohio :tata, the ULJI.SWA linkage institution. 

Nino questionalres were receivud from the university faculty 
with whom a workshop/group interviuw was conducted on campus. In 
addition and r cporte, soparatuly betlow, the d.an, who both 
returned witth.D' I in Agricultural k:d(tc.ition, were interviewed on 
the viricultura i catpus. 

On thu qutiition of the contribut ion of trnininln to career 
advancement, thera in no quest ion that, due to the shortage of 
:wazis with advanced Aefirees in the university system, the .;WAMPD 
participants ia on a f.st tr.ick to advancement. Three (irlAduates 
are already deans with niinificant admini-tratIve rnponlbi litlets, 

and moat othurs ire heds of departments, or noon will be. One of 
the deann exprtssel it wll: 

"it addled the confFien,ce I raqui.a- t ( tand the pres eura and 
de mands of tho poit.Lon of A a arIor a,l=Inlet rAtor." 

They word iluso aked, as were all )art icipantns Interviewod, 
about th rolat iv value of a U.N. degrae o(mpa rel to that of other 
donor countriou. teco~jni ng that those with a considerable 
tnvestment in a U..;. deqree may Ie somewhat blased, their comments 
are nOvert hc01i3 Itt0ez*t InJ since most have an opportunity to 

10 



compare their own capacity with that of colleagues 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
 

instance, training in the U.K. In the last 8-10 years, the former
 

has generally become favored as more appropriate to Swazi needs
 
because of its practical approaches to learning problem solving.
 
This was heard, incidentally, not only from the 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 is cloarly the 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 teachers with respect 
to how they, the neo-teachers, dealt with their students. Some of 
the faculty also find their skills useful in consulting outside 
the university (see below for example). 

Some felt that they were hindere(d in the transfer of skills 
and knowledgei by the lack of books, funds, equipment, and software. 
Othurs felt that university traditions and inherent conservativism 
were often hard to change. An example was gtven of the attempt to 
establish a pro-school day-care program which was turned down as 
too different and radical. 

The strongest views were reserved for the SWAMIN) placement 
process. Virtually all expressed the view that they should not 
only have advance Information on the school in which they were to 
be placed, but should also have a choice in the placement. A number 
of them ,xpr!toed St.rong ly that, knowing what they now know, they 
would have chotsun a ditftrent and mora appropriate school. 

Amonti the reasons menihed for this were: !;one nchools have 
little or no knowlodg(e of Africa in teneral, or :;wazliland in 
particular, and have few Africans enrolled; some schools are not 
adequate in the course selection offered and, when participants 
tried to attend another university for a semester, It was reported, 
it was not ponsible due to lack of funds in their training budgets. 

Mont participants triedt to do their thesis work using problems 
and data relatod to !;wazlard and found that thard was little 
Information in their university libraries. l-h.D candidates were 
a31owed to 1o home to collect, data, arld thus solved the problem. 
Master's dgaeta anll.ates were most trustr-ate1 on this Lsuo. since 
the pro-iran 4id not allow them to go home for data collect Ion. 

Many, If not lost, claimed that they arrived late In the U.S. 
and had miesed both in-country and overaea orlentations. When 
asked whether they had had an opportunity to attend pout-(raduete 
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in-country (Swaziland) courses, all of them said that they had not,
 
requesting at the same time that they receive notices about
 
upcoming courses.
 

Short-term courses, it should be noted, are a high priority
 
with the faculty as a means of professional development. The
 
experience of the school of Agriculture in this regard (see below)
 
is an excellent examplu UL now this can be done.
 

Other comments were 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 requests
 
that UAID reconsider their policies in these areas.
 

2. University of Swaziland School of Agriculture
 

The School of Agriculture has boon 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 efforts of 
Swazis, Americans and other nationalities working together to build
 
the institution literally from the ground, up.
 

As recently as ten years ago there were vitually no Swazis 
qualified to teach agricultural subject at the undergraduate or 
graduate levels. As Dean Barnabas put it: "It these people (i.e. 
U.S. trained graduates) were not trained, who would be teaching
 
here?"
 

Although U.S. support for the development of the institution 
pre-dates SWAMDII, (four professors were trained under this pro)ect, 
fininzhing under ;WAMI[) it is, on the whole, a product of the U.S. 
ml1ion' s Intens 1ve human resource development policy during the 
1981d'. It is, therefore, a good example of what cAn be done in 
institution building when iu.ificlnt resources are applied, over a 
stffticIent ly lonq perlod , in .1 planned and coordiinattd fAhlion. 

During the SWAMI[)1 project, two professoru, both de ,ns of 
departmenta now, wont to tie U.S. for !|.,c, M.:;c anid Ph1.)l's in the 
field of Ag r Icultural I:ducatlon. Thi considerabl investment 
•a%|ppars to be paying off wall in the mensne that both teach lng and 
administration hs I=provel conniderably under the Ir guidance .nd 
former parti-Iipanta are in leaderahlp positions at a relativaly 
early age. 

Under thn 'Iln kiage' pro.Jram with Ohio :;tate, thre workeshopts 
or' tae.lchr) nmethodu in ag r i(lttora.l oduc.i t ion have been i pleme nted 
for the t.a,%cklty. The le. nr set I ned1 albove, pi ofe-sors Iarnabas 
and ;s Ili , Are t(,w 1)t 0pA nj t o co'nduct lhef wo r kh(p withotwt 
out 3 iduta11i* 13srt nye ,
 

UN !WA/A(; fa(.% Ity ani ntAff ha.4ve foundl these worksihops to be 
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an effective way to transfer technology and skills from the linkage
 

institution. Co-teaching the workshops between U.S. and Swazi
 

faculty, as has been the practice, has also Lecn found to be an
 

effective way to adapt the technology to local conditions. For the
 

future, the school is planning new workshops on Aqri-business
 

technology.
 

Other effects of the training of faculty and staff in the U.S.
 

have been:
 

Improvements in communications in agricultural extension 

work; 
0 Tho U.S. practice of Supervised Occupational Experience 

is beinq introduced in the secondary schools via the 

university trAininq of the vocational teachers: 
a The teachinq skills and practices of the returned 

participant-protesors are reported to be much improved; 
and, 

0 

* Faculty has been invited, and have participated as full 
consultants, to USAID in partnernhin with U.S. short-term 
consultants on re:;earch and inve'stigqation in Swaziland. 

The awarenes. that knowledge of subject m.tter is a necessary, 
but not sufficient, condition to communicatts the knowleddge, skills 
and practices needed to be effective in the field, is perhaps the 
Most important by-product of the exposure of tha institution to the 
American system of education. 

Many returned participants, both within the university and in 
otho:r institutions exposed to the U.S. culture and system of 
learninq, thit a pr,.iqnt ic spirit had been trannsferred, which the 
returned p~irtlcipants were ipplyinq to the transmlssion and 
adapt at on of kncwledlJe iind skills in their institutions. 

Pre-sent 1, the ' chool in plinninq more pout-doctora l training 
in the tenahirlt of )Hm ilnd AgIricultural Economic. 'here is alno 
a now um".ptl.a i on the lntroduction of farm-minaqlumnt and Agro­
businens teach inq, an Area where the school hopos to involve and 
benefit frim .h totats, its l ink.iqfe p.rtner. 

lleiat iona with Tran.CXontury appear to h.ave been t1ood and 
returned partl clp.nt ­ faculty interviewed reported that they had 
part icipatod in pia-dep.arture orientations. Thone who went early In 
the pro,rans. il ti id nut tjenatit from tho .idv I e of returned 
* 4ztlclpants. salti that they wished they had hnd this kind of 
assint.aince wric i they went .niro.ail to minini :e culture shock. 

It wa a1 that returned p.articip.nts and4 jsoreportn1 when the 
faculty rrom 1ix partner tichool were umed, the salectiono 'nkato' 
of nd iv Itualw antd proqranm Improved cons iderably. Thin approach 
has been tried nince about 1980,. In this regard, it ahould also be 
sent I oned that even before the 1I nkatle proIect began, 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 	strong reinforcement 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
 
strengthen the linkage partner institution's knowledge of local,
 
African, problems and conditions.
 

Criteria for choosing universities for Swazi graduate trainirg
 
were 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 is more similar to Swaziland than
 
the midwest) came out much higher in preference, (ives some support
 
to the priorities in placement cited above.
 

At this time, (December, 1990) UNISWA/AG wants to expand the
 
present "memorandum of understanding" with Ohio State into a full
 
parthership arrangement with more reciprocity in the agreement.
UHISWA/AG for instance, is planning to offer a M.Sc in Agriculture
and would like some students to take courses at O.S;.U. 

At the same time, there is a pressing nued for faculty to keep
 
up with their field. A semester abroad where they could teach 1-2
 
coursios at O.;.U. , attend conferences in the U.S. or 
InternationAlly, and genorally get caught up in their areas of 
s|ecialization 	would be vury valuable. Other possibilities of a 
full pa rtnurship .juld include Anuercan students taking courses and 
conduct ing reseloarch in :;wi:i and undeur the arra ngoment. 

J. Sumary and |RecoumendatIons: UN!:;WA 

It Is clear, for the ,ealons cited above, that U;AID/!;WAMDP
assiitance to UU:.;WA has ben nuccesinful in Initiating Institution 
building. In order to sustain the ri-ogress made, however, and to 
avold creat Ing a long-term dep|entlc on U;AI support,
considerabho effort trhou.A ihe made to: 

* 	 .0t rntit hen1 i tir!t s to !n,ye linkage ar range.mnt with 
.. to I. Int1o-iV rt ,, ,ais Above;aitful nh dancr Ibed 

* Con! ~ ti runt b t rai.iii ng for t he dav oSojsent of
teaching mr,,ff In taeids whe-re thate si a h ,jh need for expannion. 
In i1ght 1hoth ad priorit lea economicOf -Ai U";A l) J(,tnt for 
growth, afnd! -jven the U;;A I) ,rjILia*l on private nector odavelopment 
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expressed in the CDSS statement, USAID may wnat to consider support
 
for the Agri-business farm management initiative.
 

6 There 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).
 

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

9 Consider continuing a number of the Master's degree 
candidates to the completion of Ph.D's. Given the lack of depth in 
many critical fields in the country, and given that the university 
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 thetre is at least one individual in the 
country who has complete command of the subject.
 

4. Other Parastatals
 

a. .;c'r (Swaziland College of Technology) 

SCOT is a technical college which began as Mbabane Trade 
School in 1946. It has a current enrollment of approximately 600,
 
mostly residential, of whom 25% are female. It trains both
 
secondary vocational teachers, mostly in business/commerce,
 
carpentry: as well as electricians, carpenters, auto mechanics and 
secretarlea/word p.tocesuors for government and industry. 

Under the :;WA[) pro)ect, :COT received linkage assistance 
under a contract with University of Western Carolina in North 
Carol Ina. The fol lowing describes tie overseas tra ininc, 
inst it t.ion-bull ding and support activ ities, and a.itiuines their 
Impact on the capabl1ities of the organiz ation: 

In 1916 an(i 1988 reopectively, an auto mchanics lecturer was 
sent to the U . for two-years of training at community colleges in 
North Carolina. I'lacements worn made by U.of W. Carolina, 
Hlighpoint Community College, P1iodmont and Now College, .C., for 
this training. 

Tio need for thin training, according to th Principal, Mr 
Luk 1a, was to upgradv th t:eaching of auto mechInI cu to the point 
what there waa s lgnifIcant improvement in the pass lovels on the 
iumndon Guildn exam. 

An A renult of the training, there has boen a rignIficant 
increase In the performance of both teachers and students and the 
pans level on exams has Increnaed subtantially. Now tools 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:
 

0 Two female instructors were tr ined 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 computer skills.
 

The collage now haa 13 computers, 6 donated by the Peace Corps
 
and seven by German aid, all being used in the class observed by
 
the evaluator.
 

* The head of the Commercial Training Department also went
 
to Western Carolina University and was enrolled in a 1-year A.A. 
degree, which he did not complete.
 

In spite of this, the impact, again according to the 
principal, has been considerable since the College is now teiching 
the modern A.A.T. method of bookkeeping], in contrasit to the 
outmoded and Much lers used Pittmin's system. 

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

* The principal went to N. C.arolina for onu month to study 
the administration of 2-year technical colleges in tho U.S. and 
has, as a resul t of this experionce, dtvu 1opve a hAflLibook of 
administration for the College based a model seen in tht U.S.A. 

* Three other tuachinq staff 1,..ve glone to th- U.S. under 
the U'A I /SWAMI'/ LINAGE prowjram: i.e. 2 II. S. 's in Mechanical 
Engineering and one M.E. In Electrical En(gineering, ths latter 
judgead by the principal to be an outnt.ndinq instructor ae a result 
of the trainingi. 

Nummxry obsarvatonx on ,;CYr 

SCOT in an Institution bent on 'Irowlnq in both quantity and 
quality. The qgneral imprennion in that in the pait J years, 
lareely a. a reatlt ulport from the US:A!1)/!;WA.MD| pto]ject, there 
has k;ean a subst ntia itirease in the qkunlit y of t he t.acnhinq of 
the Institution In ar an whee instructoru have rnt(.,iave~d ovarseae 
t ran i n1,. 

In npit of uns lounam of the U... traineod staff (aea ahuve) 
and in spite of having to do with aoma neriounly outmoded 
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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 College is still some ways 
behind the state of development of industry. There is little
 

industry participation on the Board of Advisors and little 

cooperation and support from the private sector in the form of up­

to-date equipment or internahips. As a result, most employers still
 
do most of their own training of entry-level employees.
 

The school heis applied fot pat-:tatal 5tatus in the hope that 

this will not only free it from It: image of being a branch o the 
government and therefore not up to the standards of prilate 
industry, but will also enable it to earn more revenue and pay more 

competitive salaries. 

A library uxtan:iion i.1 currently under construction, but there 
.ire few fundu for books and contemporary Journals. lIPA of the staff 
are !till Thx-patriatus.1s likelyhood reductionrh.ire little of in 
the number ot expatriateai in the near future since, -is with most 
institutions, in -waziland, there 's heavy attrition of staff 
trained abroad to the private secto4 . Of 8 trained abroad, (none 
with U.S. funds,) 2 have one to government ministries and 6 to the 

private sector. The latter, interestingly enough, did not want 
these instructors for their teaching skills but are employing them 
in technical capacitius. 

There is still, according to the principal, too much theory in 
the curriculum and not enuuqh practicum. Part of the reason for 
this mAY be dtLU to a ahortate of work-utations for practice, most 
cl asses hi-ve 1'I or norn :ituulnt 5, tOo many tor hands-on experience, 

lvyen the ,.'ull noent and space a located to the learningj. Perhaps 
beraiun tli ii a (jovernment int. it tution, there Stoemtd to be little 
flexibility in ustng theo ,v.tilible resources: e.g. at 1pm on a 
week ,iay lharll'/ any of the laborator is, with the exception of the 
computer lab where t te'Pece Corps Instructor was buslly 
inst ruct ing . wero in use. 

For the futtire, the C.lleqj hias set its course on expanding 
its aociali:ld cour-ses in the dirtction of eventually becoming an 
en;,fleel r Ihig sohool. Accorlinlg to the pritncip,l, UNI WA In favorable 
to this, perh. ps In view of the higlh cost starting an anglineering 
sichool from ucratch at the university. In line with this objective, 
'.11n1 sup)It ol t'y the Minist ry of I'iblic Work*, the Iimmediate 
pritority i1 to l-veip a course, thi11 would require tr.aininq one or 
more lnmtrut :or in tochnol(:l gy/Ivl 1s hihway enineerin. 

!;("'0T =.najvemnt expressed noma concern that both the longer 
Anl short-term ob~octives of focussinq primarily on developing 
anginearing training, may not be reflected in the types of schools 



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 been carried out in the 
U.S., and the instructor is back on the job, it has been highly 
effective in improving the quality of the teaching. While there 
have been some 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 
in~st itution.
 

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

Institution-building, however, as a major objective of this 
project, has only been assisted In a limited, and teneous way, with 
the training of a few key instructors. Cons iderabl y more could, and 
should, be lone by donors in N- Sa sti ng thin inntitution move in the 
directlun or: 

0 Developing and selling a plan to gjovernnent anti industry 
tor how to operate am a more autonomous, parastatal institution. 
This is presently under cons iderat Ion, however, the Principal and 
staff could use a helping hand in researching and writing this
 
proposal : 

* 1)Dveloping much atronger linkages with the private sector, 
to the ext ont wheto the private sector has some say in the 
curr i cu o.n, In t he equ Ipment used for training, and in the 
qua i flc at ns .nli training of the instructors. A very good modul 
for how c.in be ,,no c.n be round in UNISWA where Dr. Georgia 
llowser, the OlEX alvisor, has develoaped just such a lnkage 
betweun tha botlInos a u iwolo and the pr vato business community. 

0 It would appoar that, as we have recommended, an OPEX 
asuainant, by an exprt In the m.'nagqment of vocational and 
technic.il trainil institutions, with strong exporience in 
privatizinq such and institution in a developing country would be 
appropriate anti prohably very otfectlye at this stage. 

0 Tha basiC, Iong-t rm ohJ activa o" soinq in the direction 
ot tkecomlng an otineer inq schtuol shouldIb listenad to carefully 
by potent lal donors. It agreement on supporting this goal could be 
achleved it would tat'd to focuts all future assistance in the 
direction of a more specific target for institutional development, 

Is
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Other Parastatals:
 

A rample of 6 returned participants from a variety 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 number of 
these organizations 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 partictpants interviewed represented a cross-section of 
Swaziland parastatal organizations, e.g. Central Bank, Town 
Treasurer of Mbabane, SIDC housing planner, Water and Sewerage 
Board, among others.
 

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

In most cases, the incumbents are among the few in the 
organizations who are actually trained for the jobs which they are 
supposed to do since most managers of governmental or parantatal 
organizations ari generalists with little specialized training. 

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

S;pecialized, practical training and follow-up courses in 
:;waziland were the two areas whore the group focused their 
concerns and recommendations. The gicup's agreed upon set of 
recommendations, which fits closely the questionaire information 
received, were as follows: 

0 	 There .hould be a quota of A!D cholarnhipa set aside for 
parautatal s; 

* 	 The parastatal organizations nead to conduct needs 
assessments and should sulbmit training plans to MLUS: 

0 	 Paraatatal training of corers must attand regular monthly 
meatings at 11I.1:; 

0 	 Donors need to insure that there are (jT attachments 
during vacations or atter classroom portion of nhort-tern 
couruo (s):
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* 	 Scholarships 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 
sufficient to determine if it would be right for them, 
must participate in the choosing of their institution: 

Swa.i'm in the U..S. tust net be teo ksolmted, Muist either 
be put with other Swazi'±i, or arrangements for regular 
moetings muut be made: 

* 	 Sponsors and contractors muot sEend appl icat ions to 
institutions oil time to avoid being placed in interior 
schools a a 4last reoort; 

* 	 Only school, with hoas int, int etntion.l atudert aldvitsors 
and other -.uppurt : ystem'i otr orre ign ntudents nhould be 
used by the program. 

* 	 The contractor needs to have a toll-tree number for 
emorgenc ie:. 

The upqradinti of :;IMI'A was spefcitically mentioned in the 
Project Paper as a mvan of r lah Inj thte :ector gtal of 'ass1istinq 

ii an~d '~ar1 t ha ftll pot ent i a Ior lt s human retources'. 
valuat ()n ot thla 5i 'al P1'P shouo1 Lo'Illtedthe 	 be evalu.ttd on 
(A) whether in*tit tuttit tius uch at ,;IMIIA, tit i. , were .tafft d with 
better ,mploye-is , au well a more of r 1:lint, alt, I) wiiethor more 

'andl be tt e r p rog r. am War V. be ifnj p1 aifel Iy : I t h .13 11n um ot 
elxpat r I tte I.a I ztanreo 

SIMI'A In, antd has ticin iltice Lts f(;nll, InJ, thle *t.lff CO 1tri d 
depart mnt of ' ha Mtntst ry of I.ibour. It is thus -; qvernment 
deparT meot w itth no 1 nconau asurem (athatr tha n the teliti fnd 
for salirl and ainten.itan of the It1 rai:ll it Ie-o hicll it 
to1eve 1ts nnatitli tja 

In 	 ptr-ac t 1ira,%] t v I , t. Is ~er M thaI-%t thei Itnt I1tit Ion ts 
hanlta I nI), rivorel y III In r at, 1inI ta) t i tl I ir,--, I I - cflt It IS 

I I it tol tor t he Cnxt s1a0 a I i)-houtiet faltIy W It haut tkafling14 to( 
piny kilrIill a ity f.act ty atiher s~rc, oxjert is-t fo thetit conduet 
of cojrt-Thei aonl seiv,.11~ 

To deal ith thia Iatiuc I MIIA has prodced a plan for 
convrt In , the Itistituta t) iarar atal sat.ltui. thli would, [;arm5It 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 institution, already 

approved by Parliament, will receive final approval for parastatal 

status in early 1991.
 

USAID has not, for the reasons stated above, been willing to 

invest in SIMPA's human resource development during SWAMPD 

project. Nevertheless, 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 
lecturerAdministration/Economic Development is headed by a nwazl 


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 assigned to the institute, in spite 

of the expectation early in the project that the TCC chief of party 
would act in this capacity and would operate out of the SIMPA 
facilities.
 

SIMPA also did not expovience the potential benefits of 

larning and institution-building anticipated in the PP since it 
did participate in the bidding or implementation of the In-country 
training. As described in Chapter 2 or this evaluation, the 
institutions chosen for this work were already capable and did not 
noed the support which these contracts brought. 

While the withholding of u.!;. resources has probably boon 
usieful 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 useful tool for 
improving the management and off icieincy of public, parastatal and 
private Institutions in Swaziland. 

There is evidence of slow but promis ing developmont of useful 
functions and activities of the institution which sponsors could 
re-enforco and expand upon: 

In accounting, for Instance, it has ben tho boneflciary of 
the dovl1opoient of stardnrdts developed by the OPEX consultant and 
is now beglnnin,; to teach to those standards. The training of a 
Swaz account.4nt to the level of CP1A, either by the Institute of 
Accountancy in Swazilan, or, preferably, in the U.S. would not 
only strengthen the institute but would also be an important step
 

in the localization of o critical function. 
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Courses in management, similar to those taught by the IDM, or
 
ESAMI, have been mounted by Institute faculty, but need additional
 
development and strenthening.
 

Recommendations on support for atrenthening SIMPA: 

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

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

* Providu a.siutancu in developing an institutional plan
 
for enhancing institutional capacity, including staff development,
 
overseas training, now courses, seminars and linkages with client
 
inst itutions;
 

* "elect at minimum two faculty mnmbers for advanced 
training overseas ( e.g. M.P.A. and C.P.A.). 

Conclusions on Parastatals
 

ParastatAl orjaniZationa represent a hybrid type of 
organization between the governmental organiz-ation and the private 
firm. Created to provide easuntial services to the public and the 
nation, and having less restrictions than governmental bodies 
without at the same time being profit making, there is heave demand 
for efficiency and management control on these orgAni:ations. 

As with government orgjanizations, It Is clear from talking 
with individutala, includingl directors and utaFf of 1ar.-,tatals, 
that the SWAMI prtxiram is contributing to Increased efficiency and 
improved management in these orjnnizations, where this within the 
purview and power of the pro(jr,im gr.iduats. 

: Inme the noufLer o I nd vua I ts t r.i mIed f 'mM these 
organization- is I few, the ±at Iona largeu oatively and oran ar 
and complex, it is likely th.,t the Imp.sct will only he felt over a 
period of time. flowevor, sice the Dar-ant.at aIs tend to be more 
:;wazi managud than arn the pr iv.ita fIrm*, the protilets of the 
"glass calling" preventint; upward mobillity, dincuased unle r the 
prIvAt iector. 1t ltits 1 ly to a a fact or and the f;WAMI'D 
parnutatal graduates are, all other matters being equal, likely to 
r!ae relativesly rapidly in ranks. 

The une of mAna(4jment founed qr(jua ta level trainiv, 
:ombined with int.rneship, or (XIT in U.N. or other Western 
orijani~ttiona of i similar nature, is clearly a ,t-HA investmant for 
lonq-term inatitutlonal Improvement. 
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Short-term technical tzAlninq, especially where the
 
organization is facing a technical upgrading and lacks
 
understanding of what is involved, as was pointed out by the
 
participant the Water and Sewerage Department, is also likely to
 
be a very productive investment in Human Resource Infrastructure. 

Finally, as several participants pointed out, degrees and 
technical training have enabled a number of Swazis to occupy 
positions previously occupied by expatriates, thus localizing the
 
position as is the aim and policy of both GOS and USAID.
 

Recommendations for the Parastatal Sector 

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

* Management training, whothor as the focus of the degree 
or as specialized, short-term training, combined with internships 
in organizations of a similar nature to the employing organization, 
iS extranely important for employees In this sector.
 

* Oversean training for the training officers and other 
teaching statt of the parastntals is also a high priority, 
especially in the design and implementation of training needs 
assessments (T11A s) , training plans, trainlnj course 
implementation, training uvaluation and, last but very Important, 
platform skills, presentation annd public spe.-aKing skills. 

Y. Private Nector t0tvelopment Training Impact Assessment 

The P' calls for support of human rosource and institutionai 
|evelopsent in public, parastatal and private sector organi zat ions. 
The latter reprement a wide range oF organizations, frou hospitals 
to private voluntary organireralons muit inational corporat ions and 
;outhi African ownut| anterprines. 

In the F)cs group sess ion covluct el with n iqht returned 
var tci pants current1y working in the private nector, a numbdr of 
intur0sting aid valuAbl examples of the Impal.'t of the trainIng on 
perftorm.inco anrI pro, uct vity c. m, out; 

* Leonard, trained In X-ray Toawtiraphy acanningj, fin,ds hiaself 
in very high demand as he to appearently the only :,oraon In the 
country Competent to Una the hlghly sophluitl.ted equiLpsent 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 diagnosis 
he in helping to provide is saving lives of mothers and neonates,
 
but is 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 who ended up with a double B.S 
in order to obtain the skills needed for nursing teaching, reports
 
that she has added confidence in her ieaching, and is adaptatinq
 
the curriculum she learned in the U.S. to introduce a more human, 
interpersonal, approach to patient care among her student nurses,
 
a major improvement in hospital administration in Swaziland, she
 
reels.
 

4 A mortgage banker was trained after his promotion and went 
to a number of institutions, e.g. Fell's Insititute of Local 
Government in Philadelphia, as wall As the Housing course in 
Zimbabwe which was attended by 17 other Swazil', funded by USAID, 
where he gainud a valuable pernpective on how and why mortgage 
bankinq works as it does. This, he finds, is highly valuable in 
training loan oft icors, and in explaining to clients why the bank 
must go throuqh cort.ain procedures in extendinq loan:i and credit. 

In this latter cazle the training , at least for 
computerization, is ahead or the practice, but he expe(ts to help 
introduco computrized mortgaqe loan systems in the near future. 

0 In another, somewhat unusual case, a y(cing :;waz i was 
studying in tho U. . under private (family) sponsorship, was funded 
for the last 2 years of hils ii.A. by UI;AID, did an Inrte rn llip with 
Coca-Cola In the U.1. and nd1ed up As a *ana';ement dosiInateO with 
the) loIcal Coc.-Cola in S;waziland. lHe has leoun told that he cannot 
be further t rained or promoted until he Is older. Oht I1 in his 
oarly-mild twurtlea now.) 

0 'No ieturned p.lrtlclpants earned Chemical Fotlincorinq M... I 
In the U. . and both aLe empl(oyed by Uuutu Pulp Coml)any, While they 
report that they were clearly hired to replaca expatriates, and are 
thun a plus ,)n the localiatlon U(core card, they also report that 
they Aro higIhly d!oubtul that they can b1e prc;moted Into Management 
Po"itiona In thair cmpany. t;uporv iorm, all expatrlate. with lesa 
educatioln t han themselves, they report, are clearly not intorest(d 
in training them with a view to advancenent and the expatriate 
superv I sora have been rap 1 acod aeveral t ime willi ot iher 
expatriateu, motly toechnicians with lonlj years of :sevice In the 

The ions 044,eodatby the sector qroup,m bd privato focus 
aifter sveral hourn or very Intense dlnculn, are worth 
repeatlng hore since they summarle the key points that were 
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Overseas Training Impact an reported by a Private Sector focus
 
group:
 

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

0 	 Company productivity has increased as a result of 

training; 

* 	 Co-workers are being trainedu by returned participants and 
graduates; 

* 	 Lives are being saved: (X-ray, possibly nursing 
traininj); 

S 	 Localization is being enhanced through donjreez and 
certi fication;
 

0 	 The ability to increianu j|4irin.il ircome, Improve living 
standards, has been enhanced; 

0 	 Many have, and are, now moving Into m.n((|Etnt, (with 
Cornstraint:i a:i deticribe.d, ) 

* 	 Traininq; his Iscreased mob I ity and ambition; 

Private Sector Vocus Group Iecommandat ions to government and 
sponsors:
 

* 	 The qoverrzent of waz iland should pursue a more 
aggrestilv local ,.it Ion policy, should lnsura that there 
is no ',1,%s culI kj" (i.e. it Is thtre, only you cannot 

see It); 

0 	 Short term pror .in-i must lnclu le cc.puter pre-paration 
courme; 

* 	 The All) contractor muit. Itniure that tnternsahi ps, WJT and 
other pract icail taininq is In tacAt implemented:
 

0 	 Donors should salect and train enough to cover the need. 
One individual trained in a critical area in not enout|h: 

* 	 There ia a need to advertise, screen awvl alact nome 
bright, .ambitiou people batara 1.hey enter sector, 	 private 
to Insure that they will get enough education to get 
ahead in the copany. Private sector companies will not 
releaue employees for h.A. or M.5. degrees since they 
take too long: 
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Goveretuft Contractors and Donors. must insure that they
Sar-ot r epeatedly sending the same people for traininqo
lov0 Andtivduals, itwa ~portedo',have been Sbroad forre 


0 i2tsIsiportant to send youner people*. too ensure alnq-teraI~ etengood M W 6 o the coutrtED:< 

donors an contrator mustW be aware of Wat is neeed o : 
be aleo us )a ledge and Iskls ;aineds 

It Le-sti)4 therewhe~ partlWicipant retuns. 

Health screnin momut be done before goin entire 
toaes.cost tfind out at the tht h 

=*"L",t.. ift orother faators which could
eliminate from conslideration., 

IMe Institute wa formed in April 1081 by authorit of the 
Swaziland oountaiits Act Po 5 of IM.~I its Primary fucinis to
quality Individals3 to practioe as auditors# accountant., tax~ 
expeort* or accountin teachers. The clleatel, is prmilwSyth 

-­

goen etorM parstta so ?pd tsas o 

relationship wit seea 7; siu"o GM tG 
A*AT*ndAs.C.A. which conduct eainain andon.L 

tans admuditors* 

Mrolmintof50 inpp~s f tis th I tite:ha littl.
capitaIs forown QF*M;O" :4bsiness 't ha

contribusted 3t a a small mos nsa20,00 the is rs
professioal tees charged tor maintaining certitioatis 

MCAgg *:Vt= ~ wb W 558ca/dato~ o sev As O rector 

the 0hM oonsultmntt the institute Uas W4~14Ipt the .12lanes and 
examination OrIters#alqwtth erjsoquiy
&WAnts tot the cSetiations ntefldoacutig 



S PA and the uiiversity.......g courses at SC*T, .. are now
 
us"the Jiadelines and materials and have examination papers~ 
deveop~ 

-' 

trr~qhthiassistano. 
TheO institute, is play, 7 a key role in several areas of 

Interest to USAID In Saeai a: 
0~ Swazi qraduatess certified In accounting, now have te

s"m qualifications as exptiats and can hone
localis, posts held only by, exatriates (there are 
curretl~~ y wuu chartre Accountants In the 
c>2ou~ntry versus Is expatriates withi these, credentials) j 

SC There'I igh dean fo ni~ul-iht~~ eo
tra&inirq thus ading emplyment .rit.riat and# 

0 Accounting torms a foundation tor private sector
deoe opentno only thrugh the finacial management of"

the~rivae rfie, but also through the development of
the money, banking and insurance infrastructure whichi Is
oritiosi to the development and sustalnabilty ofa> free,
market economy. 

Ironically, the Institute Itself, which to associated with a
South Afrioan Institutions Is not fully localized eirs it only4recently hired a Xst to be MOGUVe director as well "s 
counterpaxt to the OMU oonsultant. This individual bas a D.A. In
Musbines Aftbistrationo and has lived and worked in the Voss for 
ten years. 

TAtely the Institute, under the guidance of the amf
developed Worepocnltant, has a rao course which hasa 

current enrolment a@ here ooft1 tUns anwe rsnty3
enrolled at the Inttus so at the latlfl ttG G 
trGanng "asll As SO at the LA.?.To levl, all of which aans>2
that there is a good reservoir from which to tarm out more Swa 7 i; 

Th Catee Institute of Certified Aseountants inthe U.K,, 
++,+ ~ u+ o i+ +i y+$ ++!+i33 i *b14k bas+ bow Uitq, IAfrica &Lwe i i +++ii the 1930's has rn tly<v4

spent about 11*=,0 developing a distans edusetl. pwwaa 
........accountamy k +++++++ mwslacim++++ii++! ++++ ++at this+ POrPPIN as
>3 nsiuei++++++ ?+i+++ ++i i+!++++++++i+ +.......
 

possible Avenue- to nd . .................AGW ++Is nn +i+i!+~15++ ++
- -,+++:+ 4- a anW Ia +++! +]++ ++!++# ++throughot the natio e .aer~aas+a ems? o"pep, 3>eee f++++>43>4>43>>.?.......
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'xbis ef fort is a good Indication of the effcacy of the use of 
OPUK 0onsultanoies as a relativelyt ine7.nV@ means :to~'4:~ 
Astution-buildin6Wie the. individuaal' effot, of consultants 

suoh as ft Mo ha an (h2;nvn~o odn i 
own :exgpense, to, appear beo the,, 14 n Boards, to-s the 
oertLItiotion nweeddhyL the XAstitUe'. additional -support is 

n" it this -Institute,Is to gulfIII it'srms as th~e source of 
a~supply ,of qualified 5'vsisr to., localise foreign dominated 
businsses and, stlmulatellwaiau private sector 'development. 

10 ft Inwlyappointedvai executive direotor, should be 
solea te fr advanced# . overseas ,training -In maragement and 

*ounting. ,An N.S.A. may. bo appropriate If tailored to, the 
Srequirements of the position and the noes, of the'Instituation. 'This 

bathoud be done before the OM3 advisor leaveso preferably with at ~,
least 6 months sverap between them.,~~"~' ' ' 

6 0~or othr soors sy cosdr making avial h 

resouroes neesded to GO, out a pilot project to traintutors end 
test the distance 14=uin matearials of the C.X.O.A. Usk OP'er 

'''' 

and his staff are anxious to plan Iand cost out and implement this 
enterpnise.
 

teaInsm ivate Sector ovres trainy
 
It is hard to argue with the participant's reooinendations,


clearly they are in a good position to know what is Important in 
"'order to oaks 'the training, pay offs, It should be mentioneid,

is us. reta hein reatvitb' e lg unawlaree thtsm of .-thes"' 
Isouesa atb ey darewas eqrelao n with wesploysrs was 
reoeuti? ilmrroved by MAD ami Toe holding a meetin for all
 
favloyrable retlyrere participats with, appearently,
 

in term of priorities of iastitutom-bilI4mq, howver, 
"~especially in view of the strong private sector priorities

expressed In both the 1"0 PPand* ouseqiaentlyg. In the design of
1e Would 841that theUB ~ W r*t#It following should noonvo 

Loaahsatiso uspot should be the Otail that wegs the
 
ogO In this ase. Ules qualified Swaxis can got ahed'


parttcanrlS in the foreign owned enterprises which ane the 
lbgrlyL Zwasland's private Bostor, the URAP investet is notIlasyt pay off very well in the long term. there is 

<.partioularily a need fori 

*npanisations and whisk positions thywork,' this is badly needed 



if USAID's resources are qoinq to be aimed at localization;
 

0 Before any more hlqh "ant training for the private sector 
is initiated, bindinq contracta need to be made with employers for 
re-employment riqhts of traineas. It theau contracts Are not 
honored, the companios tihou ld be excluded from any more 
participation in the proqram and their breakinq of the agreement 
should be made publicly known by the GOS And to government 
aqencies wh ich ronew operatinq 1icense. 

* Priorities for traininq should be made where there are 
tracks leadinq directly to responsible manq oment ponitions. This 
rou~I d lno Iu-Jr M-9LA, I~ !t- wrll c1~~f u L'uI~ln~ 
admini striation in the U.I . (Ilrvnrd, Colombia, -';tAntord etc) where 
;ra luate!i oCn ll harII I t! i , ] to b[ un u(j.l 1i ltid, 

* Oversea internrihipa with U..S. a fil lAtes of 
=ult inat ,on.rl -,h ts the Coc-a-Col.i example abiove) , or equivalent 
Lusinesies in other spnrsora u7intrius, are crucial in order to 
deny foreifin owned companies oper.itinoj in :;waziland the option of 
rojectinq in ;wA.zis promot ion to middle and upper manaqement for lack 
of relevant oxperience or deqrees. 
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CHAlTIR TWO1 *INCOUNTRY TAINING~ 

A. INTRODUCTION 

irk tb~ s ection, the'1n-(oiarntryj Tralinlq component of SWA)IDP w 
$wllbe asses. aswto ta effectiveness and tie impact on training

£ the~i-the organiations frm which they, amanda !ti~pats Thes sope ofl ;instituations ut1ilixd,.-urtng the proj ect.,
this section covers all in-country tra n ~actvities except those 
presented for oa. im1 development, office~rs (covpred in~ the 
serics_ (hih_ isovered i4n, the Odevlp_Wt aauwlcat~onso 
are also returned participant training person, th Prlevancyt ;or 
I1 between the two -program will be dicuse annteractionappropriate, Otherwise# any, discussion regarding the par'Ilpant/

trai~nqprogram willibe foun in that ooapnent, 

YUSAD/Saxiland has requpested that the impact evaluation 
assss"Wat ashappene4d as a, result of ; this praot," 

pmp a review at: 
0 the adequacly and direction of trainq activities in ~ 

specifically included snoheof woUrkis s 

light of projeot goals and obel alies 

0 the doe to hih Ln-oowntq training has been based onQ
and met identified needst 

0 the altnt to which the training efforts- have bee or 
should be uistItutioneaieds 

Swhethr particiat are apping esills tauvht in the 
training in thi woklce n 

e whether follow-up activities to reinforce- skills are 

For the AMet ogicalos approach used in the datcoltin 
" n.countuy TXSrainn - Apenltz A.t~-~I 

Awlodia to the Project Pepero the ovealal Wojetive of this~~
prjc as to e~ndthe 7 aedty of "Looted onasis and eveia2:*L 

o anLns~utins IL p ato WImiepefdentl to plan am~ 
d~rotdvelpmetaciv~ies lthe endiot prlect; h n

osuntry tralinees wore to be funftioning at a higher la"leofskill; 

?hs enire seation was specifically drawn rm the 
Pof~oA o hatre~wto the In-Cuuty Trininrogte PojatPapr 
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of57ficon ee th tanige ta 

Ayth~ond heipoet# approximately. Bo p e ogs
pwial',*4 staft.wetotbe trained froseri &to

ap4 pexastatel: organizations or,, u~nits vithl"& ~is.organlsations.
WOses.Vet, not specitical y 'targeted jn"'this; componentj. although

the )je*t ,pe., stat.. ~that "In-country'v trainin aiiore the
parlafti@E on:oVsOR' Wto comsbine, child-rstin aM pofeasion4l 

in tha&~ "oyJbud betr tgo 

Approximately 40 in-comntry coursesO (5-4 oours: p ~Yea)
 
wertolbodelivered. These courses waeu beoonoentrted~to
 

wtderstandinq vith the trainee ~s employer that there would be'on­
thpb. follow-up to Identify constraints to using th., skills 

wtaut and to identifyfurther trainiyng es.v 
Theontnt f the courses was to be based on the needs of th. 

trainees an the employers but was~ to be directedtoad
suevisory"and manaesmnt tang forht~h-el'd4is~on and~
raymakere I.."potential leaders frmthe uid-lovel raniks*.9 Toea

offer Oftent, the course content vas to-include technology and
skills transfer* fte metbod. of training was to be exeieta an
participatory.: takiing a Oproblem-solving approacho' 

Local tr~b insti tutions were to be utitlized to deliverth
twaib p-? o the extent resble. the teachioe statffs ofthe vaCUMo7 Straining iistitu tn eet ec h'or~supplemented as necessary by abort-term, speciol~sed trainers tram
the U.S. or other African countrieso. Wherem relevant # special
efforts were to be made to enlist retuned participmnts and privatep 

S It Is presumed that the -000 ftgr me * rfewnt 
'somle aid not just atotal of M@*participants*over'the life of 

tor the un ofa thisdocument* the te 
Used to rofer to a diceetraining activity.. rot 

-

a#
used to refer to a coemvek traning activity that may be a'tand.-

--

sow"rs activity or one that was a modualar "ePatOf a&~ pet ~. 
­

uni.,in om ca~ithe to=e oerearlmd u V0 . we se" iatuobngabybut eac refero westillreferred toon
tr&iningq ativity., 
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sector individuals to assist with the training program.
 

Also, Swazi trainers were to be identified to work with the
 

short-term consultants who will be conducting courses in an effort
 

to institutionalize the in-country training capability.
 

Over the long-term, by incre.asing the efficiency of 

individuals and by drawing 3-4 persons from each institution, a 

larger pool of personnel were tra ned both at one time and 
collectively, with the addltional benefit of a spruad multiplier 

effect throughout the in:it itut ion. 

The in-c:ountry proqrAm wati nl!so to complement the long a1nd 

tihort-term academ Ic proqramna, Aind thu:i conititutn aI coordinated 
approach to Linprov irig the ftf Icioncy anid Offect ivenut1 Of SwaZi 
devel opment I ntitit iut on' (ptlt) IIt-, )r I vat , pa rat t a s, and 
trainIng inst Itut l% tu) . 'tl _:ooz 4 natc In-cotitry trA ining 
pro(i'am wu al io to i h.ve a mode r.ito bone ici1a1 impact on the 
mnt~u ou! t p rivato tec to r *indt t he! proce-:_;!. of I ocali:at ion in the 
private sector. 

Vario to 
Inatitutiona 1 ize this pro]oct componont were to be explored and 
3U(Jde aqa Inz: :t ability to 'Ont I not, the Actlvit y 

Dur Inq the life of th 1*1 proe Ct , U s wa y: 

C. 	 END OF v(o i:c-r QUANTITY AND CJ(A1RA(7''EPI ;T IC:; 
Or ItJ-CC1N',T|Y TPAININt; 

.i onltorlnDurinq thO life of the [ro)ct, u aol cvaluatil)n 
system wan not letj Uately level iped to -on it or the p~ro)vct relatlVe 
to the ond Ivet m , rth 1t0 thei pro)vct ip, Theol ,)e:t %0" ,ar. 

w.i1 10itIr rl.At Indata. 	 thAt co Ilkote VII M net C; it I t;Of*rI , l0oct-d 

. :ytti tC A t IC o ct 4i1 1 et t.1h I o n . In th" altin, a (f dat . to 

idejut eItly "vall uate tln lo (c pondet ( thf i 11pt a.,-f I'ju1 a so et 

Forth, in th 1i 1kt ion of the 'loument "Iae, In nmany 41u,46 
app: ox i mat1 one. It shou,ld 41) )e noted that there Im no fl jur* 
for the total i ninher of parmons wio have attlpded thu courses. 
Thare In only aen approximate f.quire for the numtber oF total 
partic ipanta (Sa At:pend(Ix 1 for a ile tllild tireakdown of the 
courtsoe an iltim erts 1a fntor year)nu of tltlp:_i4.nta etch 

ell 'At. 'By no a,)J "JO Kit. Total 

72 I4 ' ir, 1')j - 1.127.I 4' 

[(6t) 	 ~ l l'l ( 11) (til) (174) 



Al he4simtod niambsetoV p artcpnts was pver one 
thou~a .It ca ssedj tattho actual, number. of people Vbo 

a f th orson,~4 .@h3*L* a w al~l%-an Ae h 
, , _04*clpnts, h 'icto't. that 'sevea atte paricipan~ts have, 

"CaurN)(sow-pponix A *available daas not sufficioent 
"-oestimate the'nme of Coaloes participate inthe programe 

becau5se of one course that Was' prsented foe 11-t, ­
operational-I oal staff~4 at the Ministry of Wrks, &r4 
Cuemmoatlonao. The high figure for 2.949 was the resultc# 36 
ourses given over the year.
 

Acordi4ng to the Kid-term iRva2.ation, from 1985 to lose3 soft
 
of~he v *2.sys2. q,oinoouta- tainngparticipan~ts eoactually s 

potntil; z~dlovl).anaqerws whao vets 1,aout to or~ 
or who wr a rparticipant, traininbg progrms . partt a 

officeradx lthn.p~ulc sector inswttaonsic~-',Prodo.mlntly
MWethoe groupse fLithla tbe broad pszemeters ofthe-.prsoet

papethe wetnot the 45@ision-maIers for whom the in-country 

~Zn 2988 a now direction was taenr to tenet, the gru- s-t_
toith SR the piijo papn* *- 9 QUISIpS#were

Poo Pincpa""Lope or I as
tos-Wsoretarles# under' orotawies, divsin& 

panstataltorganizations).' 

~wth the owwse oLtowodn Uot ws. the first apparent foau 
atnitnIMI, aMd stAtU pOrSIONe 1a~t not .nlyewe trwshe
SAMe gap/lve2. thatoumacrows. m14twiddlnt etsan Ut~n buat

alsosoSo*00vere personnsel that were, VeUsal StretttIM 
(that , thte couvs wre Ottered -to a 3Sa of VG1)
within a uiastry. or etpuiiatkoh. ALl at the otluic

imtsv~v~eandworkshop ,Oral~pofts iMlat.4tat1osma
 
txsat PErpUM fed to U tifed e"M trtber to inadeU
 

SMVW somiuge at theirsmed~tuspres(a h "sa 
~ sgastatos Oreder to,ope osioations erins ih.fhs
woiehean apprspulate next p within thein t ttsfnq 

2be lost Gownwe"o a&s" thel tirst. e*I*"attempt at 
Lidentiy~ VAn Imwtiag inosmnutt tin aretused 

udai I trnAL to" 1 w",LnMS ~n o:pse 
paperstating tie s amble a­

t torattend 0-3 os"es ~v the lif*e _&jI j ad tAt~ 
C~imuOsstq training should, .0ssaont that of. th 
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traninprtiipats.Piortothistime, an adequate returned 

enabe' hemto be'ientiAied and invi.ted to i.n-country taining. 
Throughout the life of the* in-"oQWnt-4( traininfg program',

pariopans,. ndicate.,that they,,bonsfitte4 a&great .deal ftrom the puo privata and parastatal:, ox'qanitatLone The ol 
exception t~this wvsone coment "made!by c privte-sector training 
uanager who; indicated -sthat ItUtho ourse Appeared4 'tbbia pruarily

fof" or. dozinated byf, -public seactor 'smployee, his compny,-, would
ntApoeAttondance for theiL aagr/up sr boase they 

the ~ rm7 the brse,a therb~etit o 
were there 5cr, their "tre lunch* Ths,pereptonT be it right or

wogisntuncommon Ln'the private secator.o 

Daa as not collected over the life of the, rga ocery
showtheorgniztios fom hic th incoutryparticipants came 

or the 2percentages from public, 4. private and~ parastataf
organizations.y A sampling of -the -ogniins rpresented' rot' 

The , Ministries of Justice,, . tbour wand Public
Seivice, Uducation, Agriculture and Cooeratives, Workcs
and conounications And fLwoaieg Usut -Pulp* vWANA 
Irrigation Systsxm, Kluss4ue Sai'areers, sweat 
board, Pts And' Telecomunications # Water,.anW Sewerage 

-~~ 5oardp Royal. Swazi Air, an$ swasi Develoment bank.j , 

(O06)reot prdcd n11 indicated- that for that year 67 pecn(30) aricians'(not ;total numberot persons) from't.,th woe.
ovenwento, AMd 33 _(JOS + 46) percent were f rom, private -AMd­

parastata2 Oreganisationr (approximsately lov (4s) were from the
private sector). 

~2. ~~5~- -4 

noe eatimate total at I$5 surpasses the tartet 
program. Included in this fig9ure were- I 

-

omputer aLLrstn 

S In' this pap" the teAm aprsJect, reform 4to the entire,s0096 Of SWAI6DPe hs ten 'rrm and. "omponent'teeue
intera"Weal amd refer to theeIn-CountryTannqprlmo 
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courses, which were pre-depaiture courses for the participant
 
training program. Five other courses 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 in-country training because they were
 
for senior-level Community Development Officers.
 

So many courses - 25 - were delivered in 1989 because that was 
the first year that the players ind the processes seemed to be in 
place, functioning and in some sort of agreement; that is, the 
training mAnager wAi on hoard, the in-country atrAtogy statement 
was developed and it was approved by USAID. The in-country
 
strategy provided for the first time a clearer direction for
 
development of courses relative to the project purpose.
 

Courses presented each year were:
 

In 19115, two Computer -amiliarization courses were presented 
for pre-departure participant training persons. 

In 198t, aqain two Computer Familiarization courses were 
presented along with one cournu entitled Computer Concepts for 
Managers a4d four courses in Basic Supet-visory/Management Skills. 

In 1987, one Computer Familiarization course was presented 
along with three Seminars on the Handbook for Human Resource 
Development, one course for the Ministry of Works & 
Telecommunications (a special course for 11] operational staff) and 
one. course for the Ministry of Agriculture and Cooperativos. 

In 1988, one Computer Familiarization couris was presented 
along with one Trainin of Trainers course for :;[IV (;wazl 
Inst tuto of Purnonnel and Trainino Manag(ement) , and on" course for 
:;enior Commun1ty Development Pernonnol. 

In 1'0'), one Computr Faml I i.arlat ion courue wau presented 
.,ioni; with ftour S;eminarn on t ha Handbook for iHum.n 11asources 
Devolopment, one Manaqement ;killsc for P'rlnc Ipal ,cret ar iea 
coursa, three nodulau of a four-module M.inarjmnt/Organl -at onal 
Development courne, three modulvs of a three-module Supervisory 

i;k111 /Or(1nitklionaI Development courts, threa module of a three­
modla Iluman Poiource M.nnqemnt/Orgjan I zat ian1 DOevlcpment course, 
thrne mod:lulen of a three-module Traininq Officors in Managlaent 
course, one Financlal Ponaqement and Control S;kills for 1PrIn,:Ipal 
';acratarl es course, three modulas of a throo-motlule rinanclal 
Maallelmant a ld Control :Sk11 sCot"rso, one Capital e I us Inar 
f(or lrnIpIVA 1 ;e-rotarlat, Courseo, anil three rodlu Ic-. or a three-
mI'1IAl CorMln it y DvC0I .4imufnt COrt If I at e courne. 

In 1990, One Computer fa'mliar I zation couro was presnted 
aI1ng with two Minletty Of aihour Puxtlic rel VICe.and Comsput er 
Traininq courses, one Ministry of |-itbour and Put)l IC .ervice 

) e 



Organizational Development Training Retreat, one follow-up retreat,
 
three modules of a three-module Management/Organizational
 
Development courso, two modules of a two-module
 
Management/Organizational Development course, one module of a four­
module Management/Orqan i zat iona I Development course and one 
Supervisory/General Management skills for Senior Community
 
Development Officers course. (All of the courses for 1990 were not
 
included in this list because some courses were yet to be presented
 
in completing the contract.)
 

Sample Outline of Course
 

A sample outline of one course is: 

E nA._ 	 nd _CntrQL. Ila, November 13-17,nlalManaucmcnt_ 
1989
 
Conducted by Mananqja A(Iricultural Management Centre, 
Course Director wazi :;am Harmon 
field at the Forester Arms Hlotel 
Attended by 23 Officerrs from Government and Private S;ector 

Objectiv.e of l'articipants: 

* 	 to be ablo to use the ba.lance aheet and financial 
statement in makinq ducitsions on investment; 

* 	 to acquire an in-depth study of critical financial 
decis iens; 

* 	 to read, analy-re, and construct financial tools; and 
* 	 to approaich projects on financial decision making.
 

Objective Met: 

61l Indicl ted "i'aIrly Well"
 
301 Indtcat ed "Almoit" or "Entirely"
 

The courue w.as held ovar five days starting with breakfast at 
'I A.M. each d.ay. Cl4aies were held from 8 A.M. - 5 P.M. and the 
day was conclulcd with dinner at 7 P.M. 

In proepration for the course, part icipants were asked to 
revlew a document entitled *Mananja Arfricultural business Game, 
Pulas 4n Procedures." That document prepared the participants for 
a computer nimulation activity that. featured prominently In the 
courne. 

The uvorAl ('1) ect Irv of the activlt y W.ai to 1i1ve rt I ci pants 
,an op1p)rt unity to n.iko docIsiona in the field of r Inatwnce, 
prnAluc ti()n and =arket n , And to sulmit recordo of these decisions 
to a finaicIal controller. The activity Included prep.aration and 
analyuis or all the financial managrement and control docunents that 
wore discussed In the first and second msotules. 
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Overall Rating Of The Course:
 

78% indicated "Excellent" or "Very Good."
 

Methodologies
 

Methodologies used in the courses '.,;-luded experiential and
 
participatory learning and problem-solving approaches. Although
 
many of the participants commented thait the courses were too
 
intense, there was an overwhelming consensus that the methodologies
 
were effective.
 

Several of the respondents indicated that the group
 
discussions, case studies, etc. improved their ability to
 
communicate with staff and co-workers and enhanced their decision­
making skills.
 

As stated by them:
 

"now, if there is a production problem, the 
department meets and discusses the problem and makes 
recommendations to top management, " "better communication 
with staff h.s motivated everybody As you delegate or 
discuss 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 problem on 
his own" and "I was able to gather more and useful ideas 
from other participants, especially in problem-solving. 
I am now able to give guidanze to my subordinates and 
also to make my own decision without involving my 
superior." 

Development Of A Needs Assessment And A Clear ISbtrategy
 

When the In-Country Training Manager came on-board in 1907, a 
training ne(ds assessment w.as needed arid deve'.oped, and included in 
the April 19111 - 11 March 19619 Workplan. According to the Mid-term 
Evaluation, the assessment did not provide a gireat deal of 
conceptual clarity with regatd to in-country traininq outside of 
the traditional sector activities. As a follow-up, an In-Country 
Training S;trategy !;tatement was developed which set-forth a wall­
documented "analysis of the need" and, finally, a strategy for 
implementing the in-country training program relative to the 
pro, ct purpose. 

Prior to 9i'in, the in-country training )rojram lacked a 
cohezant focus or a clear ntrategy. This was apparent from the 
initial computer familiarization courses presented for the pre­
departure part ci pant training p ersona and then the training of 
trainer's coursen, mostly for public sactor Inst itutiona. Although 
thoe courban met specific trainitio needs and oatlsfined the banlc 
parametern of the contract, they were not a clear reflection of the 
pro)ect purpose. (:See also Mid-term tvaluatlon, p. 44, for a 



discussion on the Training Oficer/OD focus.)
 

Modular Courses
 

Courses that would enable one person to attend 2 or 3 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 5-6 days each and spread over a few months (36
 
(08%) of the evaluation questionnaire respondents indicated that
 
each one attended at least 3 modular courses).
 

Selection
 

Selection of participants over the life of the program was 
mostly through a "pais.ive" nomination (or self-nomination) process 
in which or(janization- were asked to nominate people for the 
courses. A tew of the ministries, and some of the private sector 
organizations, have an idea ot their organizational needs and based 
their nominations on those needs. Thosoe decision,- frequently did 
not include any dialoque with the employee about what s/he was 
expectod to (lot out or the cour!;c or how wtiat was larned should be 
applied in the workplace, otc. 

Three eva luation workshop part icipants indicated that their 
employers (2 private sector, 1 public) told them on thie Friday 
before the workshop was to beglin on Monday that they would be 
attending a basic supervisory/manaqement course. At the time they 
were told they would be attending the course, they did not even 
know what the content was let alone what they nhould be getting
 
from the course relative to their )obs. 

Other evaluation Interviewees Indicated that within their 
ministries, they were often told by their tsuperviaor that a course 
wan ottered and someone had to be -elected to attend. 1herefore, 
permson X was a:lsjed to attend the cour.ie often without an 
expectation or wlhat s/ho was to learn or how it wan to be applied 
In the workplace. (Wila this uituation still eXiutu, it seemed to 
be morn prevalent prior to the 1989 couruets.) 

Even in casae whore thare wan aelf-nomination (primarily via 
the newpnper advertisements) , some ot the private sector 
or(janizationa indicated that their employees attended training 
pr.xramk without a clear focus an to what they -hould got out of 
them or how they might Alpply the information in the workplace. As 
a result, ome private sector organizat ions made poli icy chanqjes for 
attendance thait woelid Unsure a 4i eater natch between the stployeae' 
needs, theo or,-nizatlon'n neds and thie traininq beinq ottered. 

For the 190' and 1910 courses, a muth more "active" approach 
wan taken to selectinq participants. In addition to the "passive" 
nominationu and aelf-nominatIona conducted through letters, course 
notices and newspaper advertisements, individuals - from specific 
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levels or grades - who would make up a "critical mass" within an 
organization (primarily public sector) were identified and
 
specifically invited to the training progrmms. The idontlfications
 
were made in conjunction with staff from the ministries, the
 
training officers and based on input from in-country training 
course evaluations. In some cases, the ministries have reasonably
 
developed tralning plans, and these contribluted to the participant
 
selection.
 

MArkotinq Tha Program To Ths Private SCator 

Identifying program participants from the private sector is 
different than identifying participants from the public sector and 
parastatal organizations. First, it needs to be noted that the 
private sector and parastatal organizations were lumped together 
for the purposes of tarqeting audiences and tracking. These 
organizations are very different from one another and should not be 
treated in the same manner, especially for program marketing 
purposes. The parastatal organi zatIons, In some cases, are newly 
formed and still perform and have an environment of a public sector 
organiat Ion.
 

In market inq programs to the priv,.te sector, the in-country 
tra£ning manager sent letters to several of the organizations, 
contacted the Federation of Swazi Employers and bought their 
mailing list, contacted the Swazi Institute of Personnel and 
Training Management (II"') and the Chamber of Commerce, placed 
newspaper advertisements, plus more. Even with all of this, there 
was not a high response from the private aector. 

There are several reasons why the response was so poor from 
the private sector. First, the private sector was treated the 
same, no matter the sl :e of the organization. Lottern explaining 
,;WAkMIbP and advertising the courses were usually sent to the 
principal ot the or,;.anizat:on, whether It was a 2,000-person 
company or a I0 -putuon c(0p1ny . Al I of the largler company 
evaluat ion intervieweas Indicated that a letter to the princlpal In 
their organizet ion would nct likely be passed on to the person 
reuponsible for tranling. At best, It was forwarded to personnel, 
but still unlikely to be forvariled to the person responmible for 
training. Even In the smaller companles, a general manager 
IndIcated that he may or may not. pass the informat Ion .%long to the 
other employees bacau;e they had no formal or informal arrangement 
for exchanqi ng lnftosnat ion ,ibout training progIrama. 

In a,111t I:n, the letters th.it were sent out I Fel uary I|')9 
a|,peair as t ho.t in they are act oa ly directed towa ri the publiIc 
sector (even th uth It tates "private sector") an(I that the 
training pl1annerts are more knowledgeable about the public sector. 
The first part of the letter states that SWAMDP i* "especially for 
Individuals In the private sector And In parastAtal organizatIons." 
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In reading further, it states, "only individuals with the 
approximate rank and responsibility level of Grade 24 - 26 in the 
civil service are eligible for this training; as a general 
guideline for individuals in the private ,ector and parastatal 
organizations, this would inclide the top three individuals in the 
company or parastatal." While the direct messagje of this letter 
says that the training includes the private sector, th 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 is also 
ma-14t that tho YAning- of publIc uactor rankings are common 
knowledge.) This may seem to be a "picky" point. However, when 
marketing a program to a specific tarqut group, their perceptions 
of the course come from thi maitorials that are tient to them and 
their responosets will be based, in p rt, on their perceptions and 
not )ust on th words that aro on the paper. Thli cr iti Cism is 
also relsvint to the "general curriculum !or the trainitoI" that was 
included with trie letter n he newsipaper advertisnuments that were 
placed. 

-curtl zi th cmurtes %ore m.irkteA was also an Important 
issue with the private sector. :;veral of the lar(jer companies 
conduct an annual training needs assess'nt ( usua I 1y in the 
;pr i ng . Their train n<j scheduluen and Ludjets are daveloed based 

on th needs aessments, and plars, are mad. for th year ot - IQ Is 
to go for tra.ininq, M training and when. Cnly one of the larger 
companios inldicated that they have a d .s,.retionary fund from which 
to draw a certain amount of additional monies, hut for the most 
part, all of the companies are tied into a certain schedule and 
budglet (even if they do not have to pay cournp cost5). 

,;everal of the ccmj;anies indicatel !hnt tney wtu Id I ke to 
pa it' i pat e in thiu t riin i n , ut That theoy needed to h ve 4 
achcdull o o s(lue*1 mnd at inlq COUrsa c<:ntent and tltes leastat 
six months in advance (and they would prefr a whole year's 
schedule) . (.yen for the .iri sector, the lead time for the 
courets was niot buff ic ient .or examj; , not ice wan sent in 
rebruary 1')0,1 for courses that w uld stat t in March and April . The 
real ity of clearing s: hadules for many people - especially the 
level that was kuln-j targeted - to attend theose cournes on such 
short notice In )ust not pract ical.) 

Third. when the alling list was otilield frm the rederation 
of . wnI rpioyers, me,.n -f that cnrr a Iondence aIa in went, to the 
principals of companlet who were not I ikely to pas the Infor~ation 
alonq to the a 1propta parties (;pr lntterview with P. Ikojda) . 

Fourth, nownpaipr advertitsements tend to tarijet Individuals 
who might t1el -roominAte. In s,me c-nats in the larijer companies. 
the employee can self-nominato If */he indeed can establish that 
the training is directly related to the )ob that */he to doing. 
However, some human resource dveolopment officer* in larger 
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companies indicated that they might 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
 
nxpect some sort of formal correspondence.
 

On the other hand, two owners/managers of smaller companies
 
(each about 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
 
course va. to the -rmaller busine---n-, (Both of thets people 
Indicated that they gained a great deal from the courses that they 
took, although some of the content wau not relevant to their size
 
businesses.) (The issue of marketing the program will be discussod 
further in recommendationt.)
 

Individual Needs
 

The retearch conduct.id for the training needs asseament in 
the in-country strategy utatement was sufficient to identify 
organizational neoeds. This did not necessarily address the 
individual needI of the potential trainee. As one Under Secretary 
indicated, )uut because all of the Undoti :;ccretaries were invited 
to certain coUrses, It did not mean that everyone was at the same 
level or had the sane training needs in a particular area. 

For th 198) courses, that Issue was addressed in two ways. 
First, on the ap)licatlon form, potential trainees were asked to 
Identify specific content areas to be covered Ir, the courses. This 
Informat ion was then paisnoi along to the training inst itut ion 
des ign in the C(Gurse. 

!;etof 1, in A few cases, selected groups of t r inrse were 
1,r oo'ht t ojuther for a one-day workshop to determle the upact ific 
content areat to be covered for the modules. Two of the cvaluat Ion 
workshop )art 1.2:panta indi'at od that this was a Va iId way of 
detarmill I 1 the spot I f : content areas to be covered In th modu I es 
because it w.s tho bet way to try and address the needs of the 
ortlanizat ion ind the needs of the indlviduals. Fol lowing each 
m-lule, the trainiees were again asked for their input for the next 
module. Although acome of the training institutions indicated that 
they chai, iv the content of moulea basae (n the input from the 
trainees, some of the evaluacion interviowees indicated that their 
input wan not ta-ken Into consideration for the next module even 
though all the tratinea seemed to be In agreement about the content 
to 1be "ovoe'e 

Yo I I) o p 

Althi;'h the=ra was supposed to be an understanding with the 
trainee's employer that there would be on-the-)ob folilow-up to 
Identify Clotr ants to using the skills taught and to Identify 
further trainilng needs, there was nu indlvation that this required 
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follow-up was. Omuia to the emplayers or tha follow-uap to~ 
th,,, to, any, degree in any ,o# the, ranig@".ccroC great*K@t~~nttatj@P5#~~~o~~~ the' largr pritseor 

soeoaoroniaton*, that alread 1llo-uap" systems Inplao.
af the' part ioLpants from public sector. organIvtions Indicated that 
sometimsthey are s poe to write a short report on the trinn 
am submit it to theweporvisor.
 

fSome follow-up (or learning reinforosent) was mlmne
 
w~~1oqh kkie tra ining--pr~gromsmoua Tni_ 

~5forimt . :AssumInq'that the tdin9 Qiotarttee 11 
the modules1 ,they would benefit from the foiiov-%p built intoth 
courses by developing an action plan at the sand of the first module ~ 
that would be taken back to their workplace sand mpl.ntod (whetre~A 

was
Nporit or possible). Theb beginning of henext module
loi a discussion the SiwOe"Se/Cailuxss inopnedwith about 

Imlosat~tns the acio plans.~5,i<4 

the evaluation Interviews and workshop, some of9 the, 4From 

participants indicated tha th use of action p;:) wa vr
effective and useful ini some ases oeat control wo from oaprswteu. coumme that the course d, seaovdm
leo" work and more manain - and the action plan ia~vrka 4445}4 

In other oasses the action plan was regarded as a useful 
*hc@ework* exercise, but not usetul In the workplace because ofth 
lu* of follow--up, on deeoigtem., Sam at the, evaluation 1J

wor&ksho- participants Indicated that they developed acio pi 
4 ~ 

adthen submitted them to the trainer(s). 'Lbst trainees wanted. to 4 
"..etsame critical feedback an them to know whether or not,"thywon .44,-.

.eveiopbv sound and reasonable action plans* Moever, Wbon-the 4
plans Were submitted to the trainers, the trainees never received 
any. verbal or written feedback. Other camnt wo that, wh
atin plans were owol""e ad attep ere mad in ilmst 

themn heworkplace, inswffiois (It, any at all), wa given
at the beg$ing of. th nust works o review what bad-happeneod, 

-

Tbere seemed to be a difference in the amut of, attention i , 

that Was given to the ato lnigposa Ml" -- a 
aotheor. fbs evaluation workshop participants Indicated: C,it,4 

the netmodule wms related to the first lidi, perotiupa"I1r the js

sAM trainer was Involvd# then more time was speb onat the action 
Eon 11N fevr, -itthenet module was notdrcl reated, to Lthe 

LN'so tea wa thadatforent trlas o.Aad epea41Ywas. n'
little I *Wasen, thea ato trainfrm theW a 

PnWI modles-AN One Person *tated, On"s of tC saio pan
justdie a 4tmrl death.,p 

Manohe "a"e of rglatrglpmnt the ttbMIsGtIAUSM 
wohv~ ~ roie~ o atInformal fllV"~ aesere LpMaseyU, 
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lu-the h add44*onal iqustionas, ,Tetrann nsiuin 

traniq t' nsittios , ntervioeeds4oae tha&t they hsad n 
opportun to,"prode t@o?3al foZlw4-ap of anyind, 

SAs-stated thei sfd'"tenr aluat on the -or q, m ~ of
'call ,fr loe collaobration with wx:.bsed

tnstituatton m.z~tb.Ah #wasa1and': Inttote NUanaqementl
(SIWA) ,, -*4slon,was, InPulc d~itain nat le e 

stages of the iprojecnotfl.tctoollaboiatoe wLth SZIVA -unti 
woed certain. organittopa2 .isue. In &UttIo, _.'whee#, an on
 

*re$PA fore .poole091veto or&0o5lrcntPO~
SDW_fme not~to submit is pioposal. $0AI a.Dlweotor. iM~Goatedtha: he cos. not: to respndbeause the repeat for' r@Pea 
ows out, after thelxr schedule wa se"t for tbeo year 4nd&they would 
npot bae t~me to do the trnim~n. 

114AXP" NKAOX * - uXM (ARCAGCUUMML a 

-CA WOMA M~mOUC I 3mV3NZ= 

manaWg is a prvt metar timsedi WS~ icwhsa

deliveredsvrlo h Mradmi4ovl aqwtcum
bothlat - heir training. sito and- in otber VON"# *,1ask- r#ae
leak-, Altboulb theIr prlaSq ontent aMrea WIs dooil~e
j4enral umnaement talinin am well. hObmRSNIO trsalpbwell, oivi amnardqiui &1s r f tect<ive,. h ntarv~ee1 

-ofindicated that the only drawbackttbR saw the esUr"e wa that
there was me follow-up to re~noroe the leanqle that W"a t ta 

~plaft srMw~ the omise 
ft"ey eop uOmm&L~"n and IMd~v~dual ou meety -for

teprivate sector. Athough their course wore ohataoters"da
hya~~~~~~a wtpqaly,eumve and net be paid, fox with, lo**~ 

O@treak W"n of the r=n t ful-tim. ta m Omni
natuau.l *I~ several o the17'taff ane tme etel Aftica 

natonsAs, teybIinnsmultante to assist' with the 

- Uelu fram =DA or trainers fM or 1=# 

TheY von the bid for the tranv progrm through an open 
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The 1K ad loame tiw 


wth, -countrXhy., office n: otand evatlnR ZDN 'devlop
 

tranin, se ayIathei ahaes 

prvate- setrs. .; nider SU P vusswr delived In ua 
asom mn~ mnt/@D0,ftLR Officer* InNminawsont
 

tuevsr/ooa Haoeen'o Sonior.Co.muity elopment

OCoam~t The ~Dier icate that.!they do not havec a rrnt

C& fo eI vrn eir manaement ouws.. lsb~ltha No
Ir~oited, hat h =profsionally and on -behalf of 2OW ­

a r.1atod workingwith SWAMP ------- -- given a framework2<~h----
vICun wh~ich to voz*,, but were given the treodom to~develop the 

wosh acodigto teirown expertise, rather, hnblqtl 
t hw wud blnut61te rsetthe c 


needed, they draw on staff frm i Lotho. aui S8oasua
 
Ooc"onaly, oaoulantt bui, n thso aseheyuseexpariae 

they are usually paid for by, adonor agency. ~ -

Thyalso wntheir cotat InA an ope oitio . LI 

0=0 whichs is theL extuhsion anm at the ftiviselty of 
Swalad do"T Iniida couse ".WwILI be o bbiufacilitis;

onl
They serve both the PublicLad Lcate senors. Under* th SUWM propsm they d1d a txWiniMq ot. n oquseLfo he~

ftsii tstitute of Prsonel, anM Tuuiniap Manaemet (81PIN)and
arnfther tuuapn of trainers *our"e foir Comity-DsvtI.pemmC


Ofies sDirector Lincted that'"he 40 Ret hmavete 
 I 

onectted to the univeruit an a t~si acat s l~li4S 

toi eI ov-levl m ~ iR* ivthmhi 
buesscpL e r hoat"!?dvolepaid and staft, myII 

- ---LI won their ontract Isn oeaotitlius. 

=A*&"nla to pivate sector firm which ,dliveu basic4 
4 Aftn motl Vor" theLIL prvt etr.UIrSfor 

III ILIL~L~I-'L$ 



t~uthSxu s~aaton and crt pised as 

WheSMreciyd.. the -contrac -they .,wre contactedby the TIC 
AndS"e ithey I de~144veo an 1Yie,t he ttrfa~nn et10

Uth ', vauation Latrveoe indoated, tAhat, tho. &W ws­
*r,ADA bs net bewsisd Sn teoeInt Yean, 

t"Mi"Wa tjf.:nr' o*7t d~a
that"thoy typLoally 40 not bid on propeoaIst buat mnarket by woid of 

ZUiD s Swai owned and typically hires Sasa as trainers as 

Marintiuton utlze toonduot trsainin programs worst 

lk"PvuWjy% cuoor Goviuuuui, 

tob ardeuwt~~g.. to Wt. r o wWsulan deivrer sh woua 
-Vith, wrestaafanI > the, Dirpos Otsteqhea thei

UlyrOfrdUverM4IN~ ~ * isrAgosnt, train is no
Lniatol'that this occurred. 

To Uited Oet#weturned Usitpent.tn sing persons.
pablio sector staff were used "s resoure pesons C4a pools~~or~ 

' 

pte~tiq Pape"s for "es @1O,the -t" UtURj_'prors; In;Lotheprsn.mart~a 01tneoOfi1e ote 
Lpal. tart"(wbicb was prasoted by onet the nee-ol 

40 Tonan and Oniaia v 1 

The ingoguation in this esotLm is p$imartly snotal fOrLthe~ 

An previously indiste, a 0"twIng anm eval"atIAM
sistem Was ne" aeUate1y dev~loped to O data from
wh to gather astIjoisa~t Lnformetfin to4 dotezains 

* Sine the ia nt7tranIjsj 0osmeamt C_, th
prejeet Mal 1y *my took Off With therZibi/90 traning
prograseSuficent time bas not yet mss"d to 4eteran~~rA 

a breadew ispeot past the Lad~vda Iseto thee
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'Ofmesreh impact a~~o~~tthe incuntry YB1rainiRx eo 

pwjftro" the,. I~~ontendd rvL a Otputrs.~ o~hs 

'%'ry ~aveclearlthe ~o~ams ~x. b ~sn 

it.an 3.1 iipacrtr w- er.opt r~*thj -- Pa o ptr at 

Thsiqtwa evidnredI the A ,tcaales 

rmUnera oaroarywhoPainiPmuuinmn th4 
Ma emntP otesW*btirbdgtr VtP 

r m L m wt whod u.c0 ae In.ltheAssistantu~ 
F Finano I waonrlsM et 

applyam I lesr & 
OwuI1Rpll Ltristrol the 


5rM aln.AsoV.an halepte wh
SerU h-*nhn 

Wa At o Syb1 t In t x*Lhaelvn "Vnia 

Jutifitios ale.LUs It alouy raiz h 

Ut%t pmlaekaateLL at ti al eu O WO0 t 

1aI it M aMr I ' 4 

a lotL-WAls .Aalsw 
W~~~tt*Iton", at~ 

"a a a... toralat * SndI;MnS 4' 

I no x)m oklodOe 1"o 
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far. In the 1rger ministries, under the Principal Secretary are
 
at least five Under Secretaries and, under them, are up to 20 or ]0 
sectional heads. All "%tal, only a few Under Secretaries havi been 
trained out ot P total k f 40 to 50 in the sytitem and only a I .mited 
number of suctional h,.%ds received trainin(. 

Sevral of th trailnin officers indiL .nat more 
supervisors witnin rneir crqanizzt Ions still need to receive 
traininq (or tienjit iz in() , ejpecialI ly in thea rea ot human retource 
planninq and development - and how tratnint tits in with that 
proce5a. Not on(cuqh ot th " leaderahip c.idre" within the 
organizationti are aware of the Import.ancu of the proceas and, 
ther, tore r.r not Utpport ivye and coope rat ive in tra ininq need-s 

ai~ent sanld 1eV4;!Qup ±nj tta in i nq p1 a 

One traIlninj orfice r, who iti alo actinki Ut ndr :;Ocz a ry mt~'y, 
a r.ther Larqu m nitry In litated tha t she w.a ittend Ifi the 
tralnInq or cara qlto up oil a rejillular hai, but quit aftt, r iornam 
t IMe bOCaUSC it WA : to0 rkus.t r-t Inrq for her to wotk In a q roup that 
was 4tri vlnq to devoe1) i new etasant hrin t h)u-t clh.Antje only to 
ti11ai that o1CV th#',e2il 1 a jA t IJAck l.t 0 th e -or )1a co, ot hter wera 
not rucept Ive arolI t h,! lilt ro(uct lI (;1 aly iew Idota. w:3 taewuatod. 

S;he alao Indicated that trio 1; frot hier minintry recently 
atteLnded the modules presented for the P;a, Lut enough time had not 
yet paused to se If Any chales would occur. 

Chanja Are WqIlnninjI 1

Romarki on the evaluation quuutionnAlre indicated that some 
pouitivo ch.anes alr heqtlllna tu occur. 

One U '1,€l :;vcret ary :ttatttl, 

"in the mlintr t , we n: workinj harder to achlive the 
qonal or th vnrl( u delepartments. (>.mnu lic .atlon hamn 
i mprovaA t reanti tiu ly. -;tratejium ara he lrij formoulated 
for Zeotter zt.,rr Patter utylea of laaderahlp 
are hal novIjht tur irpl1 mantatIon. lette" methotla for 
dul.liq with (l.1l1Y p(hIleMCS are halnq/ tfaertell. Uudqat 
plinnin;, heth capital And recurrent, lea qattinq batter 
c(-ortrol in) leqa tl to n xpanul Itlira. TIhe lilt ro..ct 1ionto 
tie use ,t c)p:n ut er and thaIr umatulne ..oas madie 
qovatilmant, Mtaf Cvery nthu atICfor 1hat taor rei(rrda and 
Intnrrat inm mtoraqjoauleecially alI tae t I "nt of t te
I milIq rt In dlapartitAt and soo'Il wel 1a a." 

Ofj th .t . ) of ',L -nilt itn r,,r Part Ilci pntilt in the 

lG'J II'Cuty Tra inlinJ l'jllala , .1. ?Wovame 81fl9t, 

Under S;ecrtarioe ard DLra ctora who partlclpatod in 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 intor-departmental cooperation,"
 
and "it exposed group members to flaws that exist, and
 
provided a suitable forum in which to discuss, in a
 
constructively 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 rocus of the program shifted to an in-service training
 
strategy using organizational developmentO and training-of-trainers
 
ap:roacheo. This direction was taken because the Manpower 
Developmtent/TraIninq Planner that was hired in February of 1986 was 
havinrl a great deal of difficulty getting a re.ipontio from the
 
various miinistries in dcvuloping multi-year donor tipecific training
 
p lans. Thls waa due, in part, to the fact that people who were 
designated an training officers were not trained in that field and 
frequently had no backgrounds in that area either. As well, the
 
management staff neither had an appreciation nor an understanding
 
of the relevance of training and human rosource development. 

In response to this situation, a training officers' group was 
orgjanized, which atill meets monthly at th Ministry of 1Mi>eotr and 

Ubl IC ServICO. The monthly attendance averages around 20 trailnlng 
and peronnel officers, mostly from public b ctor orqaniations and 
a few trtrn paratatal organ1:.tionts. Althoiugh minutoes of the 
mnt ilis are sunt cut. atch mojnth with a not ice of the next meeting, 
thore was no act lye recruiltment, of new poople or pertson, from the 
private -42e'tor.
 

Thzotughout the life of thim pro]oct, lorgan1 at tonal 
loevolcpment" wau not apecifIcally dofined relative to this project. 
ror trio purlpouoes of thits ovaluat iot, tile or) effort of th ia pro~ect 
was intotprotcI an atrengthenIng the capani.l ity of the Miniatty or 
l-11o ta: nd the orij.iniln At ions with which it work*s, in tuderutanil4nq 
trio ;-,:J t+or an l |,roterss of t raining 3o that the tV)?. tci;Uldl 

-itavoi, 1, frot ltnelf Vallit trAining needc anssessments and trtining 
plansnac t horeon ano provide as sao~tc other orogani.i ,.aia 
In doing the same. This lncrea.tscl caliahliilty wou l then ploviide 
more rolovant i lfoingit itn that wotild feod Ifateosuch pro jectS ana 
*,WAMtIS' and, theoreby, inc+.reasinq the overal I efctiventise of the 
proeect. 

so 



T*Lr purpose i seting was tohav,&aper~manent ounittos. to
inooiantry. and4 out-of jt~ acordiats txininq -bot wPQO 9

Ig,fered by. donor-', agencies and 'to-open up~comauncat on
 
cheans bewe pe $ln the same profession toenerate; new
 

Wanoifi DevielcopmeVswuj h d~se)eveloped the Nationhl 
TraiinoPoli$yi-the MH~anbook .for Human iResiourco I set, -an 

oos Assessment osa, The National ?rIln ol Lthe~ Tranee
has inot :yet, beenapproved by >h ane.XereSe-wj 

>been Lslowandthere -4oee not "een to_ bea gpol tjjjgAWhyth 
PQ~~yt~ no yt bee L'adopted. in the ameatImet different4 ~ ~inqte a~andoo iandthe Trlnq iee"s Assessment 

rormat only' qsiWLeline absent &:cabinet-level decision, on the 

Handbooki and theVratniiwq eds'Assesment ltouato seven smr 
were oot~W ad'! two @vpeniational Pevealopment Retreats, were 
holhe forw tbe.XRistxy of ZeLbourx- and; Public: fervice: stafl*. Ani 

~ d&4fnal:tr*ininqvag;provided th' 06staft,in how~ to operae a 
Oeqateriias"tacl.",~ts fov, .eplomn P1f i" to be %edu 

fo dstitylk 8fae VWftIn Inthe
 
private sector thte ppso of locasiisats
 

TU 1Wtr Ivauion Iicated that Ume oranial.
 
devlcpoon ba osthe oe On of the Ministry of
Wo & OM 

EAoricatf*U:, som the t da Idovali pe t 
anft-r as a, is"" Detorec'tlyC~fad 

into ip aial"*emsev-Ws cmatothhne tan 

tor and has bad a~o casotin " amb,
offere,* 

Prwto 4 ithano PAWemti.e;r.~tn 

"a060 lu1wite. the 
prwwns Agalso. te data 1i uto ia

ef 1vtoaused peaa .;ts 
a A A, 



pogram or in what program.~
 

DO'- IWAGMM OF THSINKCOUMTI ANXNO PROORA3
 

Uno.,ra.@nsstx a oriinal contract# the Cief of,Party wa
 

4u~~whic Be wab1eotprobems,
QtAo rospon
eianp 0Aiefs-o-PartYtamd &0"~ in the a full-tmea In-Country

Training WMor was hired an Sep ber 29P 1997,
 

As indicated in the 161-tern iyaluation, &tthe onset of th~e
 
proJoato USAID was qoing through~ some ,transitional ;Staqes a;nd

evovin rom a mmall mission vtwli a relativslW, Mlat'" 
Qopfl5sationali structuren toa largar and morenprmiftal
struature. Inherent, in this lhasng. wvas a move from nfonrmal 
environment. whee xpwgpsinatio 400i5LiS wre as"6 veal Wand 

not ne.ssawlly rwelldocumented ;
 
~ The prole of this transition wseacserbatedb cae in
 

VSMD-qrsonnel v.wthln the mission asiwell as those nnqq-the 

Setween Trnfnt lschno in Personnland thsobnpa
taking, plwftevith"n 1 D 'oiian wone nlmetW aiyae~developsd in ttImly: fashi nor did USo corltLoally #vLv h 
plan and aupp'e (or disapprove) them la'a; tiN" L ah~oin ViWth
all ame Wang1 in the, early years ,OT thei pt)*ot0aa-

negtiv wodogrelaionship - merged btwee VMV and the 
oontracter. ­

~nI .&Of$ the MAWD required that am n 44qth,. 1"nCutq"
"aiMn" ~stratqY'bepreps Aly the ?*'@sntqy ?zSling Naeage
This i4dapt was bspu in de.Wlp.n a lse",t strategy, amd 

V1is
Mdentiya tIina anap oat audisn"O'', Mils 
this. omtW Idid haVe WM-s PSepared&*uminzt.~fti

Searlier In: thbe S~t.1 uaz rostrgg*stw adomev the'ndt" w"i 
MrosIt 0 long period, at time tAhat'.the logo Omrs.. wMr
 

O.sRn..# tm; the" ri
~ noau 0 0000 nllaved bV'.uW a
shaft 14EId 0.1 N to 4vf" ,t 0S15 (8) 134P S4i- the ~~ 
oft vess nrA l the talmet audionse ima fashimMU
Mihers was a p tilrY powt rasp a"Mrem the wie"t soft")
 

MW M*-term Evalvation polnts ofttat- PttJat psa$~
 

itb %iiit' e trws anm usasrepfec"Vta
?reUMn~wm fa' SenMt e statesr ",t e esb&evaluat ng twomn &A.9in m - ihthn hleaqatiathat1 -h wit th 
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system was not adequately developed to determine whether or not the 
program was on target: i.e., as far as the 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 3-4 people were coming from within one
 
organization, etc.
 

Monitori-" and evaluation systems are a management tool that 

assist in cht Ing the status of the project in order to keep it 
focused. The absence of this system is likely to have been one 

reason why the project veered off from the objectives of the 
project paper. 

1K. lNri'lTvTIoNAlixZATION AND ;U.TAINABILITY 

As stated in the Mid-term Evaluation, the original design of 
:WAMDI called for closie collaboration with :;wai inIstitutions and 
with the :waz 11and Int I tuto of MaIn'l(lemnrit and Putb ic 
Adxriniitr.ition (S;IM|'A) . A d' ciniion was made in the early staiges of 
the project not to collaborate with !;IMIA until it reisolved certain 
or'janI-1tionAl 5s5LIO-J. With the deciluon not to work with ;IMPA, 
the whc2l i. :iu of traininq in.tituticn ttuil ding w.s; effectively 
put on hold. At that poiit, tho foc'ts of the prov) ct Shifted to an 
Ill-aervice t riniIn strategly within the minllatry using 
organizatlonal davelopent and traininq-of-trainers techniques. 
This was Intlndked to stren(then ministry capacity to plan for 
training and to provide a 1 irltd c.a[)aclty for manAgement training 
I n-houtio. 

Tralilng Institution C.apability 

Now, an a ecsult of til proiram, to what extent to any of the 

aimi lAr lovtelz or tz iianitoj (I dtoe thle mlnt,13ty hIla an, increaso 
Capt)lilIty o )lanl for trairil I and prr vldo a lmit1ed amount of 
m,1 IlaJe ezt t t a 10lt ,.) I 0-l ft1se 

rxa. lf'avoI uiftlt 
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people at that level. Part or the reason for inviting Harvard was
 
to provide an "international standard" for the Principal
 
Secretaries.
 

Members of the local training institutions also attended the
 
"kickoff" proqram, but were not involved in any way in co-dolivery 
of the proqram. Therefore, ewrept for what was received by being 
a partici )ant in the program, when those consultants went back to 
the U.S. so did the capability for that level of traininq. 

Throuoh-out the life of the program, the local institutions 
were encouraqed to collaborate with one another, but there is no 
indication that an attempt was made to match-up any Of the in­
country traininq Institutions w.th those outside resourcus so that 
a collaborative effort could be made to strunjthen the capability 
of the in-country institution in conjunction with delivorinq the 
t ra I n I no. 

Althoutjh all of tho traInq inutitutlon rIdlatotd that they 
(jainad ioru 1,t1 lelo t t fr(c. and a l rzu. iat d pa -ticipat In SWAMDp, 
nonu of thein InAl cate l a capaL:ity 1)oyond that which tthey had t)trore 
the pro )oct. 

GoverruRent of :waziland Capability 

Throujh the 1in- Country t rla 1n11 c oC onlea nt ailtl the 
orqanizational developmnt effort or SWAMI', the minitriesi have 
qa1nad moma irl":e',Ai od cap,4)bility Il identify i q tr iiinIO neodtn and 
developlinj traInl ,j plants, ,,ut ther is a very llmito oap.t)illity. 
if any, to deillvr manaome mnt tralnitiq slmilar to that j)rovidt(-o 
ut.6or ;WA'P (i:.auel on evaluat loll liltervews Iowna'e* ;e~t a;in 
work*I.,+pn) , 

Curtatnt ,, 12".0 nitiistl ICC liol~ot for .1114 lel I'var :'Mes i1-1i'tou 
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--V. 

SAdequaoy And ODIreation of TrsSAiIW Activities In Light Of 
Prjc oals A Objeot$Ys. 

copnn in~all dveoe .Ino thepr om htwas en iidi 
the Orco oPaper. ,sxyevnpercent of the course* (37) were 
4.2 isw. during',that time In which 51 percent of the total'taLned 

latin prtiipaed appoxiatey. 53 participants -' a
u"lat d 7 prsons). During that time, te nuber of 9rs 

and the number of participants for exeeded, previous, years. and
brought the quantitative total* for the propam past the projected 

<Courses were designed in moftlar session which allwed people
to take 3 related aeqrses, Egt peren of the qastLohnalr
respondents indicated thev attne mwtP.S couses (modules)
durin th, 1555/90,prraaj Key members of the leadership cadre 
critical mass of at least 3-4 doLetnsae from- scatec 
organisations. Returned participant training persons were also
identified~a part of the tarpt msdenoes, 

@verwheimnglye th Mm vnEItraL"pprtL*LUha4a felt they
benefitted from Wotrelq thW adwereI9~ireceLive
elficientlLi their poeftles "s a reslt, of the

Al m -popleon akigemp ootu t 0;
0 "t~nso 0"Na I her matter*he - I

*vItoteIPojchuf M avnee ineewGtzy 
tra~~rlLAW4d~ttoo andstrte n 1,968, and mM.ya 

h ti#/e 
create a crtical mas either bortseoafty or vrLcULWT~h 
the length or tUme hs bentee s"er to itInss t tMp of, 
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'Any, individual ore gau ml mw~xWeae n-h 
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Another tatt that "ndreftly t "th 

Assste is OGG ---- -­



ofth 	 proqrwwrl~tve to th oj.ect objecttvo. 'unt~l; 101I*, a 

ekiFAturned ri I~ to~Inl%.t t I 

teye 	 Wd 1e ther ~ targeted,r th Nii0 peifiall 

data wee not, available, tbat-,% provide iteomationp aasto *b 

4peial atedd4 rg' ro btOraiain 	 a ae 

&Mesed Om4n1WWre. W 1hi XD-Costq ft*inig as 	 AM Nt 

Idnifigtraining eeods and bas'qt~Ln there.. ha 
boa major taue thxenqtsoat the life 	 In the*atuu~et* 

s.a1iYears of the projeat, puxtisnta for train Iv~~: were 
. 

IdenteS mve often based on their reainhp t tir
mmasvisor or soeone ws jut assigned to attend. In ess Gas"# " 

saet fe itheet an Use. as to wbat the 
pegs.. 	was to get out of the ourse., In trying to deal -with this 

"" 

emtho Dowe 6 0 44 planmer Va, hired t wor 
"4'4" 	 ti4e't Raer~to apiloie foOMMQf etablish 

*Wsoeftmea" of te truM0to bey. a greater uu~ 
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xntrntw4u covelopments the Internatioinal Mngmn
Dae~ t~Instituate of the University of ittbuyn > 12 

Athough, loo)'oIntittion* Wers used for the training 9~ a 
eaeeLtevet_ t trl I he reason Car this 

l not based the potential for delivering a h gsewiitym on 
iolof training tha what the? had doing In the past. (VMSa&me

hav bote pocesIt therwas anitent at sataiag up alocal' 
Insittionvwth a U.8.-beeed In tito o the oa pupos
of trenth5R 10v the oeaehilitr of the- local Iristition-t 

effectivl deliper sen~lomi wansit training.)
 
when2 th "Pa ~ty to deltvrswentm-evel manaement
 

trainin sw not evidast In the local Lastftutionso then outside 
firm vwr hired to deliver the Mrinin, There Was no Inditioft'i 
in the Uf*t.f the pWrpea that outside firms were hired to work
xMt loal fin.in delivering tasnnrq and tbewetores 
st -- ahninq thi a pability to deliver the typeoat traismin
'off*re ia r SWP* Wei was an ort"wI f loot With"nti 
mrea,= espeaially since the ministre (inoitding ODWA) do not 
havi the capability - or the budget - for develping o elivering
similar levels ot menamt traiai". 
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*Cessistent reeponses scam tans evaluation Intewviewe"e,
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tratnin cosponent. The system should "4 used 48 %n 4-9oent* tool 
to 4nalmt in keepinq toe pro)ect on trock, vhich wds 4 probtld in 

SWAMDP. 

A reeommoenU4 4ata collection for* for the in-country trsiing 
courses is:
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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
 
entry below)
 

I NAME SEX ADDRESS/ EMPLOYER POSITIO PREV. PREV. 
(F) TELEPHON / %,I'D 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: 

Nane of the course and the dates.
 

All other courses previously offered (with a code for each
 
course title).
 

aj~lQ (in full).
 

aex.
 

A sr. and telenhone number (residence).
 

Employe (code for public, private, parastatal).
 

EQsitL" (grade or level as appropriate). 

Frevious Part i 'iant training_9_nqr.
 

Previous in-country trainina oroarams (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" nf 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 ptoject. 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. 

Miscel laneous
 

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. Several 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 and 
Public Service, Mbabane, Swaziland, June, 1990. 

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

"December 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 Human Re!ource vgf , Swaziland Government, 
Ministry of Labour and Public Service, August 1, 1989. 

"In-Country Training Strategy 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 Center For Public EnterivLen2QYA iQ n 
Countries: Guide To EvaluatiQgnL__TrainIng, by Lloyd A. Stanley. 
Published by the International Center for Public Enterprises in 
Developing Countries, Titova 104, 61109 Ljubljana, Yugoslavia 
(1987).
 

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

"Materials for SWANDI, Impact Evaluation," Lists of Training &
 
Personnel Officers, List of In-Country Training Activities, Volumes
 
I and II, compiled by TransCentury, October 1990.
 

"Mid-Term Evaluation of the Swaziland Manpower Development
 
Project," (SWAMDP: Proj,-ct 1645-0218) Volume 1I of II, prepared for
 
USAID/Swaziland by: Johii C. Williams, et al., November 1908.
 

National Development Plan, Government of the Kingdon of !.waziland,
 
1983/84; 1907/89.
 

"Newsletter of the Federation of Swaziland Employers," Inoue No. 7,
 
August 1990.
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"November Monthly 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 SwazilandLansly, "Women on Sunday," "flow business
 
women develop themselves," Sunday, September 2, 1990.
 

The Time2sLgf S1Zi,1ix , "Mbingo resists move to. Works," Wednesday,
 
November 7, 1990.
 

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

Tri3n Ladn Ministry of Labour and Public 
Service, Mbabano, Swaziland, 10 November 1989. 

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

"Workplan and Budget for Eleven Months and 16 Days Extension, 15 
January 1990 - 31 December 1990," submitted by TransCentury 
Corporation, Revised 2 April 1990. 
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LIST OF CONTACTS FOR THE IN-COUNTRY TRAINING COMPONENT
 

USAID 

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
 

TransCenturv
 

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
 

Governme __qf ___,wziI n 

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. Personnel Officer, Min. of Labour and
 
Public Service
 
Ms. Ennut S. Nkambule, Act. Under Secty. and Train. Cfficer, Min.
 
of
 

of Works and Communications
 
Mr. It. J. Simalane, Principal Personnel Officer, Ministry of
 
Education
 
Mr. Peter Mtetwa, Under Secretary, Ministry of Justice
 
Mr. Rodgers Matanbula, Training Manager, Ministry of Agriculture
Mr. Jabulanj G. Kunene, Und,!: Secretary, Ministry of Education 
Mr. Mathanda Patrick Mazibuko, Dir. of Ind. and Voc. Training, Min.
 
of Lab.
 
Mr. Linda If.Zwane, Dir. of Ind. and Voc. Training, Min. of Labour
 
Ms. Dud. Dlamini, Personnel Assistant, Ministry of Labour
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Parafstata12
 

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 Mattig, Training Manager, Usutu Pulp
 
Mr. Musa Musi, Training Manager, Inyoni Yami Swazi. Irrigation
 
Scheme
 
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, Swazi 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 Plarcations
 

Traininci Officers/Supervisoryworkshop
 

P. Z. Msibi, Department of Taxes
 
R. M. Simelane, Central Statistical Office
 
J. M. B. Nkambule, Labour and Public Service
 
Dudu Dlamini, Labour and Public Service
 
Mumly Musi, Labour and Public Service
 
Elliot J. Sihlongonyane, Treasury
 
Nqaba Madeko, Health 
Mumly Mathunjusa, Institute of Health Services 
Jane Diamini, Tinkhundla 
N. S. Tsela, Geology
 
S. N. Maphanga, Geology
 
N. T. Shongwa, Health
 
K. P. Manuso, Natural Resources
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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 ware 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 participants, From the 160 names, approximately 69 names
 
were selected 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
 
representative sample of in-country training participants because
 
of the data that was available. Some constraints to collecting 
accurate or relevant data were:
 

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

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

3. Prior to 1989, each attendance list was recorded
 
differently. In some cases, there was only a name without any
 
reference to whether or not the participant was from the public or
 
private sectors or a parastatal. Most of the time, addresses were
 
neither provided for follow-up, employers were not listed, nor was 
the sex of the participant indicated. Little or no information was 
provided about whether or not the in-country training participant 
was also a returned participant training person. 

4. From some time in 1988 or early 1989, records for each
 
course were kept with a little more consistency and some aggregate
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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 tables such as the 
one in December ware prepared for all the courses. 

5. Data actually available were course lists of an estimated 
1,200 in-country tralning participants. From these lists, the 
names of in-country trai;ning participants could be obtained,
 
although all of them could not be traced because of an absence, if
 
many ca:;es, 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
 

A. 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 prompt 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 ____ Age __ 

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

4. PRESENT EMPLOYER:
 

Organization Dept.
 

Position/Rank ___ ___v
 

(GOS _) Parastata V) .(Prtvat
 

5. EMPLOYER AT TIME OF TRAINING:
 

Organisation .. . . . . .. ept. _
 

Position/Rank
 
(GOS ) (Patastatal - ) -(Privt 

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

Course Completed
 
YES NO
 

Computer Familiarization
 
June 28 - July 1, 1985 
Oct. 24 • ?, 1985
 
May 16 18, 1986
 
June 20 22. 1986 
May 15 - 1?, 1981
 
May 13 - 15, 1988 
April 29 - May 1. 1989 - i I 

May 11 • 13, 1990 - -

Computer Concepti 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 Iraining Retreat
 

June 6, 1990
 

Management Skills for
 
Principal Secretaries
 

Jan. 10 - 12, 1989
 

Management/OD
 
Grade Level 24 Unit
 
Module One
 

May 28 - June 1, 1990
 
Module TwJ
 

July JO - Aug. 3. 1990
 
Module Ihr',
 

'opt. 10 - 14, 1990
 

Grade l.,ve'l 26 Unit
 
Modul e Ono,
 

June 18 - 22, 1990
 
Module Two
 

Aug. 6 10. 1990
 

Mtna(;em,,nt/0)D Unit two 
Modu l e One 

March 10 - 17, 1989 
Modu l, Teo 

June 4 - 9, 1989 
ModuIrI hree
 

Sept !0 15. 1989
 
ModuleI|o)ur
 

Aug. IJ ,. 1990
 

Supervl.ory "Okill/0
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Unit Three
 
Module One
 

April 23 - 28, 1989
 
Module Two
 

Module Three
 
July 30 - Aug. 4, 1989
 

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
 

Module Three
 
Aug. 20 - 25, 1989
 

Nov. 12 - 17, 1989
 

Training Officers inManagement
 
Functions: Unit Five/
 
Module One
 

April 2 7, 1989
 
Module Two
 

Module Thre-

June 4 9, 1989
 

Sept. 10 - 15, 1989
 

Training of Trainers for
 
SIPTM Members by DEMS
 

July 25 - 27, 1988
 

Human Resources Momt./OD
 
Unit Four
 
Module One
 

May I - 12, 1909
 
Module Two
 

Module Three--

July 2 - 7. 1989
 

Oct. 8 - 13, 1989
 

Seminar on Handbook For Hulan
 
Resource Development
 

February 9 - 13. 1987
 
March 16 • 70, 1987 - "
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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
 
Personnel
 

March 28 - April 8, 1988
 

Community Dev. Certificate Course
 
Module One
 

March 6 - 31, 1989
 
Module Two
 

Module Three
 
June 5 - 30, 1989
 

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?
 

It. (Please write/print clearly and use the back of the
 
questionnaire for additional conments.)
 

1. IF YOU CHANGED POSITIONS (OR EMPLOYERS) SINCE THE IRAINING, TO WHAT EXTENT 
DID YOUR INCREASED KNOWLEDGE/SKILL CONTRIBUTE THE CHANGE (please give examples): 

2. HOW WAS/IS IH[ TRAINING RELEVANT r0 YOUR EMPLOYMENT (please give examples): 

IF THE TRAINING WAS NOT RELEVANT, PLEASE )I SCu';S WHY: 

3. TO WHAT IXIfNT WIPE/ARE YOU ABLE 10 APPlY 10 YOUR WORK ENVIRONMENT THE 
IDEAS AND TECHNIQUIS THAI YOU I(APNE0) (plcast (ive exampves.: 

W[RI/AR(E fIIRE ANY CONSIRAINIS WHICH PREVENTED) YOU FROM APPLYING THE 

74
 



KNOWLEDGE/SKILLS IN THE WORKPLACE AS YOU WOULD HAVE LIKED?
 

ARE YOU PRESENTLY APPLYING IN THE WORKPLACE THE KNOWLEDGE/SKILLS ACQUIRED FROM
 

TRAINING? PLEASE COMMENT:
 

COURSE DESIGNED TO ENCOURAGE YOUR PARTICIPATION
 

THROUGH THE USE OF CASE STUDIES OR SMALL GROUP SESSIONS:
 
4a. TO WHAT EXTENT WAS THE 


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 :;VE [AAMPLES:
 

S. TO 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
 

SINGLE DISCRETE
 
PROGRAMS (please ch,,:k as appropriate)? PLEASE COMMENT:
 

DO YOU PREFEP A SERIES OF RELATED COURSES or 


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

8. HAVE YOU TRANSFERRED THE KNOWLEDGE/SKILLS ACQUIRED FROM THE TRAINING TO
 
OTHERS IN THE WORKPLACE (e.g., through seminars, presentations, in-service
 
tralning, written reports, etc.)?
 
YES NO PLEASE GIVE EXAMPLES AND DISCUSS:
 

9. WHEN YOU RECEIVED YOUR TRAINING, U10 OTHERS FROM YOUR ORGANIZATION ALSO
 
ATTEND? YES NO. PERSONS? NO 
HAVE OTHERS FPoM YOUR ORGANIZATION ATTENDED IHE USAID-SPONSORED TRAININGS AT 
OTHER TIMES? YfS NO. PERSONS? NO 

10. HAVE YCJ RECOMMENDID IHE TRAINING COURSIS TO OTHERS? 
YES NO 

11. BIIDFS ACQUIRING NEW KNOWLDGE/SKILLS, WERE THERE ANY OTH4ER BENEFITS 
DERIVED FROM TiHE TRAINING? YES NO PLEASE COMMENT: 

12. WHAT SUGGESTIONS DO YOU HAVE TO IMPROVE THE OVERALL EFFECTIVENESS OF THE 

IN-COUNTRY TRAINING PROGRAMS?
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THANK YOU FOR YOUR COOPERATION INCOMPLETING
 
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.
 

Returned Questionnaires
 

Females Ret.Part.Train.
 

Private 16 (1) (5)
 
Parastatal 6 (2) (0)
 
Public 12 (4) 1.
 

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 I course each.
 
1989 - 6 people took 3 courses each and
 

1 person took 2 courses
 
1990 - 4 people took 4 courses each,
 

I person took 3 courses, and
 
2 people took 2 courses each
 

Parastatal
 

1986 - 1 person took I course
 
1989 - 3 people took 3 courses and
 

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

Public
 

5 people took courses spread out the life of the project:
 
I 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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I person took 1 course in 1989 and 2 courses in 1990
 
I person took 1 course In 1986 and 2 courses in 1990
 
1 person took 1 course in 1988, 4 courses in 1989 and
 

I course in 1990
 

1989 - 9 people took 3 courses and
 
I person took 6 courses
 

1990 - 4 people took 3 courses
 

The extent to which participants participated in the selection of the
 
course (module)?
 

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 qLestion.
 

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 Lrajning?
 

41 (l0%) responded that the training was relevant to their
 
jobs.
 

Question 3. Th A iAgn wipshidas/technlotes weapplied in the
 

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

18 (44%) of the respondents indicated constraints to iplYir
 
what they learned for the following reasons:
 

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

culture.
 

- Shortage of qualified personnel.
 
- Difference In the language of the trained and
 

untrained.
 

* Time spent incomputer traininy was too short.
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- 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 in the
 

line 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 ideas.
 

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

36 (88r,) indicated they were applying at least some of 

the skills from the workshop.
 

4 (10%) indicated they were not applying the skills. 

1 (2%) did not respond. 

Quest ion 4a. A, A Jrt r ri~ii.Qln toncQ 

40 (98%) Indicated yes; 2 (21) did not respond. 

Question 4b, n whchLr.inw_ nu tj!fuU 1!jfl_ jt fj 

36 (88%) indicated yes; 4 (10%) Indicated no; and I (Z%) 
did not respond. 

Question 5. Lvngth..CQor',( ) 

14 (34%) indicated that the course was Adequate; 27 
(66%) indicated thut the course was too short. mostly 
because It was too intense or because it was not enough 
time to absorb new concepts and Ideas. 
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Question 6. Modular vs. Single 0iscrete Courses
 

8 (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.
 

Quest ion 8. jMfrrjjknqwItIqfwP r 1IC2
 

30 (73%) indicated yes; 11 (27%) indicated no.
 
Most of the skill transforence was in the form of a
 
report of the workshop to the supervisor or through
 
informal discussions with staff/co-workers.
 

Question 9. Lwhen 	 you did 

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

Question 10. .ud~d h 

33 (80%) indicated yes; 4 (10%) indicated no; 4 (10%) did
 
not respond.
 

Question 11. QI jnttArydfrqmnq~r~in12 

39 (95%) indicated yes; 2 (5%) indicated no.
 
Primary benefit was meetinq other GOS personnel and
 
exposure to people from private and parastatal organizations.
 

Question 12, 5t1g ng' 

follow up rofules should be made available. 

some the 	 ones of modules %hould be on subject. 

two or three of -y line managers -.hould be sent. 

handout% And cae 5tu;i,.a hould be distributed before 
the course roiurnei and participants should be notified
 
in lood time to attend a course; no last minute rush. 

* 	traininij proqJr-. .hould be relevant to trAinlnj needs 
uf the t'iuntry, 

should be extended to senlor manaqer. In the private sector at it 
is with Principal ecretaries. 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 (SWAMOP) 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 enable 
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 pioperly catered for. 

- extend time for participants to acquire more knowledge/skills and 
be ina 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 so on with follow-up courses every two years. 

- organize courses for all cadre in one year so that all 
can understand what Isexpected of you at work. 

bosses should be trained as well.
 

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

the courses should be maintained and the MOL should
 
be directly Involved.
 

suggest follow-up activities of each module done to ssilst
 
implementation of action 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. In-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 inorder 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-tralning, during training and
 
post-training issues. The format was open discussion of questions. 5"_ of the
 
group responses and recommendations were as follows:
 

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
 
Avertisement, but got an "ok" from his supervisor first.
 

A public sector emnployee 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 one office that 
anyone can go to see what courses might be available. Therefore. THERE IS A 
STRONG RECOMMENDATION THAT A PHYSICAL FACILITY (AN OFFICE) WITHIN TiE MINISTRY 
OF LABOUR BE ESTABLISHED W)IFPE ANYONE FROM PUBLIC, PRIVATE OR PARASTATAL 
ORGANIZATIONS CAN GO TO REVIEW LISTINGS OF AVAILABLE COURSES FROM DONOR AGENCIES, 
IN-HOUSE PROGRAMS. TRAINING INSTIIUTIONS, ETC. 

2. SHOULD THE SELECTION BE BASED ON ORGANIZATIONAL OR INDIVIDUAL NEEDS?
 

RESPONSES
 

Both.
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DURING THE COURSE
 

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 also 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.
 

RECOMMENDArIONS
 

Carefully determine the audience before developing the course and get In­
put from the potential trainees before developing the course.
 

In training programs for junior 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." Itwas too intense to retain all the
 
information that was provided in that time period.
 

RECOMMENDATION
 

Either lengthen the course or decreAse the amount of material to be covered 
in that timeframe. 

Module% are a qood idea with an approximate one month lapse between 
modules.
 

3. WAS IT A REVIEW OR NEW MATERIAL?
 

RESPONSE
 

Some of the in-country training participants had been participant training 
persons and received degrees in the subJect are& of the In-country training.
Therefore, for them it was a rew ew. They were mixed inwith others with limited 
backgrounds. 

RECOMIENDATION
 

Continue to mix the programs with people who have different levels of 
experience. 
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1. WHAT FOLLOW-UP WAS PROVIDED, IFANY?
 

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 inthe course, but when they were submitted to 
the trainers, the plans were not returned. The trainees wanted them returned and 
with critical conments as to how valid they were or were not. Inthe module that 
followed, there was a different trainer and no time was spent reviewing the 
action plans from the previous module. 

RECOMMENDAI ION
 

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' 

RECOMMENPAT ION
 

Some time following the end of a course (or several modules), have a one­
day workshop in which you invite all of the participants to review action plans 
and discuss constraints in implementation, 

Letters should be sent to the supervisor or other top management stating
 
that employee X has completed a course and developed an action plan to be 
implemented in the workplace, this would alert top-management thAt proposed 
chAn(e% may be torthcom n l And ,oie support mi(jht be (gained from the manager's 
level
 

3. ', IN H,Ut1 tRAINING A POSIEIL[ fOLLOW-UP VIHICL[? 

The 1401.;hjuld have been more involved in Implementing the In-country 

trainin) pr(;rai .o that they learned what was involved 

RI COMMI NUAI ION 

Vfe, where enoutgh pv(ople from one orfjgnizatlon have attended workthop$, a 
one-day In-haut.e work.hop (ould be developed to (over (ommuni(ation skills. 

4. IMPALI ON TIlORGANIAHION? 

RHPONif 

If you are the only one trained, itIs too difficult to make change within 
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the organization.
 

5. HOW MANY (AND WHO) NEED T 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.
 

RECOMMENDATION
 

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

6. HAVE Il[ "PS SiMINARS HELPED?
 

RESPONSE
 

Not enouh ti'. ha yot pj,.tvd to determine if the seminars have made any
 
change.
 

The PSs and other top manaqers need the training because sometimes they
 
have risen to the top without much training.
 

7. WOULD "MIXIU LVILS" WORK?
 

RES ONAS
 

yes, sone mixed levels would work depending on the topic. for example, a
 
workshop on line management comunication might work with top level management
 
and their subordinates, There should be a mix of policy and line management
 
people.
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IN-COUNTRY TRAINING . APPENDIX B
 

IN-COUNTRY TRAINING PROGRAM COURSE STATISTICS
 

SUWARY OF IN-COUNTRY TRAINING PROGRAM COURSE STATISTICS
 

TOTAL 	COURSES 2 7 6 3 25 12 55 
PERCENTAGES 4!. 131 11. 5. 45. 22*, 1o0 

(TOTAL PARTICIPANTS) (72) (134) (213) (55) (460) (193) (1127)
 
PERCENTAGES 6% 12,W 19. 51. 41% 11% 100%
 

NUMBER OF COURSES / YEAR PRESENTED'
 
L~Pin tg.Apintil
 

2Lm 	 a§ Az Le 1 M TOTALS 

COURSE TITLE
 

Computer F4mit11r.? 2 2 1 1 1 1 8
 
(3 {1ay) (72) (44) (33) (22) (9) (19) (199)
 

I c .Jttr kom etpt 	 II 
tfur M~n4,;tr (18) 	 (18)
 

(4 : yi) 

Trio dat.a wAiU ,olU.octot trom mtareiAl provideJ by 
,"r.inCo:ltury1red /101,/-)o. The tl.uroci Ara Alpproximate Owe to the 
,havc 1 .iib I &tey or fiat . 4wii mr mu 1son may n ide I Ihueifiaot in,, 
t hea cV4 I i4t I on orro's vi I 1i a few c1sa ze±m.1 In1min Alsuo, the 
11C4t w~ noat miurt iliont. to~ Ida~i -'-rATc Ifitojz ion af;uut the 

il rc -) ;"-p o, %t!c!"'IcA c(mruots tho trajioacy Atrm~tic 
Vhlrt) They att~IcIt, !?aI~i~eIa ' n of Thea kr'larirI4tIon tr093 
Which thaiy o T.ltat! t!K '' III jp.a I iIIT (mcef~.a iI(i Al Jandil 

Thot~o '-i tza vot I tti1c. ir (ir to) di.iztula tor 
Part ic~ipanLt 'Arai nint Va rons xAny 1acion n o'f t h I mpict af 
those courses wil liehin the J I': lp.srit 16r. iin in' 4,ortionent of th Ic 
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Min. of Labour & 

Public Service Computer 

Training
 
(? days)
 

Min. of Labour & 

Public Service OD 

Training Retreat
 
(3 days)
 

Follow-up Training 

Retreat (1 day) 


Traininq of Trainers
 
for (SIPIM) Swazi Inst. 

Personnel & Training
 
ManaJ(ement (3 days) 

S, nminr on indbook for 
Hu,7'an R,. ourcv Otv. 
(3 tlayt) 

Mir. of 'Wockr& T le. 
,er'tIn;l i.,lt. Proced. 

(? days) 

Min. of AUric. &
Coops. Ir. Mqmnt. 

(30 days ') 

U.ic( 'Ulr ,M~}rt.(s : . )(72) 


M rt 'Aill% for 
Prin, ;pI ',, t s 
(I LI
'. 

Mnit , G)O Un it One 
C(rrkilt L,'+ . '4 IS:!( d&Y )
ModuJ e~ I 

M,,d 1 ' 

Modlule )3 

KiMt iOO - Unit Two 

2 2 
(8) (8) 

1 1 
(24) (24) 

1 1 
(18) (18) 

(16) (16) 

3 4 7 
(66) (?) (66) 

(113) (113) 

1 
?l 

1
l ? 

4 4 (72) 

1 i 
(37) (37) 

I 1 
(23)
I 

(23)
I 

(23) (23) 

(19) (19) 

(22) (n2) 
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(6 days)
 
Module 1 


Module 2 


Module 3 


Module 4 


Supervis. Skilly/OD -
Unit Three (6 days)
 
Module 1 


Module 2 


Human lies. Mqmt./OD -
Unit Four (6 days)
 
Module I 


Module 2 


Module I 


Train. Officers in
 
Mgmt. - Unit Five
 
(6 days) 
Module 1 


Module 2 


Module J 

FrnAnci.il M(Imt. & Control 
S;killu for Princ. :;ecretaries -
Unit Six (4 days) 

Fin.incial MWit. & Control
 
,;kill* - tnit !,even (6 days)
 
Module I 


ModuaI1 2 


M.1Ilo I 


Cx"i I t 	 torp I hoIjot :;am. 

'rlc;p.l :; reta ries -


Ulit orol, .(4 dy.1) 

.Santor Comm. Dov. 

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

1 	 1
 
(22) 	 (22)
 
1 	 1
 
(20) 	 (20)
 

1 	 1
 
(26) 	 (26)
 
1 	 1
 
(21) 	 (21)
 
1 	 1
 
(20) 	 (20)
 

1 	 1
 
(25) 	 (25)
1 	 1
 
(25) (25)
 
1 1
 
(22) 	 (22)
 

1 	 1
 
(15) 	 (15) 

1 	 1
 
(24) 	 (24)
 

1
 
(24) 	 (24)
 
1 	 1
 
(23) 	 (23) 
I 	 I
 
(17) 	 (17) 
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Personnel (10 days) (17) (17)
 

Comm. Oev. Cert. Course
 
(25 days)
 
Module 1 1 I
 

(20) (20)
 
Module 2 1 1
 

(24) (24)
 
Module 3 1 1
 

(24) (24)
 

Super./Gen. Mgmt. Skills for 1 I
 
Senior Comm. Dev. Officers (?) (?)
 
(11 days)
 

TOTAL COURSES 2 7 6 3 25 12 55
 
(TOTAL PARTICIPANTS)$ (72) (134) (213) (55) (460) (193) (1127)
 

I Thin to the number of participants (the 4ctual nuWwbe ot 

people are tr fewer 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:
 

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

o 	 Encouraqe an increased level of participation in development
 
activities on the part of traditional leaders and rural women's
 
associations;
 

o 	 Expand, both qualitatively and quantitatively, the institutional
 
capacity of the Connunity Development Section (CD) and the Home
 
Economics Section (E) to conduct workshops and other kinds of
 
training activiti,'s for traditional leaders and rural women's
 
associations;
 

and
 

o 	 Improve cOM.unications between male extension workers and women's
 
organizations.
 

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

o 	 At least 150 traditional leaders (chiefs, indvunas, and so on) will 
have participated in more than one development-oriented seminar, 
workshop, or obte'rvatlon visit within or outside Swa:iland. 

let mr-'".bre will 
attondrl rorro than one devt Iopmnt -orlcntd .vminar, course, or 

o At .t 15O , ot rural wo,*n s asuciation% have 

f nl lj 	,.e"'}O
nt h~t Iufl. 

The scope of work l. r the ; r,-.vnt ,valuat'on i- to focu-, on overall impact of 
traditional setor trailninj. with most v-mphast on training by the Home Economics 
(KE) secti on of the Mini-,try of A()riculture and Cooperatives (MOAC), since 
traIning irpact of (J.-unity OeveI opment (LD) ',d recently benefitted from a 
three-month eaIuat iun.' 

Groen, E., ocnl Leaderi and: flyplpovn Training in 
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SECTION 1: HOME ECONOMICS
 

QUANTITY AND CHARACTERISTICS OF POPULATION TRAINED
 

Note on Zenzele Organizations
 

Zenzele (*do ityourself") groups are self-help rural women's organizations
 
that have been described by R. Hitchcock and other consultants to SWAMOP, WID,
 
and related womens' projects. Suffice itto 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, etc.); 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 inrecent years, much of it attributable to the SWAMOP project, as
 
documented inthis report.
 

The shift in training emphasis is a direct result of needs expressed by
 
women themselves early inthe project. The expressed needs happened to coincide
 
with a growing interest inassisting 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).
 

Zenzele 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
 
husbands to provide income, or sufficient income, appear to be attracted to
 
Zenzele.
 

Zenzele organizations 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 ParticipantL Trined
 

During the i fe of project. 0 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 JndiLUyjU has not been disaggregated 

10 	 Data for HE and CD are compiled through Sept. 1990. The final
 

figures will be slightly higher.
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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 SWAMOP.
 

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. There 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) "traditional 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 Upiradinq
 

There are 42 employees in the Home Economics section of the MOAC: 7 at
 
headquarters in Mbabane, 11 in Manzini region, 9 inHhohho, 7 in Lubombo and 8
 
inShislweni (See Appendix D for breakdown of job categories). 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 aditonaliy skilled and involved in promoting a variety of income­
generating and small business skills and activities.
 

Under SWAMOP sponsorship, the Principal Home Economics Officer completed
 
a TOT course inMombassa, 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 Histo f Traininn U M__L;gngmc
 

Training for rural Swazis began sooner under the Home Economics (HE)

division of the MOAC than under the Community Development (CD) division of
 

Green, E. 

PevelQEDMenL 'Iuitj . 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 Economics 
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 Trining Under Home EconQajc 

Training for rural Swazis began 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; (3) 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
 
invariable and inflexible. Training content focused on
 
traditional areas of home economics such as childcare, nutrition,
 
hygiene, sanitation, and cooking. There was little emphasis on
 
imparting income-generating or small business skills. 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 (T,;!,) ind 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/Washington's 
shift in focus during the 1980s. 

Early training under 11E (1986-7) was in organizational
 
skills (how to form and administer a Zenzele group; how to 
maintain records, handle finances, etc) . Another focus was on 
imparting certain technical skills such as blockmaklng (after 
cyclone Demoina much rebuilding and repair wits needed), water jar 
making, beekeeping, and sisAl basketmaking. No business or 
marketing skills were taught at this stage, and the didactic, 
lecture mode of training predominated. Only local resources ware 
used in training. 

Zenzele womon themselves exprenusd intereat in incom.­
generation as a topic and an ictivity, and in learnin-by-fQjfln 
an well as nJCMQ[I:lratz1Un as training methoda. At this point the 
Traditional Sector :;pecialint requested help tailoring HE 
training more to the exprsseud needs of Zenzala woman. An 
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assessment was conducted by Gala Cook in June, 1986. HE expressed 
and interest in general skill upgrading, leadership and business 
skills, skill upgrading in agriculture and nutrition (reflecting 
the mandate of their division within the MOAC). With the help of
 
HE senior staff, Cook developed a plan for upgrading and
 
augmenting the training skills of HE staff 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 work 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 ToLoto Home Industries sub.;equently 
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 supervisors during the 
period when newly-trained HEO's taught leadership skills to 
Zenzelo groups nationwide.
 

Tototo's approach to teaching business skills to non- or 
semi-literate African women is to first teach them *leadership 
skills" as a foundation for starting and operating a business. 
The training content consists essentially of applied behavioral 
science, including group dynamics, human relations, understanding 
and recognizing character and personality traits, and selecting 
group leaders who exhibit effective leadership traits. Such an 
approach to teaching basic business skills grew out of experience 
in Kenya and II: staff in :waziland have coma to endorse it. An 
important In redie.nt in the success of this appioach in 
Swaziland, as evidence below tocumunts, is the extent to which it 
has been developed ind m xified for African& by Africans, 
including the usu of examples familiar to Swazin. 

In November 190A a World Education coruultant was in 
Swaziland while Tototo hold a two-weak workahop known as Business
;kills I. Following this, trom Februar 1919 to November 1909, HE 

extension workers conducted workshops for Zenzele women In the 
business skills they themselves had learned In November. Note 
that some leadarship t ramninq win still on-going and th.tt neither 
l eadership nor i llti ning all s thebu;sinc sk tra reached grou at 
sama time. Indaed, at this writing, leadership in still being 
taught to t|roupa who have not had the coursa or who naed 
refre.hor t'nininq be¢fora emlarklwtg upon IHtsine tek Ills I or I . 
It msay be useful to think of training as preceding in waves that 
svept over !;wnzIl.nd reaching the most accessible groups first 
and the least accesslble last or perhaps never. 

"4
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Just an Tototo found in Kenya, business skills proved harder 
to teach in Swaziland than leadership skills. Not all HE 
extension workers were able to grasp the concepts equally well. 
In November 1989, exactly a year after Business Skills I, 
training in the more advanced Business Skills II commenced. 
Again, after a week of planning with HE staff, there was a two­
week TOT workshop for HE extension workers. An IW consultant, 
Kevin Cane, was in country to assist, as was Alvina Xatua of 
Tototo. Matua found that some Zenzele groups in Hhohho had 
failed to understand some of the important concepts taught under 

leadarahip training, therefore &a had repeat workshops in 

leadership training for these groups before Tototo would proceed 
to business skills training. 

It was Tototo's basic educational aim to develop women's
 
self-confidence, (roup self-reliance and a sense of
 
responsibility. The teaching method was very participatory and
 
quite unlike HE's didactic approach to training prior to Tototo's
 
TOT. Zenzele women responded enthusiastically to participatory
 
training, as documented elnewhere in the present report.
 

By lhusinesu Skills I, ToLoto recommended developing a core 
staff of HE extunsion workers able to teach business skills to
 
other fiE staff and to Zenzele women directly. The first step was 

to identify IE. staff that could easily grasp business concepts 
and who showed potenti,' as business trainers. Tototo staff, the 
principal ie officer, and other HE staff were able to easily 
identify 6 HIOn of this sort. They were sent to Mombasa, Kenya 
in April 1990 for a two-week exposure tour, followed by one week
 
in Nairobi. The "Kenya Six" were further exposed to Osavings 
clubs* that had been started by women in Kenya. They also 
learned about %trAteflieb Kenyan women hlad used to elicit sui)port 
from local chieft for the uavings clubs. 

Upon returning to Swaziland, the Kenya !ix redes igned "how­
to-do-it" savings club materials from Kenya, and a.dapted them to 
Swaziland. Then in the first week of October 1190, nearly all 

HEOs were tralnod In savings club operation and how to trait 
Zentele women in their formation. The Kenya !;ix trained their 
fellow fit' officers, who In turn helped redesitn Kenya savings 
club xaterials further--to better tailor them to rural 1wa:i 
needa.
 

Tototo'S training in Kenya In considered by all (fEi, !WAMDP, 
UfAID, the tra i neec themelven and Zonzeale women who benefitted 
dircct1y or Inditectly from training from the Kenya '4Ix) to have 
been a very worthwhile experience. 

Yolluvinq tJ!AID's suggestion, the current evaluation focumns 
more in impact -.Inc:e the mid-term evaluation (1907) than prior to 
itt therefore much of the evaluation to concerned with the Tototo 



!and Tototo-style training that began in late 1987.
 

IMPACT OF TRADITIONAL SECTOR TRAINING
 

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

It should be noted that rural women are organized in groups
 
other than those known as Zenzele. They may belong to named or adL
 
h1, un-named collectives or cooperatives engaged in some ningle­
purpose economic activity such as commercial gardening. Thu:ie 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
 
some 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 Savings Clubs);
 
indeed a number of Zenzelo groups evolved out of these. It seems
 
that the extent of organization of rural Swazi women has not been
 
adequately researched. In any case, lie has trained women both in
 
and out of Zenzela. An full evaluation of HE training impact
 
ought to look beyond Zenzeles, although we lacked time to do
 
this.
 

METHODS 

In spite of severe time limitations, a pre-coded 
questionnaire was employed as an interview schedule in order to 
quantify the responses of women in Zenzele groups throughout 
;waziland. An opportunistic, representative but non-random sample 
of 120 wcmen was achieved in the time allotted. This "isurvey" ran 
concurrently with the in-depth, focus-(Iroup type of interviewing 
corductud ny the M!;Z consultant. !;urvoy Interviewerm consisted of 
two experlenced etumeratorm trmined briefly and supervised by the 
conultant. Interviews ware in :;Iovatl. The questionnaire can be 
found in Annex A.
 

A random selection process was considered, using ir.'s most 
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current list of trained Zenzels groups as a sampling 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 it should be since regions represent arbitrary 

political boundaries while ecological zone 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 
course this introduced a bias. In particular, information on 

Zenzele groups cannot be 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 easily reached.
 

On the other hand, we avoided the pitfall of allowing Home 
Economics Officers (11EOs) chose which groups to interview, as was
 

the "random selection" process followed in the 1988 mid-term
 
evaluation followup.12 We also used interpreters, when
 
necessary, who had no connection with Home Economics.
 

Field interviews were conducted with Ill women belonging to
 

37 Zenzele groups: 34 (311) in Hhohho, 23 (211) in Manzini, ]7
 

(33%) in Lubombo, and 17 (15%) in Shisulwani. (Breakdown by
 

ecological zone unavailable at present).
 

The consultant employed a highly-experIenced
 
interpreter/interviewer--one that he had worked with successfully 
on previous occasions--rather than let HEOs filter incoming 
information to the evaluator, as alit happened in the 1988 survey 
of Zenzale women. In the present effort, |EOs were totally absent 
during group interviews. 

Group discuasions wore led by the interpratc-/interviewer, 
with guidance and inputn from the consultant, with :3 Zenzela 
groups in all regions and ecological zones of Swaziland. Focus 
group discussion methoda were to some extent used, such na 
guiding discnussion around general topics and encouraging 
diversity of opinion in order to explore more than one dimension 

' TransCentury Corp., Zynzele and olomakhaya: the ImPact of 
tiainifl2anyitzIM£t3. Kbabana, July 15, 1988, p. 2. 
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of an issue. 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.
 

Interviews with GOS and Donor Representatives 

on a six-weak consultancy, COS and donor (or private sector) 
representatives are usually the only source of information for 
the visiting consultant. Since it was important to obtain 
information directly from trained Zenzele women, and since 
empirical behavioral and attitudinal data is time-consuming to 
collect, we had to sacrifice time spent with GOS and donor 
representaitives. Some of tt'ese %crc ,,,,ot, :sF- 2,2V with 
ABIEOs, but there had to be a trade-off in order to obtain field­
based data.
 

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

FINDINGS
 

Several consultant reports since 1984 have suggested that 
there are, or were, 200 ZUnzele groups nationwide. That was the 
rough estimate given by If. in 1984, in response to a request from 
USAID. In 19137 IHitchcock a&nd Dludlu conducted a field census and 
dil'covered III" extant Zenzole groups." The present conultant 
was liven .1 nuppotiedly conpliete list of Zenzale groups in 1990, 
compiled by i, lioad(qua rtur . The li it contained 116 groups. 

We suspectod that the l ist (lid not In fact rupreoent a 
complete inventory of functionin( zenzale (Iroups so we sought the 
lists compiled and maintai.ed by the llandicranfts section of the 
Ministry of Commerce, Industry and Tourirs. Lists were obtainable 
for three of swaziland's fur regions. Even those were 
acknowledged to be Incompl(te and not up-to-date. In perhaps the 
most complete record, that of hohho, there appear to be 71 
functioninq Zenzelo qroups if one draws from the lists of both HE 
and II.ind1i:rafts (itP: hld Il td only )2 (groups.) :;Imilar 
procitdures yield 32 names for :;hsI lwenl (20 iinted by III') and 68 

It IILtchcock, R.K. and r... bludlu, . 
_____ L ~k1nft ~ . Rej2rt on the n no ~4 n's Prolect 

G'ryt. UMAID/nwAziland and MOAC/:conosics, October 1907, 11.15. 
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for Manzini (43 listed by HE).
 

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

A note on Zenzele names is in order for anyone counting 
groups. Judging by lists of groups from both liE and 
Commerce/Hlandicrarts, Zenzele groups are named after the 
community they are from. But we found that every Zenzele group 
has a descriptive, "actlon-term" name like "Making a Living," 
"Rise Up Women!" or "lBegln a little at i time." Reforring to 
Zenzele groups by place names appears Just to be for the 
convenience of lIE and other non-local people. 

Related to the number and the growth of Zenzelc groups, in 
the 1987 survey of Zenzele groups Hitchcock and Dludlu report 
that 44% of groups surveyed reported being formed since 1981, or 
within six years of the survey, and this is taken as evidence of 
the recent growth and proliferation of Zenzele groups."' This 
may be true but we would inject a cautionary note. We also found 
many Zenzale groups that reported they "began" in the pant five 
or so years. :Since many of these groups had accomplishud more 
things than one would expe:t for groups so young, we probed the 
origins of these organizations. In virtually all cauea, the 
groups had grown out of earlier Zenzele groups. As a tJyjtlt- and 
I22baallP change over the years, Zenzele nlt:11 often change as 

well. When we asked when a Zenzele group was first started, women
 
often gave us the year the group took on its most recent name and 
activity focus. When we probed further we found the group may in
 
fact be the most recent incarnation of a group that goes back 
10,15 or 20 years.
 

We found an mean average of 27 members p r Zenzela group. 

functlQniriu Q fZ1~~ 

We asked two quentionci In our nurvey because they were asked 

14 Hitchcock and Dludlu gVicit, 1987: 15 
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in the 1987 survey of Zenzele groups,i 5 which can serve am a 
Sartial baseline for measuring changes which might be 
ttributable to project impact. The first concerned how often the 
-espondent's Zenzele group meats. In the present survey, 17% 
;eported meeting once a week, 134 met twice monthly, and 70% met 
less often than once a month. In 1987 it was reported that 
eatings were "usually weekly,O although no data was presented. 

The second repeat question called for a subjective 
assessment of attendance at their Zazale metings. In our 
survey, 98% described attendance as usatisfactory,' with the 

remaining 2% calling them Opoor." In 1987, 32% said high; 49% 
said satisfactory: and 15% said poor. '1

It is hard to know what to make of these differences. It may
 
be that the use of Home Economics extension workers as 
interviewers in 1987 biased responses positively. On the other 
hand, it may he that there are some problems in the functioning 
of Zenzele groups. In fact there is 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 workers. As rural women themselves told 
us, there are endogenous factors such as (1) local disputes that 
lead to factionalim and disharmony within the group; (2) 
community or husband demands on womens' time such that Zenzele 
participation is limited; (3) local woman may be "lazy" (a term 
often used by Zenzcle women) or at least not willing to devote
 

much time to Zenzale activities until participation can be shown 
to result in tangible and quickly-achieved rewards.
 

There is also some evidence of HE extension workers meeting 
less regularly with their assigned Zenzele groups. This problem 
is discussed In the next section. 

As noted in an earlier senction, Zenzele women tend to be in 
their 40's and 0's. Women in focus groulps commented that it Is 
difficult recruitino youngar women because they tend to be "under 
the thumbs" of their husbands and, presumably, mothers-in-law. 
Groups closer to towns say that younger woman might hold jobs and 
therefore not be interested in the income-generating appeal of 
Zenzale. Re(arding the former coment, it should be reco(Inize.i 
that "Ilberatinog" as Zenzele membership may be, a rural woman 
must be sufficiently emancipated from the control of her husband 
and affinal family to even join and participate in Zenzele 
activities, which may well require time spent away from home and 
soma me.saure of economic Independence. S:everal groups observed 
that they would -ventually "dle out" if they could not recruit 

I Hitchock and 11.dlu, ( -p 

16 H1itchcock and O)udlu, V._,IL 1987, p. 17 
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younger members. One group (Nqoqola) tried to lower joining fees
 
to attract younger members, but to no avail. They then held a
 
sewing course--for a tee-in their Zenzele workshop. Again, no now
 
members. Said one group officer, OThey Will come it we hold a
 
se'ino course. They just don't like our other activities."
 

Zenzole members mentioned problema of attracting women of
 
any age to Zenzele in some &roam. Since virtually all groups
 
began with what we have termed traditional home economics
 
concerns (childcare, sanitation, hygiene) it would appear that
 
the firut to join Zanzalo are the more renponnible wom-n, that in 
those with a greater sense of group and family responsibility. 
Groups often have to PjnQ/Ite economic success in order to 
attract other women in the community. Some groups actually lose 
membership while atrugglinq through the economic growing pains of 
finding a viable income-generating niche. One such group, the 
Enjabuleni Women:' Piqs Project in Maphalaleni, saw their 
membership decline from 22 to 10 members between 19635-90 while 
the pig pro)ect utur ered variou set-backs in getting started. 
For example, the fir-;t pig pen was made using traditional mUd and 
stick mater la1s. The p its quickly tore this down and rian lose, 
causing much con rusion and disappointment among Zenelzts and 
neighbors alike. 

Some Zenzele women speak with bitterness about women in their 
communities whom they describe an constitu:ionally incipable of 
hard work, cooperation and delaying gratification. "They wait 
until we do the hard work, then they want to reap the rewards." 
The topic of attracting women to Zenzele--and keeping them-­
deserves further exploration through qualitative research. A 
number of women observed that the Tototo-btyla training of the 
past two yeart han beeft to popular and useful (see below) as to 
keep women in .ten+.le who otheriv ise would have droppod out. 
Indeed it has attractcl new women to .enzole. 

Information on this topic proved very difficult to ascertain 
by survey mthdtds. .enzale women were very reluctant to nay 
anything critic..i .sh ut their .ielgned Assistant lloma Economics 
officer (AIi:L), appar-ntly becauste; (1) rural !;wazi women--at 
least before the experlence of "leadership traininq*--tend to be 
non-assertiva, p.nsalve in the face of authority and obelient: (2) 
rural woman fea r l<otin<q their AILO inc a poor AIMWO rnay be 
regardod as buttr than i1oAMIEOt and ()) alienation of ond'a MI0 
may threaten inclunon in training worknhop. In .iddition thare Ia 
the "African Couttluy P|o*|Inuoe ihanomnon of Intarviewcou 
telling intei-vi awa: what they tlinok they want to hear; Iili 
bedevils rellabillity and validity in all surveys. 

We found avidence of the abiova. empecially in one of the two 
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proups covered by both the questionnaire and the in-depth, focus­
group discussions. It was only during the end of the second hour
 
of discussion that anything at all critical began to emerge. By
 
the end ot the session, it emerged that the AJIIEO almost never
 
visits the group any more (this was later confirmed by other
 
means). Prior to this discovery, memJbers of this group had been
 
interviewed individually and all of them reported that their AHEO
 
visited "frequently.0 The same survey results were obtained in a
 
second community. Again, late in the discussion group session it
 
emerged that the AJIrO almost never visits professionally, but she
 
had 1kntja-ed (sworn allegiance to the local chief) there, and
 
the women were loathe to criticize a new neighbor and a potential
 
link to government largesse.
 

Thus we should be moat skeptical of the survey finding that 
97% of women reported *frequent" visits from their AJIEO, with 
only 3% reporting "infrequent" visits. Related survey questions 
may be more reliable since there was more diversity in answers. 
For example whun asked about contact with aail extension workers, 
20% said "frequent;" .1%said "occasional;" and 71% said "nevr." 
This is in line with qualitative findinjs in 1984 that Zenzole 
women have very little contact with male extension workers." It 
may also be evidence of improvement in this regard durinq the 
past six years because 30% reported contact with male extension 
workers, most of these on a frequent basis. 

The survey also sought information on the type of extension
 
worker with which Zenzele women had most frequent contact. Most,
 
but not all zonzole women seemed able to distinguish between
 
several types of extension workers. Not surprisingly, 84% said
 
bgIr)a3juay or AIEOs: 14% said other (male) extension workers 
from the Ministry of Agriculture and Cooperatives; and 2% said 
"other" (one muntioneld a woman from the private family planning 
as Oci,.t I un I'IA:;. 

To berqin with nurvey findings, results were perhaps 
predictab'y positive. Yur example, 92% of respondeonts claimed 
they learned somethlnq of importance in an lIE-sponsored workshop: 
t% said they did riot and 1% worn not aute. Moat of the non­
podit vo respondents wern in fact at their first )IFworkshop. 

When Aaked what of imp)rtance was leirned, there was some 
rniirje antid varlation of re-sponno, as ieen in Table 1. It In 
_linific.int. that a plurality of women mitioneid tiaditiondl hone 

tn:;AlDt IwA~.I/1and.* babAne: 19114. 
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economics subjects such as childcare, nutrition, sanitation and
 
the like. This shows that in spite of Zenzele womens' oft­
repeated need to earn income, not to mention HE's emphasis in
 
income-generation in its training since 1987, rural women still
 
find topics related to health and basic quality of life both
 
interesting and useful.
 

TABLE 1 

MOST USEFUL THINGS LEARNED IN WORKSHOP 

(Multiple responses recorded) 

TopicFregency Valid Percent 

Childcars, hygiene,
 
sanitation, traditional
 
home economics topics 49 35%
 

Working together, group
 
dynamics, leadership 44 31%
 

Cooking 19 13%
 

Business and marketing 7 5%
 

Handicrafts 5 4% 

Sewing, knitting 5 4% 

Jam making 5 4% 

Misc. 
(sum) 

-A 
142 

Oi 
100% (rounded) 

In the next murvey quastion we asked women if they had 
become involved in any activity, project or group as a result of 
anything learned in a workshop. Fully 951 reported they had and 
most or all of the remaining 51 happened to be at their first 
workshop when interviowed. We then asked what activity they had 
become involved in. Responats are grouped in TAble 2. 

Data from a nurvey of Zenzale women in 1907 are available
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or purposes of comparison-"' Where comparable data from 1987
 
re available they are included in Table 2. It should be noted
 
hat sampling in the present survey is biased 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 were 
ollected among a large proportion of the Ztn&j2 associations in 

.he country."" Therefore, this survey must have been based on a 
larger sample than the present one, although -he authors 
commented that their interviewers were unable to reach some of
 
the more remote Zenzele groups. It seems likely that the
 
populations surveyed may not be too different 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 percentages
 
from that report. The wider range of income-generating reflects 
the larger sample of Zenzele groups from the 1987 survey and the 
fact that cortain activities .re concentrated by geographic area. 
Indeed, we encountered activities such as hog raising and 
soapmaking in the interviews with Zenzele women who were not 
covered in the survey |phase of our research. 

Is Hitchcock, R.K. and F.S. Dludlu, RUr.j_12waZiYQ~qnjf 

USAID/;waziland and MOAC/Irconomics, October 1917. (Two versions of 
this report exist, one dated aint the other undated yet containing 
Many tables not a.vailaIbls in the first. Th data used in table 2 
come from Table I In the undLited report.) 

if 1Hitchcock and DlItilI .I2 ,it 1917:1) 
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TABLE 2
 

ACTIVITY DIRECTLY RESULTING FROM TRAINING
 
Comparison between 1990 and 1987
 

(Multiple responses recorded)
 2IZComparison
AciiyFreauency ai % 197 


Sewing, knitting 53 26% 16% 

Handicrafts 50 25% 18% 

Commercial gardening 24 12% 5%' 

Poultry 18 9% 7% 

Beekeeping 18 9% .001% 

Cooking 14 7% (NA) 

Water tanks 13 6% (NA) 

Brickmaking 6 3% .06% 

Candlemaking 3 1% (NA) 

Carpentry 2 it (NA) 

Misc. I 

(sum) 203 100% (rounded)
 

* The comparable 1987 survey category under income-generating
 
activity was "vegetables." Rural Swazi women tend to think of
 
commercial gardening an vegetable gardening as distinct from
 
fruit tree cultivation or such larger-scale commercial
 
agricultural activitiout an cotton firming. 

** "NA"- not available 

We see that there is a wide ranqe of activities that Zenzele 
women have become involved in. and that in all casen there has 
boon an incruaso in activity since 1987 where comparable data 
exist. Hero and alsewhore it in impossiblo to factor out the 
influence of other organizations 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
 
ecome involved in as a result of something learned in a Home
 
conomics workshop. Virtually everyone not attending their first
 
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
 
important area of training rural women to become involved in the
 
.ery activities they themselves reported they wanted to become
 
*involved in at project start-up, namely income-generation.
 

LeadershiD Training
 

Turning next to qualitative research findings, there is 
7 vidence of considerable impact of both "leadership" and business 
training. 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 seems to have introduced a method 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 demonstrations. Secondly it relies on games, parables,
 
puzzles, caricatures of human traits using aninil examples, other 
forms of humor, etc. This approtch appears unique.y well-suited 
to rural Africans who lack formal education. Zenzale women 
attempting to pass along their knowledge to other women have 
round that they them'elves munt use these methods, otherwise they 
risk boring their audience, or--and this is significant-­
alienating women who don't like to see their piers "acting as if 
they now know more than us just because thuylve had a week of 
training," as nome women put it. 

Before leaving the training methods, we ware struck by the 
easo with which women could recall details of stories, games, 
etc. used in the Tototo-atyle training--in one extreme case from 
women whose lasit mtnl cnly training had been two years previously. 
Clearly the examplei used in IIe workshops made a lastinq 
imprssion. We boliuvo this is because the sound training 
mathodol ogy dovlopv'd ovor tho years by World Education was 
tailored to African audiences by Tototo/Yunya. 

The primary purpose of loadership 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 shows that this purpose has been sufficiently realized.
 
Of perhaps "ore 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." Previously, 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 dissolution.
 

Leadership training has given women enhanced self-confidence
 
and while this may be difficult to measure, it is nevertheless-­
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 effectively with husbands 
and teen-age children. Problems better dealt with nowadays 
included handling money within the family, family alcohol
 
problems, and teen-age 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 introduced using familiar 

animals to burlesque certain character types. For example, 
giraffes illustrate supercilious or condescending people who look 
down on others; tortoises are slow and lazy and only pop out of 
their shells when its harvest time and they wish to reap the 
rewards of others; and rabbits are unreliable, flighty and for 
some reason known to be gossips. A number of women commented that 
%.henthey heard undesirable traits held up for public ridicule-­
and saw illustrative dramas enacted--they began to reflect on 
their own character traits. This was followed by attempts to 

improve their own characters. 

Womr of one group observed that since leadership training, 
there is ie-im pride and pretense evident among Zenzale members. 
In the words of one, "We realize that we're all equal and I 
notice we're now more open with each other." 

Women also gave evidence that leadership training hais helped 

them select positive leadurship qualities in their candidates for 
Zenzale leadarship positions ("We don't want giraffasu"). It has 
also helped inatitute democratic elections for Zenzole office. 

We may ohserve at this Juncture that social egalitarianism, 

107 



emocratic elections, and the greater empowerment of women are
 
11 somewhat 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 society.
 

Several women commented that they would like to become more
 
elf-sufficidnt and less economically dependent on their
 
usbands. Since this is contrary to traditional patterns, a
 

measure of self-confidence is prerequisite, an4 this in 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 accusations at her husband. She can now look
 
at the problem more objectively and propose rational solutions,
 
as she learned to do in HE workshops. This approach has earned 
the respect of her husband, since he is subjected to less 
"nagging," he benefits fuium his wife's practical solutions to 
family problems, and even his financial burdens are mitigated 
when his wife contributes Zonzele-earned cash to the family 
budget. 

Women wont on to say that Increased self-confidence from 
training has inclined them toward offering constructive advice in 
their communities. Previously they would have kept quite. 

In sum, "leadership* training has not only provided rural 
women the prerequisite nkills for venturing into business, it has 
Also helped develop their human potential in a very general and 
fundamental way. 

Vloint'n Ti~aiii 

There hau boan pu)uct impact in the area of training rural 
women to become involved in the very activities they themselves
 
reported they wanted to become involved in at project start-up, 
namely income-qneratlon and small business entarprise. Proqrass 
in this area has beon uneven, is would be expacted. 

There are some promising 'nuCcent stories that appear 
Iarrlely attributnbl- to piroj,t-.c aupport*el , ra'i&i ,, aw~As1 ,Ia 

the Znrzela group at. Mhl.ileni (Manzini) raised VlO,o00 over a 
sevan year per I A in ot der to bholid a market a1ong the t .r road 
iear Matnapha . Th y nit: t la!d with a donor (the EEC) to prov ide 
a oriugated tin toof, but they paid for all other aterialn and 
did the conatruction tThmeeives. The new market han 64 Mtalls, 
And with only 42 4cn:ule slaarm thin group In In A positlon to 
rent out stAlla to non-membor women, which can add to the Income 
they will earn trom 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,O00 through the Zenzele
 
group and E2,715 through the savings club whose membership
 
largely overlaps with the Zenzele group) for the downpayment on a
 
Shell gas station franchise. The means by which E1O,OO and E6,000
 
were raised are described in the Savings Club section, below. At
 
the time of interviewing, letters from the EEC, the Lubombo
 
Regional Officer and others endorsing the sclvency and viability
 
of the zenzele group had been sent to Shell Oil. The Regional
 

initial feasibility study,
20
Handicrafts Officer had drawn up an 


and Shall was to conduct an on-site feasibility inspection within
 

the week. The Zenzele group plans to begin by selling diesel oil
 
(which is cheaper) until they have earned enough money to sll 
patrol. 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 Inc ue-generatinq activities 
of Zenzele groups. Lt is a taxable, fottal-sector business. 

Another group, the AsIbumunye Nlojola Lunzele Market Association, 
is perhaps leas outstandinq but more typical in the success women 
have achieved. Like many 'enzele groups, their first savings 
project was to build what is generally called a workahed. This 
group decided to build their workshed along the Manzlni-Sitaki 
Road. members of this association live on homesteads some 
distance frcm the road and they have to commute to reach their 
workshed. Put they recognized the advantage of the roadaite. 

The workshed hau several income-qernratlnq functions: part of it 
rents out as a lteachcol, part as an adult literacy claus, part 
as a sewinq .laszo(n. The workshop also serves au a wholesaler 
market for handlcrirt, the women make themselves. A roadside 
restaurant is currontly beInq developed. The first three 
activities, in .d4,dtion to .arninq money for the Zenzele group, 
qualify as humn.an re ource development act ivities that halp 
emancipate wt(.en in patticul ar from what &Qiht be termed aconClic 
and power marlinailty. 

In the three xax|pi ue ibjva, the wo=en had saved mcnay and 
establiuhed 4 joint banrk account before )W: traininq in savi s 

.0 Ndotn thi posit iVe lenaflt of cooperation between Itr and the 
Ministry of Cimmr,*a, Ht.Iit,1craftta division. The two 1t2Oa who have 
been involved 't is .-enael-a roup were not too proud to arsk theaith 
ilandicraft;* officer for hel p in an Area they smuspected he had more 
Comptenrce (utirness fe.albillty analysis), *nd the Handicvafts 
Officer did not feal too copaetitive Yi.:_YL-,II£E to attempt help 
of this sort. Unfortunately exanples of this sort of cooperation 
appear not t..) be widt-opread. 
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clubs, and in this regard they are atypical of Zenzele groups.
 
However, these women and those in other groups who have made
 
relatively large investments, usually report that it was the
 
leadership and business training that gave them the confidence as
 
well as the technical and organizational skills to make the
 
investments in the first place. Such testimony, along with the
 
historical record of a npurt of Income generation and small
 
business start-up during end 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 struqqling to find an income­
generating activity that turns a profit. 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, there are "trained" groups who whether due to 
inadequacies in tralni.79 or to local infrastructural, economic or 
other constraints do not feel they have achieved success despite 
their efforts. Some women seem to need more training in assessing 
marketability of items for sale, compotition from other sellors, 
optimal outlets for selling, placing realistic value to their own 
labor, and related i.re.s or retail. All of these topics are 
covered In IIItrailnnq, nut not all women grasp the training 
easily, nor for that matter do all liE trainers understand the 
material or teach it equally well. 

For example one Zonzole group in Ezulwinl sews items suitable for 
sale to tourists. These womein are well-situated for much 
retailing since their workshop is about 100 motors from the 
E:ulwini Valley road ind very cloue to well-established tourist 
souvenir and handicraft stalls. Yet they do not sell sewn items 
along this road nor do they iadvertize. They appear to alply 
hope protipective cuatomers will somohow learn of their existence, 
discover their work:;hp on a side road, and find how much lower 
their prices- ara th.an at the tourist stands. In tact, many of 
their Ite-ma are priced too low to yield a profit. 

Another example iu t.aken from our fleldnotes and while edited, 
will I)e quoted at t,ma lengith because several problems and 
constrainta facing zon:ole groups are illustrated. The group In 
fr(m Ma fucua (1A4()Lm=Io 140g ion) and the cao study is presonted as 
Annex r. W mse from this Case th.at: 

- 54e'ular ccnt ac! with an iIrextension worker rcianInS 
Imp)rt.ant for several reas'aons 

- rnd*JenuuM uch m difact orn aLcom:nu ty organIl *ation, 
tactionallm or ftt,.tf are ls Important In 
determining suc:os or failure of Zontelo groups and 
isngele Intome-generating efforts; 
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Infrastructural and other constraints also help
 
determine Zenzele economic succeass
 

Zenzeles 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"
 
wowan) to Zanzela unleas at least one income-generating
 
project is actually showing a profit.
 

However uneven the impact of training, it seems evident that an
 
important process has begun (or significantly accelerated under
 
the project): rural women are gaining the requisite self­
confidence and 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 is encouraging and shows
 
that women are sufficiently motivated to try a second or third
 
enterprise if the first fails. In Shiselweni, women sing a
 
Zenzele song which reminds them of the full range of income­
generating possibilities. For example, if fish farming fails,
 
beekeeping might work. The song is said to combat discouragement.
 

When we asked survey respondents if workshops could be improved,
 
every respondent said yes. When asked how, 83 asked for more
 
hands-on experience, learning-by-doing or role playing: and 13%
 
asked for more workuhops or longer workshops. These findings
 
should not be interpreted as criticism of training as lIE is now
 
carrying it out. It i rather an endorsement of participatory
 
training and an expression of heightened "demand* for more
 
training of this sort.
 

Qualitative resaarch supports the finding that women much prefer 
what might be called participatory, experiential learning to the 
old lucture method. rurtheruorm HE trainers greatly prefer the 
former. The consultant and his assistant attended segments of 
three workshops and observed role-plying and other participatory 
learning metho i. In conversation with two lIi:Os after one 
workshop, they s,,oke enthusiastically of the Tototo training they 
received. They said it gave 111:rO a more effective method of 
training Zantele women. They formerly relied on the stalling 
methodO (formal lecture), but nov they use role playing, story 
telling, gamas, etc. in order to elicit ideas, suggentions and 
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6eneral participation from trainees themelves. The HEOs
 
recognized that trainees, whether HEOs or Zenzele women, should
 
not passively accept whatever trainers tell them.
 

Multiplier Effect
 

Two types of multiplier effect were hoped for in liE's training 
effort. One is that women who have attended a workshop will
 
transmit their training to women in their home communities,
 
beginning with--but not limited to--women in their own Zanzelo
 
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 gr Q= 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
 
dramatization, games, role-playing, parables and other
 
p,'rticipatory methods taught in H4E workshops since 1988. Several 
w men spoke on this point at a workshop attended by the 
I '.luator. It emerged that attending a HE workshop can cause 
-,nsentment among Zenzele members back home who were not fortunate 
oiough to attend. Non-attendees may accuse attendees of "thinking 
iney're better or smarter" for having had some training. 
Trainers at this workshop emphasized that the leadership training 
these women have had provides strategies for overcoming 
recalcitrance of this sort. They urged, "Use what you have 
learned. Use games, role-playing and other things that the women 
will enjoy. Use creative and non-threatening ways to pass on what 
you have learned. There should be learning by doing, not 
telling."
 

The Zenzelo women atgreed that this is the bout way to trasmit 
learning, but not all felt they were sufficiently confide-,t or
 
competent to handle participatory1 training. We encountered this
 
attitude among women in other groups aS well. llowever, the first 
type of multiplier effect is stAll occurring according to the
 
testimony of women we encountered who had not attended a workshop
 
(at least an 11E workshop since 1900), yet had learned some of the 
content of Tototo-type training. Tototo training is relatively 
easy to identify when distinctive content--nuch as use of African 
animals to burlesque human personality tr.ts--in referred to. 

The second type of multiplier effect should be more difficult to 
achieve since it involven groupa training (groups over a several­
day pericxl, requiring organization, commitment, financial and 
other resources, and sufficient demand on the part of the traine 
group--not to mention sufficient skills and *oIf-cunfidonce on 
the part of the zenzale 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
 
constraints: 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
 
eventually found evidence of group-to-group transmission in
 
Manzini and particularly in Shiselweni regions.21 Sections from
 
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
 
work.
 

11/1/90, Multiplier Effect in Action (Shiselweni)
 

Mrs. A. Twale, a Zenzele member from Nkoneni, is part of a
 
group that has had handicraft and leadership training.
 
After leadership training, certain members of her group wore
 
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 for the Zenzele trainers, along with their
 
accommodation, food and tea, was at first paid for by the HE
 
office in Nhlanqano, 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 gro:p accommodates
 
the trainers in their homesteads in the community during the
 
5 day period in which workshops take place. The AJEO
 
provides them supervision and sleeps over in the community
 
with the "= Q1Qjltva," the volunteer trainers.
 

It was noted that training sessions are kept uncomplicated,
 
such as dispensing with the customary practice in Swaziland
 
of a GOS official opening or closing the workshop. Wo asked
 
how the workshops are going in general. Mrs. Twalo said that
 
the first day is always the best attended, in part because
 
there's plenty of drama and role-playing. Overall, sho fools
 
the training is working. She and other trainers in her
 
Zenzele group have even trained women do an evaluation for
 
the training effectiveness, as occurs in HE-conducted
 
workshops. Twale and her friends have "taught many groups
 
...at least five this year includinq Zombodze and faraway
 
Lavumlsa.
 

%1 Such evidence may well exist in other regions, but we
 

lacked time for an exhaustive survey of examples of this type of
 
multiplier effect. Still, our impression was that this most
 
significant impact of SWAMDP-oupported training was mosat devoloped
 
in Shiselweni.
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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 traineri. Workshop expenses such as busfare and
 
food have been provided both by the A/REO 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 now
 
group. The AJIEO opens the workshop, then sits 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 help close
 
the workshop. This has been going on for two years.
 

(Details of the above wore later confirmed by the Shiselweni
 
RJIEO, Sibongile Dlamini, and the AAIEO that has been active
 
with these groups, Ms. Matola).
 

We also learned of a group-to-group transmission in Manzini
 
region. The information derives from separate interviews with the 
Zenzele women who did the training, the AMEO assigned to this
 
group, and the AHEO formerly assigned to the region. The group is 
from the lowveld community of 14qogola and it is known as the 
"ijik2tZUjIYe Ngogola Zenzele MarKet Association." All seven 
trained women from this group went to eLwandle once for a 5-day 
workshop to train a second Zenzele group known as 
" _A.l~l k!XflflO" in leadership. Each of the seven took turns 
handling a day's training, and they all stayed at eLwandle for 
the 5 days. Busfare and possibly subsistence was provided by HE. 
(The AJIFOs were not sure about the subsistence, though they 
probably would have been had the local community provided it) . A 
IQil notable opened the workshop. The now-retired AHLO Mrs. 
Simelano checked on the group twice during the workshop, but 
other-wiso it was run by the first group. The workshop apparently 
occurred in 19k11. 

Unlike some of the Shiselwoni cases, it was the AJIEO, not the 
recipient community, who initiated the request for t'aining In 
our Manzini region example. The N'joqjola women commented, "She 
invited us to train eLwandlo." The workshop also required funding 
from HiE. For whatuvor reasons, the Nogola group has not trained 
other groups. 1Nvertheleus th Njgogola women believed their 
effort successful because the eJtwandle group "liked the training" 
and--far more tell ingly--this gIroup went on to train another new 
group known an (Cbegin flit fly lit) . All we could 
learn about thin third group in that they had a "I-day workshop. 

We also learnid that a Zenzalo group from Y.slkhaloni trained two 
other women's groupa "about a year ago," but we lacked nufficient 
time to track tie story down excopt to learn from th relevant 
AJIEO did the organizing and had costs reimbursed from !;WAMDP. 
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A note on motivation to train other groups: we asked members of 
one established and productive group whether they might be 
hesitant to pass on business-related training to another Zenzele 
group in their area that might later compete with them 
economically (this group was engaged 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." 

There is enough evidence from the above examples to outline the
 
components of a successful group-to-group training model, one
 
that appears from the evidence in at least Shiselweni to be self­
sustaining.
 

1. The "recipient group" initiates the request for training
 

2. Training benefits -ire viewed as sufficiently desirable
 
that the recipie;nt group in willing to pay for the costs
 
(busfare and subtiistence) of the- Zenzele trainers, and to
 
accommodate them adequately in locil homesteads.
 

3. Those serving as trainers from the "donor group" should 
be committed to Women in Development and the Tor process, 
and they should have the skills and self-confidence to ure 
participatory, engaging methods of training. 

4. Workshopu are kept simple and uncomplicated. For example 
it is not necessary to go the or ganizational/loisticil 
effort, and perhapu additional expense, to invite GO; 
officials to formally open And close a !-day workshop held 
by Zenzale women for Zanzale women. A local chief or other 
notable may be invited to beatow approval ,ind lend an added 
sense of importance to the occanion. 

The examples examined suggest that the above m(lAel Is fragile, 
that if one or more elements are not in place It night not work, 
at least in the sanse of being self-sustaining. For example, the 
Ajj cnjye Nqo ola Zonzelo Market Ansociation has not trained a 
group since the first attempt in I1JOB, possibly because the AH(IO 
played too active A role In initiat ig the training and taking 
care of the cout* through sWAMD)| resources. The gjo'jola group 
appeared to be vaitlng for something to happen, to be Initiated 
from outside the lot:ail commurity, to como from the iovern.efit. 

In our qualitative rabearch we encountered a case in which two 
Zenzele groups attempted group-to-group training, only to have
 

their efforts thwarted by the AILO. The case is worth describing
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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 serious 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 AIIEO 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 some experience in 
motivating women in other Zenzele groups, including Group a. 

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 women from Group A. At this point 
leaders from Group A presented the plan to their new AJIEO (the 
previous one was transferred to another region) . The AMIEO 
proceeded to erect bureaucratic obstacles to implementation of
 
the plan. She cautioned about transport problems. She asked why
 
Group A was trying to train this particular Zenzele group 
(situated halt an hour away by bus) when there were groups 
somewhat closer who had not been 'rained. 

Group A told the AHEO that Group B was willing to pay busfare, 
and in any case they had worked out an alternative arrangement
 
whereby FLAS would provide transport with their vehicle, since 
Group A was interested in including child-spacing messages in the 
leAdership training. (Group A commented to us that women cannot 
be active in incomu-generation nor even in Zenzalo if they're 
having babies every year.) The AIIEO then asked it the women 
thought about how they would transport and arrange for government 
ministry officials to open and close the workshop. It seemed to 
women from both Zenzele groups that whatever they proposed, the 
A1IO would present, inother obstacle. At time of interviewing, 
both groups had all but given up, and contact with the AHiEO had 
all but ceased. Actually the AHO had never visited Group B 
because, according to what she herself told us, "There is no 
transportation to the place:" "I have never been formally 
introduced to the community;" "They would need teaching aides and 
materials" and finally "(Tne Group 11 people) have no money, so it 
wouldn't work." 

It may be noted that from the donor viewpoint, the women In both 
Zeniele groupa were taking initiative and proctiedlng in exactly 
the right way, right down to the Addition of child-spacing 
motivation in the leadertship training. Yet their efforts were 
Apparently fzustratall by an AJILO who seemed unwIlng to keep the 
training effort simple and uncomplicated. The importane of the 
AEO--the lowest-nalarind extension worker Vt the periphery of 
liE--in fostering group-to-group Zenzele training only underscores 
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the fragility of the model and the need for Just the right type
 
of guidance and supervision from above.
 

Training relating to savings clubs (SCx) has occurred only
 
recently, and SCs are new in Swaziland with an exception noted
 

below. Following the initial training, four pilot savings clubs
 

were started, one in each region. They appear to have all started
 

in July 1990 or a few weeks later, therefore only three months
 
have elapsed at the time of evaluation (October 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 example, are known as . So the SC idea is not 
too alien. However e.;tablished revolving funds only pay for a few 
specified ritual occasions: individual members are not able to 

take out personal loans or indeed 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 NCO, Africa
 

Cooperative Action Trust (ACAT) has established a number of
 

savings clubs in Swaziland since seven SCs were started in
 

kaPhunqa in 1982.14 An ACAT-assisted SC is "...a
 
constitutionally organized group of people who meet regularly to
 
save money, receive training and organize development projects."
 

According to ACAT, there are presently 55 such clubs in 13
 

different communities in Swaziland. 

If some local Zenzelo women knew about SCu from ACAT, it appears 
to have been Tototo that first introduced ,;Cs to Home Economics. 
SCs fostered by work way. First of all, participatingiII: this 
women do not have to be members of Zenzele; they only have to 
want to be in the ;C. There ia a joining te and thereafter a 
monthly subscription fee. These amountu vary froui one SC to 
another, depending on the local availability of cash (cf. Table 
3). These funds go into a business account at a bank, and the 
acco-int can be used as collateral for a group loan. Individuals 
or groups wlthin the SC can take out loans for start-up funds or 
other business relatedl nee.ls on ,an an-needed basis. The amount of 
a loan is equivalent to the amount the individual or group has 
contributed up to that point. A tro.surer keeps careful account 
of individual contributIons. If too many women or groups want to 

" ACAT,r 
1.2212 
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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 tirst
 
roup(s) has borrowed and actually repaid the loan. Note the
 

mechacism of peer pressure on women to repay their loans so that
 
othcrs in their group may have their turn.
 

At least in the early stage of SC development, loans are expected
 
to be used for personal reasons such as special purchases or
 
emergencies--not for business investment. One women told us her
 
savin(s, club is "like the National Provident Fund" in that it
 
providas security in times of need such as when a women--or more
 
accurately, her family--needs money for school fees, funeral
 
expenses, or health care.
 

SC members are more inclined to put money in the SC account than 
in a revolving fund precioly because they are able tc withdraw 
it for per-tonal emergencies. (N. that if nothing else, SCs are 
encouraginq rural women to put more money in Swaziland's banks, 
which in itself in a stimulus to economic development.) The 
money that gjo.s Into 5Cs from Iv-rbers' monthly contributions 
seems to be money th.-t inilvidu.Al women had trouble saving in the 

past. It is money, as more than one woman put it, their husbands 
migit have ut5v for buyin'; beer. 

According to fucus groups, rural women had little previous 
experience with h'.inks. In the past they often hid around their 
homesteads any money they had earned. In interviews, SC members 
noted some advantages of opening a group as distinct from 
indivldu.! bank account. One is that with group contributions one 
has a larger deponilt. Another is that formalitles of opening an 
individual aCount 'Juch as need lIng a passport or other ID are 
waived wtit n one 1! p>art o a .jroup. Furthermore individual women 
don t hav to keep tr.ivul i In; ti.ck and forth to tho notar-est town 
to ma.ke th;po t-± . 

Suztl Zen e I t qroklj). hed '.OVIOiUsexpv riencu with banking, but 
even they u.i, l thit before the Totuto training banking and 
navings wero "a naihtm.ire." Note that :;wa: i law and custom has 
prevented idilv ltluai women from being able to take out bank loans 
without the writton c(asent of their husband. 

According to cur Intervlewu, : moeerls expected they might use 
col lectlve funds for cvommorr al invetment, for tne group after 
Sufflt:ilnt accumtulation of money. llst ofte-n there was no msnt ion 
of this p3tillhoone un11til we .ittke. 1F1ture Inventment Idoeas Included 
sttrt lg ticl ti7 oct, roads 4 and a.a lii), ,1 la restaurant, gas1 

at itton. Ihut ,III ',ib noted th.it they ari* "at, li young" and the 
.1.it ajq-.1I to hey ltinmt-1 e of :;Ci aippa.r be t 7 provplo place 

for ';w.s: I w(irn to kxep !thmIi n, stny(ar-,t whore the money 
will i' w adld enable w(m.Mn to buy things they need or simply 
want--l.ier Itenn which h.ve to ba tiavel for. It Ishooldn't be 
nUlprininI if uelf-interent (family Interest, that is) proven a 
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stronger motivation for individual women than group interest when
 
it comes to saving money. There is loss 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 Halindza (Lubombo region), had saved E2,715
 
($1,068) in the first three months. There are 46 members of this
 
SC, meaning that each member contributed an average of U59.02 in
 
three months, considerably mora than thn El00 per veer that women
 
are required to contribute as a minimal subscription (cf. Table
 
3).
 

Thirty members of this SC also belong to the Zenzele g:oup that
 
provided the foundation of the SC. Since 1988, the Zonzele group
 
has saved E3,000 ($1,181), also an impressive figure considering
 
the fund is non-refundable and amounts to venture capital. 

How are "unemployed" rural women able to save such amounts?
 
According to interviews with this SC as well as other Zenrele and
 
SC groups, members' husbands rarely contribute their own earnings
 
to womens' activities. Women make c.itributions from money they
 
themselves earn. For example, many or most husbands of the women
 
from Malindza (in the lowveld) are engaged in commercial cotton
 
farming. These men have come to recognize the value of their
 
wives belonging to Zenzele, so they have allocated part of their
 
cotton fields to their wives from which they can earn their own
 
money. Those women earn additional money from making and selling
 
bricks, making mealie storage jars, and organizing food bazaars
 
in which they sell their baked goods.
 

Similar accounts were given by other SC qroups. All SCs had
 
experience earning and baving money in existing Zenzele groups-­
indeed the Zenzeles were chosen as bases for the pilot SCs 
precisely because they were successful :n this regard (accordiiig 
to SC women themselves). These Zenzeles tiad found various ways to 
generate income. One group invested in a multi-purpose workshop. 
It now rents out space used for a pro-school, an adult literacy 
clanuroom, and a sewing classroom. The workshop also serves as a 
wholesaler market for handicrafts. The Ithohho group earns money 
by sewing and selling both school uniforms and t ya, the 
traditional aprons traditionally worn by married women. The SC 
in Manzini is divided into four subgroups, each of which invests 
El0 of group funds in a commercial venture (usually marketing 
vegetanles) and payq E12 back to the Zenzele fund within two 
months. This in the group already noted that raised 1:10,000 to 
build a rondside market. 

Women in this group commented that they wolid much rather the 
interest they pay on their "loan." go to themselves than to a 
bank. Fear of batik interest rates (and consequences it loans and 
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nterest are not repaid) was cited by other SC groups as reasons
 
why there had as yet been no serious discussion of taking out
 
Oank loans.
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TABLE 3
 
PILOT SAVINGS CLUBS 

Minimal 
Region H= 221.11iM Subscrip- Membership 

fee 1"Mn 

Lubombo 	 Tibokela Make E10 E8.33 per no. 46
 

fhohho Khutsalani Z5 £2 per mo. (50c 18 
Bomake fine for non­

payment) 

Shisul- Zombodze S.C. E20 ES per mo. 55
 
weni
 

Manzini 	 Umkuthendele E17 (NA) 42
 
Loqoba Women's
 
Savings Assn.
 

In theory, Swazi men can join savings clubs. Indeed, each of the 
four pilot qroups had one male member. Since this number was 
unvarying, one suupects they are "token" males. Indeed, woman 
made comments to us such as, "We don't want men in our groups;" 
"Men would bully uw:" "Women work harder:" "1lv don't diu;:riminate 
againut mon, Lut wo=,un .ru .ncouragedto )oin:" "Men boat their 
cheuts and are [ouay." (na woman in Shluelweni put it bluntly 
that "man would daitroy th uAvlnqin club." 

Still, this could chantle in th future. I;omo Individual mon 
recogInize an avonuo for economic advancement whon they ace one. 
Men who bolong to the pilot !:Cs ware unemployed yet motivated 
rural men who saw opportunities In ontorprion nuch an 
banketmaking and veqotabla marketinq, and they claimed not to 
care that thoeo are unually regarded am vomens' activities. 

After obnorvinqj tho exporlonce of the pilot savingla clubs, fir 
p1ann to pronote mylgInqu club throul]hout :;wazl na by training 
Zenze wt In .1 ThoIr folra.t ion and ou.or.ltlon, through wor kahopts 
rlationwida. Althooh :I.Ws may not dovli op Into vehicles by tesis 
of which rural woman accumulate capital for ULf4 or collective 
businoon ititotpritao--it lanut to the extent OnviavIoned--they show 
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promise as mechanisms for saving funds for routine and special
 
family needs, and for individual/family business investment.
 
Meanwhile, at least some Zenzele gioups have in fact become
 
,vehicles for collective business enterprise. As noted, all pilot 
SCs were grafted onto Zenzele groups that had already 
demonstrated success in saving if not investing 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 1,C training, HIE and the
 
new USAID contractor should combine with ACAT (or its sponsor,
 
World Relief) to at least informally evaluate the experience o
 
the 55 ACAT-assisted SCs that have developed gince 1982,
 

It should be noted that most Zenzele and SC groups uem to remain
 
quite dependent on extension worker contact. The relatively
 
intense training effort sponoored by sWAMDP over the past five
 
years may have perpetuated or even increased such dependency. 
This is to b u xpected during and soon after a period of teaching 
new saills. Groups involved in business ventures in particular 
seem to want reqular cuntact with extension workers who can 
advise them. In the words or one SC member, "We are young and we 
need more guidance. Our training was good but we could use a 
part-time advisor to help and encourage us." 

It is usefull to look at the experience SWAMDP has hau in 
training rural women In the brainier context of women's issues and 
development. We mitiht wall ask, "Are these eftorts really helping 
womern?" "What do .c-Il these elments such as training in 
'Ioadvr- hip,' handticatfts and lbusiness skilae actually add tup 
to?" 

There Is s critic.il feminlit dcvelopmnt literature that suggests 
that a concontration on hanwdlcrafts on the part of Third World 
woman's organl.'ations only relpforces their economic aid power 

' marginallty. A rucclnt study of women's self-help gIroups in 
KwaiZulu nugge-ts that to overcome such arglnality, "...it 

becomes imparative to tranGmit group management ukills along with 
spocifically technical skills..." so that g]roups are f ... better 
placed not only to produce, hut also to Initiate other activities 
which are sen an Important (whether these be savings clubs, 

1$ e.g., Yarl, M., "women and Rural Development." In usI., 

tIfl . Geneva.
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consumer co-ops, or creches).""1 Apparently, SWAHDP and Tototo
 
share this view because management and other human resource
 
skills were directly taught to Zenzole groups and this indeed had
 
the efect of stimulating savings clubs and creches (day-care
 
centers or pro-schools).
 

There is also a development literature critical of donors
 
assisting the informal sector at all. Such assistance is
 
dismissed by critics as romantic, escapist, *evangelistic," and
 
"a panacea for unemployment and poverty. iThe argument appears 
to be that donors would do better to address the structural
 
inequities inherent in capitalist economies than to throw a few
 
crumbs of encouragement to handicraft producers or street 
vendors. While raising a number of intarcuting considerationa, 
the literature is written largely by men and it fails to 
adequately recog;nize the importance of small-scale incom& 
generation projects in the gradual emancipation of the rural 
African woman from traditional constraints including total 
economic dependence on husbands. Wo suggest that such constraints 
alone--quite apart from those facing men--are sufficient to
 
prevent most women from being able to, say, commute daily to
 
their gas station franchise had there not been a period when
 
husbands, 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 income.
 

MAAGUMENT OF TRAINING 

Inatitu. i QnIildU i I 

It is not clear what would happen to development training for 
Zenzele women if all donor assistance were to end tomorrow. But 
there is every reason to expect that it would continue. The first 
consideration of course is the availability of training funds. 
from no training funds allocated during the first two years of 
the project, the GO.; allocation for the first pout-!;WAMDP year is 
EO0,O000, as uhown in Table 4. It is noteworthy that the project 
contribution to direct training conts has declined as the O1; 
contributirn has increased. ;WAXDP contributed 515,000 (r)8,100) 

16 McIntosh, A. & m. rriedman, "Women's producer groups in 
rural YwaZulu: Limits and Pos-ibilitien," Vyc-.2Lt~nt
3QutOhlfl£AtrIc , Vol. 6, No. 4. Nov. 1969, p. 4ol. 

t See e.g., Kavuluvulu, K., "The Informal Sector: Panacea, 
Kalaia or Cul-de-Sac?" gljthtra..A4Lz;s, Vol. 3, No. II, 1990, 
pp 3-8.
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Ln the last project year, 1990. This means that HE had a total of
 
P88,100 during 1990 (project funds plus E50,000 from the GOS),
 
:herefore its training budget will increase by nearl# E20,000 for
 
:he first year after the project.
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TABLE 4 
GOS ALLOCATION OF TRAINING FUNDS TO HOKE ECONOMICS
 

Allocation 

Eicl r (in emalangeni) 

1986 0 

1987 0
 

1988 50,000*
 

1989 50,000
 

1990 50,000
 

1J91 100,000
 

'E25,000 or this should have gone to Community Development
 
but for a bureaucratic error.
 

More important ultimately than funds is the human resource
 
capability of lIE. Home Economics has been developed under SWAMDP 
as a section of government that cart to a far greater extent than 
previously, plan and implement development training for organizec 
women in rural Swaziland. Specifically, HE staff has been trainec 
in areas beyond traditional home economics, namely in income 
generation and small business enterprise, in response to needs 
and priorities expresied by rural women themselves. Judging by 
impact on rural women, lir staff was also well-trainud in 
effective miethodn of participatory training. 

An discusued in the next section and elsewhere in this report, 
there is a continuing nt-d for a certain amount of the right kind 
of technicAl .nsist.nce In training, TA which should be available 
through the CAPI: project. 

Kfnnnmt
 

In spite of Impreosive gains in He staff development and in
 
impact ot training on orqnanlled rural women, problems persist in 
certain area*, notably: 

-the monitorinq and oupervlidon of t: staff: 

t-career mobil ity and an incentive sys em for I1EOs/AJ1EOU to 
carry out their assignments properly in the face of 
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considerable constraints;
 

-the morale of some staff menbera.
 

Iransportation is presented as the number one constraint to HE
 

Pxtension work, according to almost anyone one talks to in HE. A
 

plea for donor assistance in the form of vehicles usually finds
 

-.ts way into most consultant reports related to HE. Virtually all
 

%xtension departments in Swaziland and elsewhere in Africa face
 
kimilar constraints.
 

,At us examine transportation constraints from the perspective of
 

the A11EO who is expected to regularly visit some 7-0 Zenzele
 

groups on a regular basis, usually weekly. Regarding the AIEO's
 

difficulty in reaching "Group DO in the previous section,
 
separate interviews with both Zenzele groups and with the AIIEO
 

showed that the AHEO is barely visiting 5 groups irregularly, yet
 

her predecessor, as noted, managed to visit the qame 5 as well as
 

6 other groups in the region on a weekly basis. Separate
 
interviews with the predecessor AJIEO confirmed the observations
 
of zenzele women that 
a motivated extension worker can overcome
 

obstacles that others would find daunting. This A11E0 (and she is
 

not alone among HE extension workers) takes public
 
transportation, arranges rides on the back of motorcycles
 
assigned to male extension workers, and walks many miles when
 

necessary. We also saw the example of an AHEO staying in local
 

communities in Shisolweni for 4-5 days while trained Lenzele
 
women pass on training to other women, again showing that some
 

extensions workers are willing to put up with inconvenience if
 
not hardship. 

clearly cert.ain personal qualities on the part of the AHEO are 

called for here, inc:luding motivation and commitment to rural 
women and to extension work: flexibility and adaptability: and 
perhaps a meansure of humility. Obviously not all extension 
workern in HE or alsuwhere possess these qualities, and it is 
difficult to select for these when recruiting AHEOm, but il 

inadequate transportation is a liven for the time being, it would 

appnar that such porsonal qualities on the part of the extension 
worker are the prim,ity moans for uvurcoming transportation 
constraints. 

There nleds to be better monitoring and supervision of 111:0& and 

A11Os . fIt. with aivica, from the new U:;AID c.ontr.actor, ought to 
develop and nt itute a system rewards and recojnitLion that 
includes 'arerr iivancemont for fir extension workers who: (1) 

regularly =et thair assignod :zen:le roups; and (2) produce 
results such is those described In ";hlalweni where Zenz:le 
groups are traininq at no direct cost to IE or any donor. It Is 
recLjn1Zed 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
 
investiqate which promotional criteria are currently operating in
 
HE. Still we believe that a reward system more closely tied to
 
performance, however that iiueasured, would improve both
 
extension worker efficiency and morale--and this would have
 
considerable 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 Development
 

Numbers of Participants trained
 

During the life of project,"8 2,980 local and traditional
 
leaders were trained in 79 workshops sponsored by SWAMDP and
 
conducted by CD. Some or these were trained more than once but as
 
of this writing the number of in3lyidUJaJ l has not been
 
disaggregated from the total number of trainees. It is probable
 
that few participants have attended more than three workshops
 
during the life of project,"9 therefore it can be assumed with
 
confidence that at least 1,000 leaders were trained under the
 
pro)ect, tar more than the original target.
 

Community Development: Int;titutional Analysis
 

A brief institutional analyzas is in order to understand the 
impact of staff training, discussed in the next section. 

The organization of Community Dvvelopment (CD) is as follows: 
the highest administrative officer in CD--reporting directly to 
the Principal f.;ecretary of the Tinkhundla Office--is the 
Principal Community Development Officer (PCDO). Under her there 
are two senior CIX)s, one assigned full-time to the Women in 
Development proect and the other asigned full-time to Peoples 
Participation Project (PIP) . CD h.as four areas of concentration: 
WID,I111P, Traditionil IA dlir Training , and, Community :ielf-help. 
:Jext In the or<|an :.atIona1 chart we tind the CD Training Officer 
w,.o Is in cha rgje of all training, and under his there are four 
reqlona i C[)s aind one other CIX) assigned to WID (assisting the 
Sonlor CX) in charqo of WID). Each RC)O mupervises four assistant 
COOs (ACDOu) , thres CL) ausistants (CDAs) , three artisans who 
provide te,:hnlcal alvco eon thlngu such as constructing a shed or 
other LuJIldifj relited to a%development pro)ect, and one driver. 
There are also heverai ,'loaners, gardoneru and laborers in each 
ro Iion.
 

Oiat a for iY .ind C!D are complied throu(gh Oept. 1990. The 
final tlijutan will be s lliqtly hifgher. 

10 We knoid t-.im the ear,'lir tsurvey that 22% of a sample of 
local leader. who had it tended at 1eat one CD workshop had 
only attended 1-2 workshops; 141 had attended )-4r and 141 had 
attended note than 4. Green f'NIC'jt, 1169: 16. 
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The positions supervised by Regional CDOs should be multiplied by
 
four to arrive at the total who work under CD, since Swaziland
 
has four regions. Parallel to the four Assistant CDOs is a fifth
 
ACDO assigned full-time to broadcasting dev'alopment information
 
through Swaziland Broadcasting and Information Services (SBIS).
 

The WID project has several other officers and assistants in
 
addition to the senior CDO and CLIO already mentioned: one
 
Project Manager (senior CDO); one class-one Handicrafts Officer
 
(CDO) ; one Accountant; two Home Industry officers (CDOs); four
 
class-two Handicraft Officers: seven class-three Handicraft
 
Officers: and three Drivers as well as miscellaneous laborers,
 
cleaners, etc.
 

Since 1985, FAO has trained and provided salaries for eight
 

"Group Promoters" who have been assigned full-time to the PPP
 

project in CrA capacity. The eight have also participated in the 
certificate traininq courie for CDAs sponsored by .WAMDF, which 
means that in addition to functioning like CIVAa, they have--or 
will have by the end ot ';WAMDJ1--e(1uivalent training to CDAs. 
Accotdinq to the current plan, the laight Group Promotur u will 
becomit cl a:iifletid a:; CDAs and draw their salaries from Community 
[eve I opmont. I'his means that the overall CO staft will Increase 
by etqgt CDAs in l'U. It is planned that all Ch) staff with 
exception o those working under the WID project will be fully 
Interchangeable between the other three CD projects. In other 
words, all staff will rotate betweern Traditional lAader Training, 
PPP, and Community Self-help. 

The principal CDO sees no prospects foi increasing the size of 
her staff during th o;TV IDE project ( ;WAM' s successor): however 
the C0 ctt t cate cotrseju trainin, has uptgraded her staff ant has 
result d In mule tt'ainer s bc:u MIng ava i.Ih le fort radltionA l 
leader trailling. Priour to thia course , only Ct)Ou--and in 
prnct ice this h.irs unu.illy meant only the four I(qllonal Ctx):1--were 
thou-tht to be qu.llIttled to conduct training for tradition..I 
Ieaders. With the certificate training, upiraded C)As are 
considered qualified to Io this. In other words, more training 
can be . cca-lI~I ,d with assentia~ly the same staf(--augmenteo 
by eight CDA "graduating" from the YAO project. 

CD :tart tvvalu[Msnt 

The follwiln| CD atafr development took place under SWADP 
apintstl h I p): 

-A Ttaininq-of-Tralners workshop for 1d senior CD staff. 
con'ulct,,, 1y I.rn Mtfet in eArly ln4. The objective wne to 
develop C!) staff A* better trainers, with emphasis on 
particilltory training ethxle. 
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-A "Certificate" course2O in community development whose 
objective was to upgrade the extension and training skills 
of junior CD officers brcught on staff in 1985, many of whom 
had inadequate educational backgrounds for their jobs. 25 CD 
Assistants covered three training modules of one month each. 
Training consisted or three months residential at the 
University of Swaziland, with periods of guided fieldwork in 
between. The Department or Extramural Services (DENS) 
conducted 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 begin until March, 1989.
 

in addition, participant training in support of CD included:
 

-Jane DIamini, Principal CD Officer, participated in a USDA 
Trainer-of-Trainers course in Washington, D.C. Aug. 8 to 
Sept. 16, 19818. Course content consisted of principles of 
adult education, preparing and delivering training sessions, 
training methods and communication skills, and management 
skills.
 

-Colin Tshabalala, Women in Development Coordinator for CD, 
took a course in economic analysis and production at Ferris 
State college, Michigan from Jan. 20 to May 27, 1987. This 
specially-designed course of study was intended to help the 
participant determine which types of WID income-generating 
pro)ects would likely be most successful. 

;oie further comments on the primary training effort in CD, the 
:ert1flcata coursu, are in order. Th present consultant 
Lntervlwed sveral CI)As individually in May I9'9 while they were 
in the field phats of the onqoing course. They wore all 
snthusmidtic ikout trh course, pArticularly mentioning how 
socloloqy, psycholcgy and comminications has given them the self­
'onfldence to InteraL with--and even provide training--chiefs 
kn,l other lo'xi 1 leaders (note that it goes against ;iwazi 
:radltlon for the "common-born" to presume to train chlefs). 

AJring, the pzurernt evaluation, the Principal CD)Officer reported 
.hat th cetificate course training had 2 unforeseen results: 

'i The Pr in Ia CD offficer | that use of termpoints out the 
Vart if ickate I 0 t r ict n|seakn ing, a minomer because a 
cartIfI*:.Ata--as In a "unltor cartificate," which is a locally 
raccg- I :cl hi cJh uschool achool diploma--vas not actually 
awarded. Ihowever, the name fur the course undertaked by junior 
CD officers han stuck, and so we will fallow the usage found 
in other :;WAt)I1' and U:AID reports. 
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(1) the experience motivated virtually the entire junior CD staff
 
to take and a new adult aducation 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
 

relevcnt to motivating rural Swazis and therefore so
 

transferrable and so much in demand.
 

While the principal CO officer regrets losing several of her best 

loung CDAs, she admits she has no trouble recruiting replacements 

becausei the position of CDA has become known in rural extension 

circles to include useful in-service training and contact 1with 
chiefs and other traditional leaders. (It seems further staff 
training under the STRIDE project is assumed). 

Follow-up Impact Assessment
 

S;ince a detailed impact ansessment of the traditional leader 
component was iconducted in 1989, the present evaluation scope of 
work called ousoentially for an up-date and validation of the 

earlier impact frlidinqn. Accordingly, the earlier queutionnaire 
vas shortened to aboul half its original length, while still 
retaining the most important impact-related questions. Three 
interviewer: experienced in interviewing local and traditional 
leaders worked for eight days during Oct.- Nov. 1990, working; 
week-ends, since all were employed by a GO:'; ministry. They 
interviewed a random sample of local leaders who had ben expouad 
to ';WAk[)|-uu1.|)()rtetd tra ininq workshops. 

Tre sample was 1erived thusly. A list co(ntal n 1ni trhe n.le S and 
home comrunitica (chleftallc~los) of P) chliet w.as1 utsied 12 1 
uisplinq fr.ame (-ice Annex C) . Utie to time and trinpnortatio)n 
conatraints, we not what seemed to Ie a realistic qoal of 
interviawinq mix trained local loaders per local com=uniti, with 
the tarqet of reaching two local communities por htnieftalncy per 
day for elqht days. Parndus selection was achIev.d by usirln a dock 
of cards and ans iqnin a muit, to each of :;waziland'a four 
roq ons. Us inll the numbers arbitrarily aslrjned to each 
chleftaincy in the a-eimplin'; frame, the intarviawerS Lindr th 

upe rIvl lon of tio evaloator then drew rlrdo from ilho deok %intil 
e itht *:hiart.,iri os were nsliectel, the firot two thant haj1,elrtelo to 
t)e drawn ra tim vach swit or reqion. ror o ample4 m l cif ,luhs 

meant t io slxth chileftaincy li ate) f)r man: ini qlul i n. 

tined on this random seletlon piocedura, 1w intatvicwn waer 

conducted In It communities. All Interviewees vete local lesders 

of various types who had part icipated in pro)eact- l,, rel 

M)1
 



traininq. Thoe 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 development
 
committee (56%): member of chief's council (14%); elder involved
 
in resettlement, or other "native son* [u]sum.ho) (14%)l chief's
 
deputy (6%); chief' runner (6%); chief (2%)1 and Inkhundla
 
representative (2%).
 

FINDINGS
 

Results of Workshops
 

Wo Asked whether respondents had become involved in any activity 
as a direct result of anything learned in a development workshop. 
Fully 961 sAid ye, up from 73.9% in 198g.21 The lower figure 
in 11)119 in prima4rily due to the tact that rot All interviewees in 
the earlier tiurvey had por-innally attended A CD work±nhop (it was 
only necesiuary thit they re-sida in an area where 2 of the 
local leadersihip had been exporied to tralninq). Therefore it 
,ppivuiara aqaIn th.it virtually everyone wio ha1.1 been exposed to 
tr£.1inlnq( cll a,1l to havu t)itcomo involved in none aort of 
'A:t IvIty. 

The most commolt actIVity reu)ondents became volved with, as 
suen in Table 5, related Incume-jenuration and Invo!v emont in 
development-rolated or(ani :ationu, lncludinq -anze le womens' 
(Irou's. This Is followed by alrIculture-rolated activities; then 
health, water and sanit.ation, family planninq, and :chools and 
aduc:ation. The uont itninricant davelopmant since April 19189 has 
tooen the rine 1 I~~-JI~ri~0 aInd "co=1ttceo atIvity, 

-iiniir alot irftw h in c i. tha or tan:elea.tlvlty on p)aIrt 

j:i,1f3-. 1ht. - I ~~ jpze-Air.ibiy 1Iii lae to Ilie inten--o leval of 
.WAM1'-tuj-piir ci t, a lninq pr (Vitdel to 1,otlh t r-di t iia d r 

.%1 1Cet~le i : :tvl wl maltn '1 mi 

Thata hI.11:. [can tiIjnI1-.1Int 41rowth II il)a cUltur.al1 ict IVIty. 
11he mt)-t t ila!t ,l Ine In ict IvIt' sin,:a lli') h~a been In 
clmola, whi h III tie U.Irllar torvey jana?ally :*farr.d to school 

Z~tillln oh t. (;flt uct Llt has0 laoood1d;Uttatlii.A~~atic 
off. whiich ma.easeno nntk t!tare halm Lean a jreat deal of 
coltn loit it)n in the pac.lt I) jears,
 

4h113 41111d e ueIit frterencos to cosp4ratlve dte from 
1')U* Actu4lly represent a tine difference of 16 months, or 1.5 
yeA.ts, couparod to the pr@oant survey. Cf. Croen. 09 g2 Git.# p. 

http:u]sum.ho


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

TABLE 5: 

ACTIVITIES THAT HAVE RESULTED FRJM WORKSHOPS
 
AN 18-MONTH COMPARISON
 

1989 1990
 

~AtiYvi2 fLk2MflflCZL_ fl2Mftflc 

Schools, education 27.4% 16%
 

Health, water,
 
sanitation 21.9 17
 

Agriculture 17.8 27
 

Income qgineration 15.8 33 
& committoo formation
 

Roads, bridqes, other
 
infrastructure 2.7 6%
 

Resettlument 1.4
 

N/A 11.11 

(Total) 100
 
(Missing cases-42)
 

Development Indic.ators 

B5etore tho i'ia) survey was conducted--in fact at the time of 
project (Ionin--it wan agreed between UrAID/Swazildnd and 
Community Dtvelopment of.Icors that the number of dovelopment­
rolated comzttoas found in local communities could be regarded 
an an ob)activu =e aurn or xndlc.tor of development, and of 
project impact in partic.ular. It has been ftolnd in Swaziland that 
there are local orrjanlzatIona known am committees associated with 
moot doave upmsant. .ictivitles in rural communities. It wan found in 
the l'P114 bil.attihd nrv0ay. th-it the n.amber of ouch committees in 
a chlef's (1==e1late) area wans ponitively associated with whather 
or rot the chi1a h.i ever a.ttOnd d( one of the development 
workahop hold Irrejularny prior to !;WAXDW (p- .02). This auqJosts 

: Green :,KTal~,naii .1~r~IUiz2 _uriiLyJarU~i~ifl 

any. y IYrj£nt IiijtjiIn. UN'AID/;wa11and, 1904, ). 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 committees per
 
community were found. These results were corroborated by a
 
separate survey of eight rural communities also conducted in
 
1983.23. 

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 sucb
 
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 small sample, but
 
the growth trend can said with confidence to be continuing.
 

TAB IX 6 

GROWTH IN AVERAGE NUMBER OF LOCAL DEVELOPMENT COMMITTEES 
1983-1990
 

1211 1215 124 1990 

rQmmitt.QCn 5.5 7.3 11.5 17,1 

? 0.9 1.05 l 

We see that the rate of committee growth Increased from 0.9 
committoeab per year during the pra-SWAMDP period 196]-85 to 1.05 
committees per year durinJ the 2WAIMDP training period 1185-89, 
and to 3.7 in the last 18 montho of the project. The increase In 
<Irodth rate In clearly uIgnlficant. The problem In Intrpreting 
thieic findinfls, o. course, is to be able to attribute .iny 
Incra.,i to proect impact. 1hera are obviously oth.r f.ictor~s 
thit influe nce dovelopment auch aa cont.ict with GO: and ?(GO 

z Tshabalala, R. , "Community Particlpation In Water and 
!;anitation And Clinic Construction in .'wAziland.1 X;c. Thosis 
(Community Health), Univ, of London, 1983. 
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extenslon 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 in 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 were fewe such organizations
 
now than five years ago. Reasons given for this (multiple
 
responses were encouraged) were, in order or frequency: money is
 
difficult to raise or people are poor; lack or water sources or
 
rainfall or roads or other Infrastructure: problems related to
 
extension workers (laziness of lack of cooperation); problems
 
with the chief (he in not active or supportive, or he drinks too
 
much); or the chief's council is not supportive. One telling
 
comment about extension workers was that "They don't know how to 
work with someone who knows nothing."
 

However most reipondonts believed there wort M rsq devolopemnt 
committees now than five years ago. Peatsons are grouped a'nd 
presented in Table 7, aa are comparisonu with 1989 findin la. When 
"training" or "work:bhops" were mentioned the reference was 
usually to CD workshops for local leaders, but "the Chineae" and 
a church NGO organization were also uSpcifled. There were fewer 
mentions of workshops in 1990 than in 1989, but in the earlier 
survey Just over halt did not answer the question for some 
reason, therefore the findings may have boon skewed toward 
"politeness responses," as suqjqested at the time. 4 Whatever the 
reason, a plurality amongj 1990 reapondents menticned the 
influence of workshops, and there were siInificant ncreaes in 
the 1990 proportions mentioning the attitudes or actions of the 
chief and the influence of radio. .1;iontencoub commants related to 
the former Include, "lie forms the (davelopment) co=,mitto;s:" and 
"lie is tarveluun." comments relatt , to radio nclude, "1ha radio 
motivates people;" We hear hat has oc:urred elowhare--hw fir 
others have gone--and we want, to catch up:" and "We hear 

" clearly.* These comments may reflect the influence of Improved 
radlo-trannsitted development communications, which was the aim 
of another component of :iWUAIDl'. 

~ It I not clear whether this last comsent retr* to 
understandin, the mesaejo or to Imptoved reception. SI05 has 
recently iaproved transmlsslon covorga' to virtually all of 
Owat iland. 
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TABLE 7
 

REASONS THERE ARE MORE COM4ITTEES NOW 

1989 im 

Training/workshops 69.21 30% 

Attitudes or actions 9.9 24 
ot cnior or LL 

Intluence ot 
oxtenslon workors 9.9 7 

Effects of education 3.3 1 

Irncrtu. aed popular 3.3 2 
demand 

Influnce of radio 3.3 1 

Ifncre.1ted (xapItal 1.1 

MIi c. 10 

(Total) ;00%
 
(Missing cases - 97)
 

We next 4aked which loc.il poople have responsibility for 
devolopmont. :;Inct the s4me quoution wan asked In 1984 and 1989. 
we qrouped arivers from all three surveys tojether In Table I (Or 
comparison purposes. 
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TABLE 8
 

"WHICH LOCAL PEOPLE HAVE RESPONSIBILITY FOR DEVELOPMENT?" 

A comparison between 1984, 1989 and 1990
 

Locl pr2n* 9a frg,1989 Prea. 1990 FJreag, 

Chief 9% 47% 22% 

Chief's deputy 9 14 16 

Committee members 23 12 18 

Government or extension 4 7 
worker
 

RDA or reaottlement 
coWmmttdo momlers (uin2uLmlJ 

0 
) 

6 19 

Inkhund1a offic.ils 0 5 6 

or rep's 

No one 11 0 0
 

Chief's council te 0* 14% 

Misc. a 6 14 

(Total) 100% 100% 100%
 

a a|pu(.nae cttotjorlem ire al iqhtly different between 1'84 and 
1989-90 b'aUte In 1984 open-ended questions were asked and then 
coded later, while in 1,989 re-ponse cate(jorles were fixodt after 
they were cmpiricaliy-derived from a pro-teat. 

**If there were mentions of chief's council In 1904 or 190), they 
were co few .i to ba ilated under "miacolieneujua.0 

The moat frequant iacswar In the pjreaent murvey w.ia "the chieif," 
even t woutjh itihaa wan 4 wida variety ulf anzwern ad only 22% (java 
this &%n war. ":e |zu| ztioln d04,11"atillo cfIlaf Itl down ft'(ru 1,)hl 
but thim a a by rlca thepart ly uanaatad the in mantitIJ1fln(l 
the 4-h110u uus'ici (1-..ncni). The chief in faCt makes docitlons 
not a an Indlividual Lot as a "chlef-in-cuuncil." Our Interest In 
the rise *ince 1904 of sention of the chief and his council Is 
that prior to .WXdDP, neither chiefs nor their aubjecto for the 

M"
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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 in 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 regard to the chief's council, we 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
 
Development trainers recommended that chiefs either establish a
 
special coordinating committee under their authority to oversee
 
all local development activities, or have the existing cf's
 
oQxiCn, take on this function. The latter course seems to have
 
been adopted in most communities; only one 1990 respondent
 
specified that development was handled in d special committee
 
under the chief.
 

We also tried to ascertain how regularly development topics are
 
discussed in the chief's council. With 90% of respondents
 
answering this question, 58% of these said often or regularly:
 
40% said sometimes; and only 21 said 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 in initiating or otherwise
 
partilclpating in development in the respondent's area. Fully 85%
 
said yes, providing comments such as "le glves us land to use for
 
development" (the most common type of response); "lIe forms 
committees:" "lie directs develop ment;" and "i allows 

"
 development . 

Of the IP% who said no, comments related to chiefs' alcohol abuse
 
or disputes over who ia the rilhtful chief: or to there being no
 
chief at the momant, or a chief who in brand new and hasn't had
 
enough time to beccme involved in dovalopmerat.
 

Next we asked directly if the local chief's participation and 
development is cur-ently more. or less, compared to five years 
earlier. With )2% answring, 764 of theme maid yes and 221 salid 
no.
 

'ein we askad the qonr.i, upen-endodl quention, *Wh.t i the 
iaspnsibility of a chlf in developing him area?" I,%t answered 
this by usinq actlon vorbts such as leads, supervises, directs, 
mot ivAtem, ontcoureiqa., teo'i'hee,for'su vomm ttes, fOnes or 
punishes those who won't pattli-JpAte or comply, raises money, or 
calls me~tinqu. Sone 74% answered lit this way In 1959, as did M3% 
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in 198 4 .'* 

The change in responses since the year before the project began
 
can be taken as evidence in change in the perception ot 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 seems to be a somewhat
 
detached chief executive in moat cases. He has final say in
 
important mattern but he dom not concern himself directly
 
with committee, or perhaps even council, matters. As
 
suggested (by the community mobilization phase of the
 
survey), iLIdyUinA (chiefs' deputies) tend to preside over
 
council& more often, and generally to have more direct,
 
"hands-on" involvement in local activities, including
 
development. This is especially true of chiefs who are
 
employed away from their areas. (paren. added).',
 

In 1984 -specific mention of action verbs isucn as "encourages,
 
motivates" is relegated to the position of least frequent 
response (3% even allowing for multiple responses). It is true
 
that in the 1984 responses, active-role descriptors such as 
"directs, suporvisus, mobilizes, raises money" are found in other 
anowirs--somotimes in a somewhat amblquous response category that 
also includes 4 more passive description such as "gives final 
approval"--but the shift in 1990 toward expressing a cle.r, 
active responsibility for the chief in quite uniform language is 
clear. Moreover, only 41 of the 1990 sample gave specific 
responses relating to dopendence on government assistanco whereas 
11% of 1984 responses were of thin nature. 

Other 11J90 responses to this question were spread more or less 
evenly over a variety of rospona cateqorls uuch an: "Tho choef 
should take the advice of his council;* "The chief should tba a 
good example for his people;" "The chief should allocate land for 
development;* "The chief Should take car. of land diuputeM, and 
boundries;" "The chief should awk the private sector for 
sponsorship" (I mention); and the (-ilef should dlacusn natters 
with the king." 

Since the fund-raining role of the chief, actual or putantial, 
emerged aa important in the 1984 banolIne, we asked in 191(1 and 
again in i4990 if the hilef or other 0eader acting under the 
chief's authority had --)lecte*1 money from local u mmunity 

14 Green, r. 'i2 (;I , 191), ).)4-.. Note that action verbs 
connotin,| diict laatsla, rhi, o',vcwr in twu respou)IIse catagurlas In 
1989 ar four In 19a4. 

t Green 1904 JI_. 1)t 40.p. 
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ANNEX A
 

INTERVIEW SCHEDULE
 
FOR ZENZELE WOMEN
 

DATE:
 

(1) NAME OF REGION
 

(1)Hhohho (Z)Manzini (3)Shisulweni (4) Lubombo
 

(2) NAME OF LOCATICNCfMMINITY 

(3) NAME Of u4I[F (ACIING f,4fF) 

(4) NAME~ II~ fI~i_____ 

(5) 	 Ninv t*o :er1:e& 'roup -T(If theret Tore thAn jne name, write Dotna~i 

(Ask lomakha)a)
 

(6)Zenzele member has recieved what level of Hose (conosics training? (You say 
check mnore than one in%.) 

(1)Nome 

(2)Org'ant4tionl atidior technical
 

(3) Lea iorihip
 

(4) Business kills
 

(5) Savings club training
 

(7) What type of en:ele rmtiter is the interviewee? 

(Z) t~eroffi(or
 

(3) regular teber
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(8)How often did you attend Zenzele meetings during the past year?
 

(1) none
 

(2) weekly
 

(3) twice monthly
 

(4) monthly
 

(5) less often than monthly (Write_)
 

(9)Inyour opinion, ho~w is attendance amongst the members of your zenzele group? 

(I) Very Hi gh 

(3)poor 

(10) Now many msbers are there in your Zeniel, group? (Approximate number is 

(11) oiow many Jevelopentrolatod Znzole workshops have you attended inthe past 

S ,ear ' 

(1) none
 

() 4 or wjro
 
(writ* *xict or appromMte number)
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(12) Who organized the last Zenzele workshop you attended?
 

(1) Home Economics
 

(2) Other Miniutry of Aqriculture person
 

(3) Ministry of Corirterce (*Hanjicrafts$)
 

(4) Other (spectf v)_ 

(13) Hiave you leArned Anything of importance it a Home Economics (Bolomakhaya)
 

workshop?
 

(1)Yes
 

(2)No
 

(3) Don't know, can't say 

(14) If yes to previous Q.. what in the workshop% of the last S years did you 
find Mott usefull1 

(15) ihw*you hot," *nvolved In 4n! a(tlvitj or project or group 65 a Felvlt 
of 4npthimn you ie#r~ed or heird about lt # Ho"e Economics workthop for ontlelo 
women 

(1)Yes 
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(16) If Yes to previous Q.. in what kind of Activity or project or group?
 

(17) What is the main income.gemerating function of your lenolee group?
 

(d s'ewinj Chvol uniformt or other sewing 

(3) hjn4I itt h 

(4) cusrtr( il jientmq 

(S)poultry
 

(6) other
 

(7) no inco..-generatng activity
 

(16) Have training worktihos hoepe4 	 your group in thiu 4Ctivity? 

(i) Veu
 

o) sure. sayot (ll*t 

(15) If loCI provious Q* how hia 	 tra timl k#IW ylgr qroga? 

(10) 	 (4i 1y tklhnk Of n1 ois 1%4 wortbspt M014 0 l010"ied? 

14) 



(I) Y*s 

(Z)No 

(3)Not Sure 

(21) If yes to previous Q.. How could workshops be mmprojt*? 

j1) More tours or visits 

(2) More hAnd, un, Ietrrlnri by dolrin or role playing 

(1) Better .eriur {'.*bere.. ...... .... . 

(4) Neel I t w)I I)'W H 

(5) Nicel -,,e h, or more time for worshop$ 
topics. 

(6) Nre'll It trr t~p I i {WhI Ch) 

(7) Other 

or covertf.g 

( Nta) mott of your training it Hoa (conomics workshops Won rgljvAnt to lor 

(1) 'ci 

(1)N'o 

(3) Don't know, (sn't lsy 

(7)) Ifno Io hlt Q.. P1041e 480lAn 

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



(24) If you would like more government.sponsored workshops In the future, How 

many would you like to Attend in a year? 

(I) I 

(2) 4.6 

(I or mo'nre k As nny as available') 

(4) Does nut want to attend more; Present number O.K.
 

(25) In the last Home fconomics workshop you attended for Zenzele women, were
 
the teaching materials usefull
 

(1) les 

(41No
 

(3)not used
 

(26) Please explain, or elaborate on, answer to last question.
 

(27) HNae you contributed money to your Zeniele group uring the patt 12 month%?
 

(1)yes__() No
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(28) If Yes to previous Q , about how ruch money did M contribute in the past 
I? months? (Total, including joining fee, regular subscription, special fund. 
raining, etc.) 

(I) 11-o 

(2) [Il-ZO 

(3) 121-30
 

(4) 	more than (30 
(write esait Amount ) 

(29) Following truP the prrtv 4jetton. for wiaht purpose was the ioney 
collectell (You 1"4 ir~ 1!v 4cre) 

(4) Meetitg p)iv€, or oiots directly 4ssociated with ostablitshent 
or oaintinah(v ul len el. group 

(5) 0 1 Fer (S1pec ify )...... ... .. ..... ... ... ..... . 

(00) If Yo.. have stltel Note t*rim ore ho*E ttonumics workshop. have yov traln#4 
or pisel on our wle~eto other wtf1 in your hO afrea? 

(l) et
 

01fYes to prowl"vt a .~K 414 piOe 044 thebtoi49 



(32) If no to Q. 30, why did you not pass the knowledge on?
 

............................. I...............
 

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

(33) What can you tal1 us about the support--or lack of support--of your chief
 
for your zenzele group?
 

t .o.t ..... ..... . . . . °. , .. .° .. ...
 

(34) What are the main obstacles to developetnt In this area?
 

(35) Is contact "tweem female extension workers and your lenzele orgafalieton 
(Intorviewers: read responr. options) 

(I) Frequerti, t,ju14r 

(3) Jnfrtquent. Irregular
 

(4) Never
 

147
 



(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 Conmerce
 

(4)Other (specify)____
 

(37) Iscontact between male extension workers and yovr Zenzele organization:
 

(1) Frequent
 

(2)Occasional
 

(3) Infrequent
 

(4) never
 

(36) Whit isyour 49u?
 

(I) Lis thin 25
 

(4) Z'640
 

(3) 41-55
 

(4) more thin $6
 

(37) What is your luitionil level? (hOw far did you go In school?) 

()none 

4ume or(3) 'oA ie(tury, copleted tetondary 

C4} pc~st - Jary Nr 
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FOLLOWUP INTERVIEW SCHEDULE FOR LOCAL LEADERS
 

NAJ E OF INTERVIEWER _ . .
 

I1) N 9E OF PE.G1I es 

(I) Hhoho (2) Manzini (3) Shiselwenl (4) Lubobo
 

NAM( Of LOCATIGNiCO1_MUNIY
 

';AF Of (ICI[F (ACTING CHIEF)-__
 

NAM[ Cf !UTJ[VJ1W[[
 

CATE.
 

(Q61) What type of leader is the interviewe*?
 

(1) chief
 

(2) lndvunA 

(3) ufv IJIjmi 

(4) bandlincane
 

(5) bucopho
 

(6) cmit'ee member
 

(7) j tt r 

(Q3) HAve loll ttuL'-,e fvolved in afly Acltvity or project or group as a 
result of in,<'hirnv yuv learned or heird About in a workshop? 

(1)Yes
 

() No
 

(Q4) If Yes to lAit question. In whAt kind of Activity or project or 
group? 

( wS) locitl coem.Jnity people hsve respontibility for dealing withwhich 


development probltomt (More ttiam one ats,. potsible)
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(1) the chief
 

(2) tindvuna
 

(3) government or extension workers
 

(4) various committee members
 

(5) imisumphe/ROA/resettlement people
 

(6) no one
 

(7) bucupho or inkhundla representative
 

(8) other (specify) __ 

(Q6) List the number of development commtinttees currently found in this
 
chief's area (live).
 

(Interviewer: Give exait or eitimited nuber 

(Q1) Do you think there are more, or less. development committees now than 

5 year% Ago? 

(K) Mure
 

(2)tess
 

(3)Oon't know
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(Q8) If there are more devel. committees now, what is the reason? 

1) traininq/workshops
 
(PROBE: 

2) 	attitude or actions of chiefs or other local leaders
 
(PROBE:.... 

3) increased capitJl Available
 
(PROBE:
 

4) effect% of t-ducation. formal schooling
 
(PROBE:
 

5) influence of radlio
 
(PRCUE:
 

6) influen.e of extenslon workers
 
(PROBE:
 

7) 	 increased popular demand 
(PROBE:.
 

8) 	other
 
(Spec'(x) ......
 

hIl
 



(Q9) If there are ftvwer development committees now than in 1985, what is
 

the reason?
 

(1) Chief not active/supportive
 

(2) 134ndlancane not tive/-u.pPOrtive
 

(3) Money difficult j raise, people are poor
 

(4) Money collected for development has gone missing
 

(5) Money not pent as intended
 

(6) Reasons relited t' extension workers
 

(SpecItY) 

(7) Other (SVV*lty)
 

(8) Don't know
 

(Q0) lk the chief of thilarea initiating development activities (e.g., 
school or farm hed (onstruction, health or water systems, raising crops 
for sale, etc.) or otherwise partlc%1ating indevelopment activities? 

(1)Yes How? Coment
 

(Z) No flow? Comment 

(QII) If yes to lat ti.n, i thief's participation in developmnt-.1 

more, or less. c.;pArej to 5 years ago or earl ter? 

(1) More
 

(? Le%
 

(QI?) Hat the thief or group acting under the chief's authority collected 
money for any development projects for the uoeumnity during the past 12 
months? 

o(1) Yes o(Z) 

Ilz
 



(Q13) If Yes to last Quest., about how much money was collected from each 
homestead? 

(Approximate aiount)
 

(Q14) Are dpelopment topics ever discusst% in the tjnL1.Iancn?
 

(1) ) 

(3) There is a sepArate central development comittee under the 
chief 

(QlS) If Yes to list juva t are tt-se topics discussed: 

(1) regularlyiotten, ­

(?) somet Imet.,
 

(3) rartlj? ... .. ...
 

(Q16) What i% 1'# respon$ib't~ty of 4 Lhlf In developing his area? 

((?) What are the *41n obltac1je to 4evelopn nj in this area' 

118) (Respondent ii:) 

(1) Mate (P) F00al4
 
ANN(R C
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In December 1984, USAID and AED entered into a contract to fulfill the
 
expectations of the SWAMOP project paper. The contract required an initial
 
feasibility study. This study was published in March 1985 and the Swaziland
 
Development Communications project was underway.
 

B. 	 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 refers 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 indepth. 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 three 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 CDC Director were responsible for institutionalizing project objectives.
 

As principal advisor to the CDC, the CoP was responsible for:
 

0 	 on-the-job training of the Director; 

* 	 working with the Director to establish the organizational and
 
management framework of the CDC;
 

* 	 developing the devcom training program;
 

* 	 supervising the renovation of SBIS facilities for devcom training
 
and radio productions; and
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* 	 providing ministries, parastatals and NGOs with technical support
 
to increase the impact of devcom activities.
 

The CoP was responsible for advising GOS on communications policy 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 high degree of success that the component achieved
 
in institutionalizing the sustained use of communication inthe 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 inMass 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
 
officers who would have the skills to be both content specialists and
 
development communicators. The CDC acted as the catalyst for planning between
 
SBIS, 	NADPP, MOI 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 Inthe devcom project. Civil service rankings for the
 
information officers varied widely among the ministries, ranging from grade 6
 
at one ministry to grade 20 for the public information officer with the police
 
department. People in important communications positions we,'e not rmIcessarily
 
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-mi,'isterial
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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 weru not
 
properly consulted or invited to participate inthis 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
 
intciatives 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 isnot 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
 
p-ograms. Most SBIS equipment was old and in a state of du ;ble decay.
 

The consultant trained two SBIS technicians in production and
 
operational procedures. Both technicians were then assigned to assist devcom
 
producers and trainees. During 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 technicizns, rather than learning
 
to operate the equipment themselves (self-operating) was coherent at the time.
 
The facilities needed to serve for the life of the project. Judging by
 
today's standards and practices at SBIS, itwould 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 SUIS near the
 
end of the first Intake of In-courtry training. This caused some pressure on
 
the devcom studios. The new studios were the source of siall conflicts over
 
who had access to the facilities 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 SOIS. These conflicts are not unusual and were
 
resolved over time.
 

What is important today Isthat SU5I has maintained the full-time devcom
 
studio operator. Devcom producers have a dedicated Audio for their 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 isenough open
 
time in the procduction week to allow "self-operating" radio produ:tion
 
training for groups as large as eight. The equipment is 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, reference 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 CDC 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 devcom specialists.
 

AED's devcom specialists (CoP) contributed heavily to the success of the
 
CDC 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 inwriting spot announcements and producing radio
 
drama scripts for the campaign. An earlier immunization project is also
 
noteworthy because the CoP helped define, design and develop a communications
 
campaign that was coordinated with MOHI, UNICEr, CCCD, USAID and SBIS.
 

By June 1988, the CoP was able to claim that 59% of SBIS on-air talent
 
were involved 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 CDC staff, training
 
participants, and SBIS personnel.
 

5. Listenership Survey
 

In late 1987, the CDC conducted a national listenership survey to
 
document the habits of radio listeners and to measure the impact of devcom
 
radio programs. This was seen as a vital step for CDC and SUIS because no
 
recent audience information existed. The survey was a good *hands-on'
 
exercise for the training participants and had a good amount of design Input
 
from SIS and the supervisors from the participating ministries and NGOs.
 

there appears to be lack of coordination on the radio listenershlp
 
survey. An MOAC/USAID survey on lenzele women (Hitchcock et al) was conducted
 
earlier In the year, docu-nentin- reception problems. Over 1000 households in
 
twelve sub-dittricti were checked for reception. In a comparison of
 
households with reception problems to households without reception problems,

six sub-districts had more households w1_1h reception problems.
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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. InJanuary 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 innon-directed questions (between 15 and 33%) but much higher in
 
directed questions (96%). This should have been detected as a skew from
 
courtesy responses. Devcom programming awareness isreported 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 indevcom radio programs.
 
The report does acknowledge low response rates for directed and non-directed
 
questions about devcom programs. On page 24, the report states, "From the
 
evidence, it 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 suimiary recommendations, including progranmning aind 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. Starlinq reports full coverage from the medium wave
 
service and *unmapped but improved" coverage on VHF. Although valuable
 
experience was gained from the survey, itwas not an accurate measure of the
 
devcom impact.
 

Two recent surveys, (April/May 90 and October/November 90) show
 
excellent growth In impact since transmission was restored. The surveys cover
 
health seeking behavior amon? the general population and perceptions of
 
development among traditional leaders. Both surveys are discussed in Part
 
3 - Institutionilization.
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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 CDC. The
 
positions of Oevcom CoP, Contractor back-stop, SWAMOP CoP, Director of SBIS,
 
Director of USAID and USAID'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 SWAMOP initiatives.
 

In addressing management issues at the CDC, it's important to realize
 
that communications isnot 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. Itdid 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
 
listeners 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.
 

I. Management Communications
 

There is plenty of evidence that tensions and a certain level of
 
suspicion existed between SHIS and the CDC. Some of this can be viewed as a
 
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 raised 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 commnunications must be maximized on a project, especially one
 
that isdesigned to develop communications. To illustrate an isolated example
 
nf cultura; mls 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

"regular internal evaluations evry 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 indevelopment." There is little or no evidence of a USAID
 
organised planning convmittee 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's, before the devcom project

began. Its membership consisted of subject matter specialists and information
 
officers from the ministries and NGOs that produced regular development
 
programs for SBIS. Regular 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 incooperative

efforts and strong inproviding critiques to its members.
 

As pirt of the charter, the Public Relations Officer (PRO) from SBIS was
 
designated chairman. The NADPP wanted to organize training opportunities for
 
devcom producers, foster inter-agency cooperation, and create professional
 
standing Inemployment for its members. Training participants report that the
 
NADPP was a very active and cooperative organization.
 

The principal chairman and guiding hand for the NADPP was (and still Is)
 
the PRO at SBIS. Most people regard him as the person who started development
 
conmunications InSwaziland 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 success 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
 
hiring the counterpart caused some participants and NADPP members to lose
 
confidence in the devcom project generally and the concept of the CDC 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 policy 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 level mass communications training suggested in the
 
project cont-act. The counterpart does not appeikr to have been an effective
 
leader or organizer. lie was unwilling or unable to provide an account of CDC
 
activities since the departure of the project CoP inDecember 1988. The
 
counterpart resigned his position at the CDC, effective November 1, 1990.
 

A final observation on CDC management. Emphasis 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 inDecember 1989.
 

4. Conclusions and Recommendations on the Center for Development
 
Communications
 

a. Despite shortcomings on several national initiatives, the CDC met
 
the bulk of expectations set out in the component contract and
 
subsequent feasibility study.
 

b. The CDC was successful, bilaterally, in creating and operating two
 
develipment corunications radio production facilities at SiIlS.
 

c. The CDC wis successful in training people for development
 
communications responsibilities and in strengthening SBIS. Further
 
evidence of this success Is presented in Parts 2 and 3.
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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 CDC iswithou!, a director because the counterpart
 
director has resigned.
 

e. The CDC's development communications specialists (CoPs) were
 
successful inorganizing workshops and forums to train information
 
officers and senior officials from ministries and NGOs. The CoPs were
 
successful inproviding 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.
 

It is recommended that:
 

Short-term technical assistance bc provided to help re-organize the CDC.
 

Any follow-on to this project begin with a listenership survey.
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D.TRAINING FOR DEVELOPMENT COMMUNICATIONS
 

Note: Training people for roles in development communications was the most
 
successful endeavor of the devcom component. In Part 2, part~cipants'
 
comments are reported from in-depth interviews. Interviews were conducted in
 
the spirit of anonymity.
 

I.Long-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 inMay 1990 with a Master's Degree in
 
Educational Technology and a minor in Development Coniunications 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 Basib Education Proposal, Nine Year Programme of Instruction for
 
English lists r-dio as a tool to strengthen education.
 

This participcnt iswell positioned to assist with any follow-on to the
 
USAID/Radio Learning Project (RLP) Interactive Radio English pilot test
 
conducted witf 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 iswilling to provide
 
any assist4nce to strengthen the CDC.
 

2.Sho(rt-Term Traininq In-Country
 

Forty-five people received in-country training in an innovative devcom course
 
of study developed by AED and San Diego State University (SDSU). Twenty two
 
graduated in December 1987, twenty three graduated inDecember 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 0A. three-week modules of instruction In:
 

* Development Communication Theory, Planning and Practice
 

* B'gInning Vriting and Journaflm
 

0 Introduction to Radio Production
 

* Advanced Script Writing for Radio
 

* Advanced Radio Production
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* Research and Evaluation
 

SDSU selected instructors for the modulZ-. 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.
 

3.Workshops
 

From 1986 through 1989, the devcom component prepared and offered 29
 
workshops. The workshops ranged from one day to two weeks induration.
 
Topics varied acco,-ding to need and were used to train people in specific

devcom skills. The total attendance at the workshops was 860 people (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 skill
 
sharing occurred as a result of the workshops.
 

4.Short-Term Advisory Services
 

The project employed the expertise of at least six short-term consultants to
 
provide additional training in Swaziland. Strong and accurate technical
 
services were provided by Ken Mason and Mike Starling. In 1986, Mason
 
supervised the installation of the devcom production studios and trained two
 
SBIS employees in studio operations.
 

Starling provided on-the-job guidance to the two project-trined SBIS
 
engineers in 1989. Together, the three managed to overhaul a crumbling

transmission system and create a work-plan that, if fully implemented, will
 
provide proper transmission to the year 2000.
 

John Wark and Douglas Moore, 1988 and 1990 re'pectively, provided advisory

services to the SBIS news, programming, and senior management s'ctions. Both
 
consultants provided skills an(' leadership training. Additionally, Wark
 
delivered on-the-job training 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 McLean's short-term advisory work, performed
 
after her tenure as development communications specialist. FLAS iseagerly
 
awaiting the results of Mctean's recent collaborative focus group research.
 

5.Results of the Tracer Study
 

Note: Two of the short-term graduate! participated in long-term training. In
 
all, five people participated in the lonq-term traininq. The total number of
 
people trained is 48. Figures used in the executive summary are based on all
 
48 people trained. Figures 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 traininq are continuing with their devcom responsibilities. There
 
are 17 of 45 (38%) graduates who are no longer working inpositions with
 
devcom responsibilities.
 

6.Short-term Graduates Still Working inDevcom
 

Twenty-eight of the graduates are still working indevcom roles. An analysis
 
of their present duties shows:
 

Three are on leave. One is from SBIS Programmes Section, currently enrolled
 
at Howard University for a component sponsored degree inMass 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 employe'd as continuity announcers at SHIS. One of these people
 
transferred to SBIS from an NGO.
 

Four are employed to produce devcom programs or news at SBIS.
 

One isemployed by the information section at SBIS.
 

Nine are employed by Ministry sections, continuing in the same Job, with
 
similar responsibilities, as they had before training.
 

Four are employed by parastatal* or NCOs, continuing Inthe same job, with 
similar responsibilities, as they had before training. 

Two are employed by NGOs and have been promoted to devcom management
 
positions.
 

One has changed her employer and has been promoted to a position with greater
 
devcora responsibilities at an NGO.
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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 employers.
 

One is a training officer for South 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 these four people were interviewed. Both report using the
 
skills attained indevcom training at their new positions.
 

b.Eleven have been assigned to new posts Inthe 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 comrnunications, two have recently stopped producing devcom programs
 
because their assigned (non-devcom) duties preclude quality productions.
 

The remaining four moved laterally intheir agencies to positions that don't
 
require full use of devcon 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 iswaiting for an assignment that fits
 
his 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 pre-ent job assignments and a general
 
desire to put their devcom skills to work.
 

The other four miss being directly involved with devcom but are satisfied with
 
their present dutie. Three of these four believe that the devcom training

played a major part In obtaining their present assignment,
 

8.Additional Observations
 

Incomparing the number of people employed indevcom roles before and after 
the training, there is a net gain of four people employed indevcom roles. Of 
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concern are the five people In ministries who have been given assignments 
w 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 received promotions. Five of the six 
people prc ,)ted attribute their success to the skills obtained in training. 

RANDOM LIST OF TYPES OF OEVCOM PROGRAMS CURRENTLY PRQfJCEO BY GRADUATES
 

Radio and print coverage of the Monarch and Parliament
 
Listener participation, problem solving program
 
Open topic call-in programs
 
Readirg 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 tG patients in the hospital
 
Educating and motivating people to form cooperatives
 
Women's and children's development
 

Organizing commercial business practices workshops
 
Agricultural information and extension broadcasts and newsletters
 
General health radio program, specific health campaiqns radio program
 
iamily planning program
 
English language newsletter for ministry employees
 

siSwati newsletter for farmers
 
The rights and wrongs if siSwati and western cultural ideals
 
Cooking, general home management, coverage of business groups and income
 
generating projects
 
Quarterly siSwati newsletter on home economics
 
Women indevelopment
 

Radio news writing on development topics
 
Nationally distributed development magazine

Motivational and organizational material for distance teaching, literacy
 
Distance teaching, continuing adult education
 
Multi-media public relations on assistance fr children
 
Radio and print on crganizing to build schools, farms and houses. 

All of theigraduates interviewed supported the In-country training. There was 
a full expression of satisfaction with all modules within the training 
sLquence. lhe module on research and evaluation was mentioned most often as
 
being memorable. Graduates indicated very little exposure to research prior
 
to the classrs. 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 cGncepts of target audience, program editing, planning
 
and interviewing skills all received mention from five or more graduates.
 

Negative comments about course content were noted. Four graduates spoke about
 
liking 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)
 

"Itmade 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 iswho." (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 exprt '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.
 

9.1moact on Institutions and the Nation
 

When asked their opinions on the training's impact on their Institution, the
 
graduates' responses were varied but focused on four main topics.
 

"Regular mail and phone calls are received following broadcast or publication.
 
There is an increase indirect feedback from listeners to the program
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producers." (12)
 

"Supervisor realized the importance of divelopment 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 ;iain 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)
 

"Enrollment 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 I 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."
 

IO.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 impact.
 

Ministry:
 

"The participant received 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 ismost 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 productions from other
 
ministries, regional secretaries and principal secretaries when 'there is
 
really something important to be covered. Feedback on the radio program is
 
always received during ministry workshops."
 

NGO:
 

"This NCO has completely implemented th' core objectives of devcom. The NGO
 
employs two devcom graduates. They noted low atUience awareness and
 
acceptance of the NGO's services in the 1987 listenership survey. The
 
graduates wanted to reverse this situation and increase the population's use
 
of the services."
 

Tiie 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 received in the survey and re-formatted their radio presentations.
 
By 1988, the USAID sponsored Family Health Survey showed audience awareness
 
had increased to 78%. The participants believe *it Is mostly from the
 
radio."
 

Although awareness was InLreased. usaje remained low. at 17% of the 
population. The CoP and the participants went to work preparing to implement 
a major focus group study of attitudes and reluctance. lhe survey results are 
being compiled now and will be used to estiblIh a new IlC campaign for the 
NCO. 

The devcom CoP played a major role in this effort, but a graduate will manage
 
the JiC planning and implementation. The graduate feels "fully trained and
 
capable of doing the whole thing."
 

Ministry:
 

'This ministry has successfully institutionalized an or(ganizinq mechanism
 
through it's use of devcom. The ministry has a section that is starting
 
small, grassroots cooperatives. field orgAnlizng work was expensive in terms
 
of time and money. The devtom in-country graduate worked with department
 
heads within the section to write radio lessons to instruct interested people
 
on the requirements of forming. Brochures and other print material was
 
designed 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 Pnd 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
 
certlfication.New lessons on certification are being written now.
 

Supervisors 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 need to be recreated, only
 
updated. They believe this isevidence of institutionalization.
 

Parastatal:
 

*This organization reported positive and negative 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 in the home listening environment when other family members wish to
 
use the only radio in the house.*
 

The radio progrram is aired on the [rhi sh channel and tome clients report that 
family elders wish to 1isten to the siSwati channel. le reported additional 
disadvantages from the increased competition of television in the homestead. 
The graduate is starting to provide clients with cassette copies of lessons 
that are broadcast. 

The supervisor expressed some regrets that the training his stopped. His
 
organization's radio program requires three people for the presentation. Only
 
one of the three has received training
 

Mini-try:
 

"Thit ministry's education unit has made effective use of devcom goals and 
obj,, tvet. At an nnual event, dlitribution of a ministry product increased 
.5% over last year. the ,upervlsor jives credit to the dev(om training. 
"Originally, the radio presentations were lecture format. Listeners switched 
off, Scrlpti are nu:w (ctrpujlsory, no more adl lb. Devcom courses brought 
%kills, technijue, even the drama and interview formatt. Prog;rams became more 
effect ive." 

this su;ervlior also praled the creation of scripts 'Onc they are written, 
they don't have to be re-invented. lhey stay with us ind we can revie them," 

the education ,epart-ent hat adopfed the policy of "givinj feedha(k" to Slt') 
And .waz prs, *rwu"ah out Wh 's happening." In this respet, they provide 
a tervfIe to the ('Ur-un1(At1n% chaPnels that joes, beyond a onf(e a week 

,pr(jram. Radio 4nnouncer and print reporter% are irivited to ministry 
workshop% and s to ,e "ensitied to ministry inforrmation lhe supervisorto~irs 
credits the devcom component with introducing the concept of prime time 
positioninq of spot announcementt. the ministry place% spot message% 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 grdduates have gone to Zimbabwe, 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;
 
filing admission applications to attend a mass communications university,
 
assist in the training of co-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 in its outcomes. The training
 
program has been instituted to good effect inanother country in the region.
 

All 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
 
offered today. There were problems and controversies in the training program.
 
These are alo repolted below. 

What is striking about the success of the training program is the 
efficimnt coupling of long-term academic training, short-term in-country 
training, workshops on pecific devcom topics ol practices, and direct 
assistance to the participants and their employer. Participants applied 
their learning directly. The result, are evident On SHIS's air sound and the 
public's response to participants print/broa(icast initiatives.
 

1. Participants' Coments on the Management of the 
Training Participants were asked to express themselves on the topics of 
improving the training program and the menagement of the training. Their 
comments are presented in unweighted. cipsulied form (quotes from many
 
people are atter'blrd as one)
 

*We liked having different professors, "real specialists for each 
module. leacher* made them-elves Available after hours and on weekends, The 
teachers made us feel like one big, happy family. Ihe itudetit teacher 
relationship was very good. the teachers coming here Ismore 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 isgood, do it again with
 
advanced content. We want SBIS to allow self-operation 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 foil of praise for the additional training
 
opportunities available in the workshops. During 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 coui'ses were most often
 
mentioned as the training format 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. Unfortunately, what was awarded was a
 
certificate, not a diploma, The certlficjitv carries little or no weight.
 

The origins of the controversy were not discovered during this evaluation. 
San Diego State University was the sub-contractor to AID on providing the 
short-term training. They were unable, by California law, to call the 
certificate a diploma. The training program was new to the GOS and there were 
Issues raised about inplementinq the course at the diploma level. The 
controversy is recogniied in the project documents reviewed for this 
evaluat ion but culpabl Ity I ut addressed. 

As Is referenz. in the currents below, the graduates have not received an
 
explanation as to what happened. This was a comimunicationi 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 would accept our work or not. It'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 innot responding. We did
 
not get an arrangement with UNISWA for credit. This should be incorporated
 
into UNISWA's program.4
 

"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, I still would
 
have gone for this training because I wanted and needed the skills."
 

On another matter, the project contract specifies that the contractor
 
procure training studio equipment. ihe 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. The hall was never converted. This was
 
inefficient. Classes were held at a location other than SBIS and the CDC.
 

The inability to complete the classroom facility contributed to the
 
decision to look beyond SBIS to establish a home for devcom radio production
 
training.
 

Senior officers at SOTS benefitted from a certain amount of the training
 
activities, especially senior engineers and program officers. The chief
 
program officer should have been selected for more formal training, Training
 
45 devcom producers placed pressure on the programin section. The senior
 
program officers at SOTS did not fully share the knowledge and information
 
that was imparted to the in-country trainees. Additional training for senior
 
manAgement would have resulted in a more cooperative integration of devcom
 
productions into the SBIS radio schedule,
 

Lastly, the contract and feasibility study envisioned short term
 
training opportunities In the United States and inAfrica. Regional trainin9
 
inAfrica is important to establish perspectives and build networks. This
 
type of training did not occur during the project. Regional training Is still
 
important and worthy of support.
 

3.Conclusions and Recoumendations
 

The development comunications training was the singular most successful
 
part of the cnmponent.
 

Long-term, degree level training In the United States was effectively
 
combined with short-term In-country training, workshops and on.the.job
 

183
 



training to form a strong core of development communications specialists
 
in 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
 
innovative and effective.
 

Management of the training, with the e:',eption of the
 
diploma/certificate problem, was sound.
 

The training programs are having a significant positive impact on the
 
individual participants, Swazi development institutions and on the
 
country as a whole.
 

It is recommended that:
 

Any short-term technical assistance provided to help re-organize the CDC
 
have trainin j as a priority.
 

Assistance be provided to investigate and develop continuing educational
 
opportunities for the participants trained under this component.
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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
 
inparts I and 2.
 

1. Achievements and Impact
 

SBIS is a strong institution. Within the sections at SBIS, the radio section
 
received the most attention. SBIS was strengthened in a number of ways.
 
Twelve employees completed the in-country training program. Some of these
 
graduates are recognized 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 sttengthen the on-air line up.
 

The procurement, installation and operation of the devcom studios strengthened 
SHIS iftwo ways. The first is obvious, the second more subtle. Effective 
devcom radio programs take a long time to produce. Ratios of production time 
to broadca-A time often exceed 50:1. At the be'linning of the project, the 
lack of adequate production facilities and the resultant overcrowding in 
production were identified as barriers. The devcom studios removed the 
barrier for SBIS. 

The subtle strengthening comes from the listener's point of view. In the same
 
way that the Aerican program *60 Minutes' is Identified with the CFIS network, 
the devcom programs are identified with SBIS. for better or worse, listener
 
percept ion doeo not reflect on the producirg agency so much as it reflects on 
SitS. Sill is stronqer for broadcastij effective devcom programs. 

2 Internal Anl ixternal r,pa(ct 

The (O,%ponrnt' impact of strenjthening, S81S can be detected internally and 
externally. The tangible internal impact of commodities and training 
desririt'd atove have made the "I operation stronger. More importantly, SBIS 
has reali:,- an internal appreciation of the value and Importance of 
develo;,-ent (T'hinItlons This realization is an Intangible and therefore 
dii? twlt to r-.eamre. It Is not difficult to dete(t. 

in miny ase-, devu~m radio prcgram* are targeteJ to a %mail, select segment 
of the po,;(Ulation. Althoufgh the informatlon is vital to ,nme., narrowcasting 
can be a headache fur progra. ,iri'j offi(er, -har,;e1 with serving the whole 
nation 'Al'i has croti.d the pty~holoicsl hur(lie of viewing devcom at a 
ne(etry evil the cr ponent demonsrated the value and efficacy of devcom 
radio projrj- Thi .trenjthered and Instl ut inal Ited dev(t)o capabilities 
at ;ill, 

Recent evidence of this strengtthening it present In the revival of the SOIS 
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deoelopment.,magazinemikL. UNESCO donations of desktop publishing equipment
broughtthe magazine backto life In December 1989, :Befors publicat ion,

misoeditor sent a solicitatton'notice to the devcom graduats and
 
development-aece. hnte enorae sbiiof~ material, for
 
Mulication as articlesuor monthly columns., This level Vf cooperation is a
 
healthy, Indicator, of-the sustainability of devcom InSwaziland.
 

T~he head of~programming at' SBIS said, .The dovelopment communications
 
graduates made 511 completely h&?py, we are very hap% with the development

communications work and services. IOnarelated tot cl he saidthat
 
additional airtime for new devcom rogrums would not boa problem.* 

The project, strengthened SlIS externally11,The self-confidence and skills<>'~>,. 
are lin s8 When 

Vbeneit from listening to development broadcastso goodwill accrues to 
instilled inthe participants exhibi the I ibroadcasts. 

Sl. Theiow maintenance symbioticrelationship between dvcom producers
aSBIS strengthens the fHow of development information to the population.'+ >L 

CDC proposed aCode of Conduct for MIS5 prsonnel and operations. This 
Initiative was revised over theife the project. S51 revised COC'
 
initial proposal es iallyi tems of the section dealing with Heads of
 
State. The init&lI 9S eiew of the code rqsted 5115 revisions tocomply
with GO5 Ceneral Orders. Withoutjeneral order compliance, 5318 was unable to 
enforce the reqirements of the c 

~Over time 605 becam reluctant to consider creating a speial code for 5It$ 
because itwould force a full riew of code rqirements for all government

dartments. Implemetation was abandoned but the initiative did have the,
effect of increasing professionalism and pride in the 5It work place tht s
evident today. 

M.ong-Torm Academic Training 
: four pmople from $815 were sent for degrees Inthe U.S. Two were from the

enstinee~g staff and received 350. degrees in Electrical Enginseri eg from
50511 Two were sent to Howard University for degrees In Hass Counicatlens.
Thre of the four participants have resumed their responsibilities at $$I5S#
the fourth returns In IM1.
 

The engineerin training was Crucial to the $VS$ esof this project. 53$15 was

functiening vi t sub-standard engineeing suport. In fact$ one exptit

lwngime (mat conneted to SIAW) was taen to court for willful and
malicious damagei to SOll opi!Ont. The decision to trainsa studio and a
transmitter engineer from S1 stands out as being ery coherent. The devcm

I-$81Sradio progrm are governed by the physical capacty of the delivery system.
 
The training placed technical control of poeties Wntransmission Is Sviii

bands. TMe graduates. have advanced 5315 facilities toward Industr standards 
aOd hav the planing an management skill to0 5315I tedcl
 
competitive. TMe supply and preuremoot of spare parts and new es Ipeent
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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 SHIS
 
transmission service. Transmission was revived and the engineers were
 
properly oriented to their on-going duties.
 

Two people from the SBIS 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 inMass
 
Comunications. She will 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 Degree in Mass Cormunications with a specialization in
 
devcom. lie is well positioned to direct the re-org~anization of the CDC.
 
Curing several in-depth interviews conducted for this evaluation, he expressed 
himself quite clearly on the role that the CDC should play. 

'The CDC coordinator can revive the center and the NADPV by working hand in 

hand with the ministries and NCOs to:
 

*identify the devcom needs at the ministries and NGOs 

*survey the population as to their devcom ne(ds
 

*determine the needs that can be met by radio, and 

'develop pro,;r4,s that r:et those need%,* 

This employee's ma-tvr thesti was on "u'verat;e of Development News by 
Swaziland Nfwspa1er-" There It a ,good potential for this person to have a 
strong impact on print ard radio development cc;..unications. 

5,Inst Itut iunal i'at ion A.- noj th e tni,)n1 Pubflic. 

Five years after tthe cor-ponent began, It It i:,prtint to consider the 
Institutionaltiaticn of !ev(rm on the population. The mott recent research 
Shows that the b I t r eivet and re pondt to dev(o-s radio proqrarnIno. 

The April May l'O AtIA'ts (enter fur Diseate (ontrolPVH studyiwatilard 
(Tantermiarn, et at drAft 1#47/n0/90). on k.nwlede and attitudes regarding 
malaria a,d health eelti) behavior in the lowveld area of ')wa: la4nd reports 
548 responses to a quettion on tour(e% of information. Responses were: 

Heard from rural health motivator . ...... IS,7 (87/$48) 
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Heard from the radio ...................... 67.7% (371/548)
 

LearnEd from poster ....................... 4.6% (25/548)
 

Was told at clinic ........................ 60.4% (331/548)
 

Radio and clinic .......................... 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 eocouraging. ..radio health education seems very suited to
 
distribute healt,i 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 Is not mentioned by name in the survey, respondents were not asked the
 
question. tiealth behavior is a subject that is intimate to the Swazi people
 
ard it is doubtful that specific information on specific Swazi clinics was
 
available from external radio sources. It is safe to conclude that devcom
 
radio is institutionalized amonq the Swazi people.
 

As part of this final evaluation of SWJflDP, Dr. Ted Green interviewed 50
 
traditional Swazi leaders. His interviews were conducted to update and
 
compare findings from his earl ier (May 1989) research on the topic of
 
development and traditional leaders.
 

In May 1989, ,-nly 3% of the traditional leaders made spontaneous mention of 
radio as a centributor to the qrowth of developmwnt projects. In the current 
(November 1990) interview ., 30' (I5/SO) spont ane, u ly mentioned radio's effect 
on levelopment. 

Pou,,IjhI two third,. of tht traditional leaders saild that more (rather than 
le-',) 1evelo.rent was taklnj pa1te now. Of the 31 traditional leauers who 
said 'more% nearly 1/2 (15/31) spontaneously mentioned radio as a rezson that 
more developcment is taking place. 

Their rotrent5 on the irpact of radio: "We hear clearly; we hear how far 
other', have gone and we wish to follow; radio motivates people., 

6 Inftt nliat un of Ir~ainiole 

PVto!en, with in4ttut Ia)ilitt, a (orrptchentive traiiino program for devcoI 
at ',I, ,re reportei in Part 11. there is evidence In project documents that 
the to'pofnlnt Ic Aer,hip ws,. tuopIcIous of '[IIS'$ Intentions regarding the two 
devyom productIon sIu,11'.. lhere was apprehension that SIJIS would appropriate 
the facilitlet for their ;wn (presumably non *levctm) uses, This has not 
proven to be the (ase. 
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CDC leadership 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
 
COC. 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 Departmrnt of Fnglish inAugust 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 com~unication, policy 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 production equipment.
 

The instructors include a visiting Senior 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 SHIS. Establishing development comnnlcaticns
 
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 installation date for projecL-donated audio
 
production equipment. Construction should be completed by March 1990.
 
Planning documents indicate that SBIS engineering statf will assist with
 
installation of the audio training studio. To date, SBIS engineering has not 
been consulted. facilities use planning and design coordination are 
insufficlent and should be addressed immediately ,o that sub-standard sound 
proofling nd annoyinq ti-stflc flow can be avoided. 

A review of the project-donated equipmen' list shows a well cunceived audio 
training equipment compliment. According to UNI$WA officials, all parts have 
been delivered but not unpacked from shipping boxes. Installation requires 
the desifjn and construction of furniture to house the equipment securely. 
Installation will require a 40 hours of work, but timing wil' rely on the two
 
to three weeks It takes to obtain about S100 worth of .mall parts from
 
Johannesburq. 

The Inj Ii1-h Departmen plans to create a student run newspaper and radio 
.iation, The (epartment should consult with 'ils vriglneerinq staff on studio 
contrtiction, low-power VIlf transmission, licensing and maintenan(e, 

the Component's formal and informal advitors to UNI$WA's Department of English 
have had a positive Impact on the establishm nt of the Communications Studies 
major, Once on.line, the Audio 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 receivyt 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. JNISWA's program should not be seen as Irstitutionalizing
 
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 reoort. 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 inproviding an important development comnunications function.
 

There has been plenty of speculation on management decisions by everyone
 
Involved with the devcom component. A communications erfurt of this scope
 
needs to have clear and honest djiAjoge between all parties. Even when it
 
appears that everyone is clear and going in the same direction, discuss it
 
again to be certain. Hopefully, the discussions will continue a; a healthy
 
part of the feedback process. This will further strengthen and
 
institutionalize development conrunications that serves the people.
 

9.Conclusions and R~c(omnendations
 

The personnel and facilities of SIS were strengthened as a result of 
the devcom component. Development communicatiis has been Institutionalized 
at SBIS, at a number of ministries and NGOs. and a.onfj the people of 
Swaziland. Institutio;,aliiation of the (enter for [evelopmen' TnrimunicatIons 
and Its training function% has not been fully realized. 

The procurement anl installition on -. nVproduction fa( ililtie ' SBIS 
reduced barrert to (omur, ation. :trenjthened drvcum output. 

Traininq of s-enlor itaff mrmber% At .,iC was effective In %trenijthening 
the SBI enlnterinq and studios %ections. lehnila (ompeten.( has 
been Inttltutlunali:ed,
 

The cotoponrnt could have realized a greater (ejree of training of senior 
officer- in the proiramt trction%. 
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Operation of the COC 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 CDC at a critical crossroads.
 
Institutionalization of the CDC ispossible with proper leadership and
 
guidance from senior SBIS management.
 

The institutionalization of training functions isshowing 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.
 

It is recommended that:
 

Any technical assistance provided to help re-organize the CDC have
 
institutionalization as a goal.
 

Technical assistance be considered for the UNISWA Communications Study
 
program so that diploma level training is institutionalized.
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By Michael Starling, Esq. July 1989, 21 pages. Reports on in-service 
engineering follow-on training to SIS Engineers. Accurate, contains 
recommendations/strategies. 

in PLXYA.LVA11Q 

FOUR1JJ_NANAL_ KYt. P_L, to 1987/88. Government ofAtF covering 1983/84
the Kingdom of Swaziland. 541 pages with annexes. References planning 
priorities and objectives for SBIS. 
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KNOWLEDGE AND ATTITUDES REGARDING MALARiA AND EALT- SEEK ING BEHAVIOR IN FEVfR
 

CASES IN THE LOW-VELD AREA OF SWAZILAND, Draft # 2, 20 July, 1990 by Rudolf
 
H. Tangermann, CDC Atlanta, Caroline Ntoane, CDC Atlanta, and Amos Zwane,
 
Ministry of Health, Swaziland. 18 pages with recommendations. Shows radio as
 
a source of information.
 

MEMORANDUMS TO USAID/SWAZILANDDIREJAR. (2). (OI)from Judy Brace, AED home
 

office. backstop, Aug 2, 1988 re: her management review visit to project and
 
her recommendations on project future. (#2)from Polly Mclean, Devcom CoP, Nov
 

14, 1988 re: meeting held to discuss recommendations regarding project future.
 

CL 

USAID/SWAZILAND. By John L. Williams, Louis A. Picard, El itbeth A Carter,
 

JU.I5WAZILNIANPW--L
MID-TERM EVALUATION OF -1--tIER-_PFO For
 

Joseph Ascroft and Howard K. Kaufman. November 1988. Volume 1, Executive
 
Summary, 25 pages (5 pages on Devcom) and Volume 2, Report, 138 pages (16
 
pages on Devcom with SBIS siSwati program schedule). Devcom evaluation
 
contains a number of factual errors. Reference the letter to USAID Mission
 
Director from San Diego State University, May 15,1989.
 

LtHE N LNLIT .. IQN F.0RL151 ! by Swaziland Ministry of 
Education, 1990, 20 pages. Identifies radio as tool for classroom teaching of 
English. Is part of MOE's 1990 Basic [ducation Proposal. 

LI N..Y I ADiM Q.LN. L1E. LJ URY_.AN PJILOI IN.LLR_~iACYL HJ1MFI.ALR {QBRL 

By Stuart Leigh for Radio Learning Project, Educational ievelopment Center,
 
Newton, MA and USAID. May 1990. Approximately 80 pages. Contains evaluation
 
instrument, evaluation comments and 16 page technical report on SOIS medium
 
wave service by Derek Shaw, Shaw Broadcast Services, Johannesburg.
 

£FP_.Q,__LX MNCATIQ!iLIU , 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.
 

QVR1LFLY_.RLPOR.I for SWfA4DP Development Comyrunications Project. Various.
 
Jan/March, April/June, July/Sept 88 by MLetan. All contain go(i documentation
 
in appendices. AIDS I[C strategy and radio %ripts extensIvely docurented in
 
July/Sept 88 report.
 

PULPRI !.,f1fOLM*L.PLY1LWT of ,wAIland Oevcom Project. if Cliffcrd H. Block,
 
USAID SI/ID. feb 3 - 12, 1987, 16 pages plus Attachments re,;arding changes 
to Jar, 1987 workplan. Trip comes At project mid-point, chane of foP. 
Writing iscogent. 

RVPAL SWAZI_ QML j JN.[L~YLO!'"L: A .0 C4 T4IL L[ LLL TlWfL!!.JL I 
VRyLL fly Robert K. Hitchcouc k, f ernando .ophl UlkiDlu and iitu'e I(unomiCs 
%ection, Minitry of A,jriculture and Co operatlve-, GOS. 1)7 . Text, survey 
and report , 'urvey in(ldes radio reception and usage. 

!iJDLNT .LY LAUQ45 of Devcom short-term. in country training module% provided 
by ',D0U. Evaluations are by module, both intake%, 1987 and 1988, various 
pages. 
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akRaiPesnlt#DysIrCOQ A;.IR By Jh AEYIFS Andsot 

ter .t odt cvr al
adA I s ecmpoet l ciiisi 

Ig1$.62 pages. 
W1 6JON ZRJT ORKLUCovers July-1986'JunU6716UQDEV[OEUOX

193,5 ags, Auhr not Ientfe, Plan was circulated for review to
USAID/Swazland project officers by Leticia Diaz as lmorandM, dated October 

SVA21LAnJFQ fiK f wPTwe6t'T WWC By Est& do Fossard.
 
January'19670 54npages plu gM~et. Coer atviie from 12/84 to 12/69,
 
withn frost 8
A 

Am S * 

rpages.; Pspecus. for second Intakelwith admission guidelines. ~ $~~ 

pg1USAo signed in 

contracttoI 1 0:: 
)!
 
....... ,...... , s. ....... ..... , anne..sAs or DoveIrt 6611F o Bdelistennl D.C. 

jctwith CDal Sciences Research
Unit, University of 'Swazilanid Patrick A. hiri, Department of Hathemtics,
University of Sw iland, and Achard S. Allen, University of Michigan. 

D.ecmber 1I6. 100 pags with English and Slmwti versions of the sure
Instruent, administered Nov/Dec. 1967. Athresipaip field report Oy Allen Is A 

attached to survey. Extensive analysis of Wail am oadcast an Information
Service (radio) audience rams. p orairs Smlpmntcomui at 

1rograms landrach, li.stening 941
GLrporation viewer preference Included in survey. 
TRIPLMIO for AID. By Polly 1. McLean Fhd. Septemier IMO, 27 pagsW
Asse-smnt of continuing devo. activities. reports on technical assistancePrvddto fulily Life Association of Swaziland and the Uiversity of 

O"4,M C M Tfor 1go?7 ando"In.. coury raiees., 
16TQ.oCamY MvnomiT ITAFGY £T~MI W10.By tIMID, August
im so,pages. 

=by uy Brace MD. Provided oa valu r, Ocoe pages1
 
MUMLI h~O~A ~tfItUL IfAtI tolfilPM=tCPAN
 



DEVELOPM1ENT COMMIUNICATIONFlROGRANs gOCOTC.NRCADTIH VNPOTSRNYIE SWAZILAND, 11EAAONUTHERN AFRICA.O 7603/USAID/AID 
John Wtherspoon, Director, Center for Cownication, San Diego State 

Michael Starlings Senifor Engineer, National Public Radio, Washingtons D.C. 
>AEC/SDSU consul tant. 

JKgudy Brace, Senior Proran Officer for AMD 
Polly' McLean, School of Journalism and Miss Comanlcation, University of 

Kin Masons Radio producer and consultant, Washington, D.C. AED devcos 

Exrces Khialoo Deputy Director, Swaziland Broadcast and InformAtIon services
(5815). Also, ho Is Acting Personal Secrotary to Prim Minister.
 
Barbara M1thethwa, 5615 Studio Operator for devcou studios.
 
Joseph P.M1.Gam, Editor, lmbiki agazine at SIRS.
 
Michael Htshal IComponent counterpart director of the Center for Development

Cemunicatiens . 

Cyril J.Ma.Thokoaa Kmnee Senior Managemnt Services Consultant, NLPS
 

Thawo Mpama I LPS
 
Tars akina Under Secretary, Ministry of Interior (S515 hem ministry), and

femur Director of 5515. 

EdMills, Physical Planner at tEISIlA, University of Swziland, 
Michael Presser Senior Fullbright Lecturer, Professor of Nast Coinmications 
at University of Swaziland (UNISMA). 

JN.(JIM) Davy, Head of NISNA Dept of English
s! ! s A P r. l I

Jabulaui Niinso, Principle Programt Officer 
Philip ftesaa Pulic Plelations Officer for SUIS. 
Eos ause, Principal Secretary, Ministry of Interior enW Emigration 4 
Phindile Olamimi Principal Plamning Officer, Ministry of Interior ad 

Alie N"Anahe NMbtuzlt Director ef UNIMSNt Division of Extra-Monal . . . 



Abner Tembe, Director of SBIS.
 

Dumisa 01amini, former Head of Programs SBIS
 

Tembi Hlophe, Studio section, SBIS.
 

Pitnero Methembu, Principal Information Officer for Health Education Unit
 
(HEU), Ministry of leal th .
 

Mary Pat Selvagglo, former USAID/Swaziland Health, Population and Nutrition
 
Officer, 1985-1989.
 

Donald K. Hllophe, Agricultural Information Officer, Ministry of Agriculture
 
and Cooperatives.
 

Willam Msibi, Director, Save the Children fund
 

I.I. Ginindza, Principal, [malatini Development Centre 

Cynthia Olimini, Coordinavor, Swaziland Association of Savings and Credit,
 
Cooperative Development Center (CCD[C)
 

Peter Diamini, Consumter 1ecturer, Cooperative Development Center (CODEC)
 

,Jane Olamini, Communitj Developmcnt Otficer, Tinkhundla (Communit)
 

Development)
 

1.1. Mkhunta, Training Officer for Tinkhundla (Community Development)
 

Slphiwe [. Motha, National Director of DaF.a1a11Swaziland Red Cross.
 

Alex Fort, Physics Vepirtrent. U4IISWA.
 

A.1B, Mavui, Head of LV 1U4()e Art-. )epartrent,Natlonal Curriculum
 
Comilt tee/MO[ .
 

Norman MalI n(g4, Prin( ipal jecretAry, Ministry of Works and Convunications,
 
former Director, SBIS
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TOWNE/DEPTH INTERVIEWS WITH IN-COUNTRY DEVCOM GRADUATES
 
USAID/SWADP/AED/OEVCON; 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 I ...... Intake 2 

b. 	 Title, civil service grade, supervisor, department and employing agency
 
at time of training.
 

C. 	 Duties prior to training.
 

d. low did you 	come to be involved with the training?
 

SECTION 2. TRAINING
 

a. 	 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 durinj the period of instruction?
 

d. Positive%: 	 Liked b4St? Most useful? 

e. 	 Neutrals: Did not apply.
 

f. Nejativ~ : 	 Liked least? Least useful? 

g. 	 Given the choice. would you say that you are satisfied or unsatisfied
 
with the training?
 

h. 	 What suggestions can you offer to improve the training?
 

..*or* ...
 

"a 



devcom graduates depth questionnaire 10/90, p.2
 

SECTION 3. AFTER THE TRAINING CLASSES
 

a. 	 Describe the impact of the training on your previous duties.
 
Did itchange your job status?
 

b. 	 Describe the impact of the training on development communications at
 
your agency.
 

C. 	 De,(fibe yoUr ctivitie% %itict? graduation. 

d. 	 Current activitles?
 

e. 	 Describe the impact of the training on the people your agency serves.
 

f. 	 Is there any documentation At your ,jnfy reiatet to your workf 

g. 	 Future goals and object vei?
 

SECTION 4, A JIII',AL 10I:,ING AND ACTIVITIES
 

a. 	 De~cribe your participation in the development communications workshops.
 

b. 	 Have you participated in any formal. on-the job, regional or non.formal
 
training activltle.
 

c. 	 Describe your partic1liition in the Center for [evelopment
 
Conmunication-.
 

d. 	 Uecribe your u.e if tn,, [evelopment Cotr.unicat ions resource library, 

e. 	 Have you pArtICIpated in c(ooperative efforts with other development
 
communli(atcri
 

SECTION 5. ADDITIONAL :O INTS
 

a. Is there anything else you would like to add?
 

Ng9lya bonga (thank you)
 

..'
•end...
 

APPENDIX A.
 

PROJECT PURPOS(S AND GOALS: INSTITUTION BUILDING. OEVELOPMENT
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MANAGEMENT, SUSTAINABILITY AND THE SWAIMOP PROJECT:
 

As stated in the PP,
 

*The purposes of the project are (a)to expand the capacity of selected
 
Swazls and Swazi institutions -- both public and private -- Independently to
 
plan and direct development activities and (b)to encourage an increased
 
level of informed participation by the general Swazi population in a variety
 
of such activities.*
 

The PP goes on to state the basic proposition, or assumption, of the
 
projects, that.
 

"...Well-qualified, development oriented management and leadership in
 
key Institutions will be the major elements contributing to accellerated
 
economic and social development in Swaziland. It can unly be achieved... by
 
training individuals individuals with the technical and managerial skills
 
necessary...and by encouraging full partiucpation of an informed public to
 
use the intitutions effectivey7,."
 

Before proceding to conclusions regarding the instltutional impacts
 
and effects of this pro.)ect, it might be useful to try to obtain a perspective
 
on the evolution of ins.titution building assistan(-e in f)rei(jn aid, and what
 
this means in terms of tienchmarks by which !o evaluate SWAM[P's contribution
 
to Swaziland'% development.
 

DE[LOPM[NT A[ MINISIRATICN AND INSIIIUTION BUILDING IN FOREIGN
 
ASSISTANCf: WHAT AS BIEN LfAkN[D IN liH IASI 25 YEARS?
 

The Issues raised in the PP have been discussed, and experimented with 
at least since the Mid 60's wnen USAID first began to move away from the 
direct transfer of U.S.-oriented Public Adminitration to a mare adaptive 
approach, gjenerally known as tevelo;-,nnt Adminitration, aimed at Increasing 
the capacity af developinq countries to make better ute of resources -- theirs 
and ours
 

A great deal of money. -,me authorities estimate $200 300 million, were 
spent by the Ag;ency in emperimtntinq with, anj evaluating, a series of 
venture% in what mi(ht loosely be called Institutional Develepment" 

Ii)Innln In the Mid(J0's a (group of UAI) offcials combined with a 
consortium of University Polltl(al Science and Public Adminlstration 
Professors, supported by a Ford Foundation 5-year grant, begian to forrulate 
the theoreti(al spprnj(.h which was meant to eventually guide the action of the 
Agency in supportin,) effective, self-sustaining development in aidrecipient 
countries,
 

farl er assumptions, derived from the rapid success of the Marshall plan
 
In Furope, had by this tima been found to be bankrupt due to lack of human
 
Infrastructure and institutional capacity. This resource, in spite of the
 
devastAtion of 1urope inWII. was available due to the high educational
 
level of the continent, and came Into play inthe 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 institutions had to be created which, inter alia, would
 
become the iource of the skilled wanpower needed. T 1o this, the assofption
 
was, itwas necessary to focus on the "key sectors inwhich,bottlenecks
 
occurred, and on key problems that created obstacles to increased public and
 
private Investment." (Rondinelly, 198l:47)
 

At the same time, it was decided that USAID and other donors assisting
 
the third World countries were in the business of introducing change. they
 
were also trying to sustain the newly introduced processes ot change which, it
 
was felt, would lead to Increased economic growth, Improved social welfare and
 
the lessening of dependency on the West. Development Administration was to be
 
the engine to drive this vehicle.
 

(hange was to be introduced via formal institutions, eg. jovernment and 
educational institutions; and the newly Introuticed (hanqe processes, in order 
to have Impact and sustalnabllity. had to be protected by these formal 
institut ions. 

A number of factors leading to institutionalization, the term chosen to
 
represent a transformation )f old, rigid organizations into f)dern
 
institutions capable of introducing, protecting and %ustaining change, were
 
Identified as needing strengthenin,; if Institutionalisation was to occur: 

1 Leadership (the (apa I ty to foru Jlate do(trine, rojras and 
eftvctive interactlons with other organi:at ns) 

2 Doctrine (lhe values, 'ethods, atnl Gje(lives that wvre .mployed to
 
rat i,nmA l:e the ortganI:at Ion s ait i,ns)
 

3. Program (The functIr ns. arnT servies, that (cnSt itute the 
organilation's oujtpu ). 

4. Resources (The phyI(ial. Pu-,n sliI Is anT teth(al Inputs);
 

5. Structure (Tie po(r .ses uhcIs ,. .. . ' , ,, m mafttena e 
fun( t Iuns), 

In adlit ion to th's, fa( tors, the orgjnirit IonAl I Inkages by .hich 
transactions with other or;jn inizaticns in the envIr:.rent were tarried out had 
to be dealt with In orde!r to, 

*-allow the Institution to gain suppiort inJ over(ome reitlance, 
e0(hanfje rerour(e,, structure the rnvirotnment, ,nd transfer norms, And 
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values...a+organization ncma an institution when th changes that it 
advocated ad protected were acceted, valued and became functional in the
environumftog (Rondi pellY 1987471
 

ArIath5e I oxp'!imts usin this frameork In the
 

1It o ,attjith s.le were not very
 uccessful # There are some learnings from this which may be usefulin the 
iSwaailaod<contrxti 

~LSSONS FROM USAID EXPERINENTS WITH INSTITUTION BUILDING j j 
1i.The rapid localtlio which was attempted In Nigerta actually slowed

the change process by fixing concerns of the newly trained 'local '*lftes, I.e." 
overseas trained university graduates, for internal status and influence. 

2. The att" t at nstitution building created dependicies on U.S.
universi ty contract toam because there was little or ne serious attempt to
 

n l manpower to the extent they could take over when
 

3. As found by the 'seminal Jackson Report, written by Barbara Ward (Lay
Jackson) for the Uited Nations In 1969, donr assistance, U.S. Included, had 
not been adapted to the needs and cultures of the receiving countriesi in
additionothe emphasis on uacre-eceomic growth wsignoring the need for
trained manpower to sustain the 'rowth.' 

4. In the aid.7@'s#UMAID apreached the private sector, having become
disillusioned with the univrsitipes, and began aseies of experiments with

S Introducing maaemn toeli these toois were particularily from aero-space
which was mocki~Iat the time for having- put men om themo.the U.S.
proifessors left....
 

ThE NAMDEIT SCIENCE APPROACH 
The targeted approach of Aiming for key sector And key Institutions

begun Inthe id'G0's, was revived and the orJco mplementation Document 
102andProectParer ("I,~ 40d the LIcal rewor (Developed by,

.raciical Concepts, anctUHSAprecurs erewuroduw. 
This ou"a"emt science wireak becm lm as OMMIelpmsot 

NagIem #Aterm %tickIs still Incomse today, and wans def Ined as&it~r 
Aprocess t1hrough which Individuals And Insttuties Indeveloping 

Specific development objectives. (SMadoeu., liCS7I2.) 
"countries organized aid used theresources Available to them to &kmhe 

The results of this aproach were am satisfsctory ob IsInce I
WAS a throwback to Pragmatism And was net # Mba u so thm ca 

frmwrsuch as the Othink tackg am ah toINU~teatienu hih a 
"dominated the late 60' And nit of thedngc ha411. 

Secondy, th lai an, lmc ppoc entered the scow just pior 
<
M,, '
 

mailto:aid.7@'s#UMAID


woths now aimpasis on free mktssplvt SICtor development and ­
privatization of overment owned assets.As, aconsequencethereinow more 
opennessa to placing participants inHSA*:prrns Using internships In 

pivae J. or multit-national corporations. were this can be implebented. 

1SOME NEW C'.TERIA BY WHICH TO EVALUATE DEVELOPMN ASSISTMlCE PROJECTS 
~Ths!,basic, hlspyo thnew Deeo n Mngmn is: Where 

ost ountriesunproduc piiesr l -esuccessful "Oct$ 71t-a-beefA sared, can ay*-.....;b7 1jstro i nf n ment policy. As Iswell knownt the World Bank his
 
alSo eventuaily-rdopted his philMosophywith Its, struc Ural refovm mandate

which Is used as astick ,&an with'h.carrot of soft loans, to got
countriuas to Conform to IoICYL charges deeed neceusar'y for increasing 

1Yproductivity.,-

D,evelopment Mlanagement also tried to sip iSAID's bureaucratic,
iililIl : ! :i<control-oriented approach to developmient by strssing the Simplification of 

be seenuas an Incrementaltshuld 
rects sofformlation.tasks which canroject.,be acop)seIt ws, audwit h existini or easily 

4416 0EC umnet c aitYyOf ctentry.7 

Goalso It was said, should be clear and a upn b All prtnes n 
teprocess dono, hoet.,vernmnt and reelipioen Ints o0the projet. 

eact designs must be n~exi. enoghto allo fr changes and*
 
natueo th prblachanges during Its solution', something scientists have
 

bn aware of for a Iontin, 

It piroe.t ar to be tailored to lecal cenditlees, seeds and priorities
restobrcestcoulidaW agreed tob all parties, before commitmets of 

mhere hUSt be sufficient resoures available to meet specific, agreed
"amgmuis AWtar ts, and the tarets must be measurable,againoby

;i~ vri~abe,lwis ndiatoseheee the neW for the Oo Fran"'. 

USADitwa wgejous pay muich mere attention to polic reformn and
strutvral constraints bef odmmitting resources projects coul b desped:
oexrossly to brag about policy and structural reforms. 

fInAllys USAI wUred tomuse a I ghter sadmt to Intervene too
much In the preJects, but tA *letthemrn with theIalto lot local
leaders devel ewershipg and a feela of responsiblI(., for the champ

prmsses hey3 were Introducin am Abagg 

lIE KV(L~ KITWUDW PARIM 
To sissarite this paradip briefly, the current approach of Development -

http:assets.As


Management, as it was derived from a lot ofexperimentsa lotofmoney some 
an ­succssea ot ffilures, goes Something like thist 

oro~cifto be succesfuitn Intrducing listingandW prducti' 
ochagene edshipbcio b -*te rointed , purposeful more -than goal,' >­'directed yas. well as' flexible, with: maximu feasible participation and

ownrshp' y bost-argsnizations, clients and beneficiaries, 
oThe -focus Is on less~swesping chanes -. arrowr orgaizaonAl ' 

Interventionsaimed, at improving management anidorganizatonaliledership over4
a-period of time *notalo asudden, by one proJect. 

c Parastatals and private sector organizations not just thegovernnent,
need support I heeI tot be Increased productivity:and economic growth. 

~ that are more decentralized, 'and encourage more flexible,,'0Approaches

Innovative responsives collaboraie atcptv methods of I ~ 
Adinistration.' both on the proftedonors and host -government public and<' 

­

private institutions, aesought.
 

o In developing leaders And manager" there must be a stIrong eahalls on
S closing the gap between knowledge and practices Degrees'withno' practical 

, 

experienc have little particular value if the graduates have no practical'<
experience in how to manage the l~rgoo comlex organizations Into which they 7 
are often suddenly thrust. Hanm ent 8t ud be regarded neither As an art or

I$a sCIeONce but as acraft -- sufficieintresources should be Applied to 
helma" develop the skills#creativiy jugm nd values needed to 

ON Dots SWW NW= UP ON ThE CITERIA OF ISZUIWIL DUEL~FINT~f 
AMN UAK.IWYW 

hs amied positive thasneative. 

.definedabovet--------------------


EXCILLENfs NheI ntroduoctioa of Innovative low-cost approaches to
 

SWAP ecodfar more if we hold 

~p:Insti tutenbildngmchw as OMU'and LIWAKS6,wic, "e applied to'7~distinct, net-tee largeaorganization in a small counry like Swaziland has a 
-largeandpositive affect.l 

Also exclleato the trainig off keyerenloth ivsi eae 
am Imaging the isshtutiono thiulfi ing both the localization an the 

-institutional ­leadership criteria at'the sam time. 
4The ural developmnt training wit* the local woes hem economics 
-growps a&W traditienal leaders have alsoclearly bad a significant Impact >Ywith probable loop-Urn offects. Change Is being suStainee b*women trainingeach other an the visible differenes to attitudes, mtivation aOdYb

AchI e"eW4btwe these who have been traind and those *o have not been 



The application of adapted management skills tools to these groups, and
 
the extent to which this approach is re:ulting in increased motivation and
 
release of creative energy is an exciting and valuable contribution of the
 
SWAMOP project and must be assisted until it is certain that it is fully
 
sustained locally.
 

More can be learned from program experiments which need improvement than
 
from from those which went more easily. kong are*i where SWAMPO program
 
strategies need re-examination and improvement, if donor assistance isgoing
 
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 training capacity development, inpart because ithad
 
to be implemented before the GOI was able to change its policy and structure
 
of its key training institution (SIMPA), hence is not likely to have long-term
 
institutional development effects.
 

Development Comrmunicatlons. for reasons explained in this report,
 
encountered difficulties when it tried to institutionalize mass coriunicAtions
 
policies "from the top down*. In spite of this, institutionalziatlon appears
 
to have succeed.d at Swaziland Broadcasting and Information Servite (SBIS) and
 
within key aqencies tiat have been assistxd to irqpruve development
 
communications progrinming inputs.
 

CONCLUSIONS ON SWAJWD INSTITUTION OUIUDING, MWNAGEM[NI AND
 
TRAINING IMPACT
 

Finally, the Institution-butildin strategy of the SWA.MP project, as 
outlined in the PP, was in ambitious idea which, where it was tried with 
smaller and more manaeable organizations, was 'rihly sucessful, When 
a4sItance to the (lovernment bet .e Aa ',I '.hoI ar i p proorawm, much was,ener 

lost o,' the oriqinal intent of the PP and, it ,,,ars the short term Impact on 
very large .overnment is likely to relatively minimalIntries be 

Ihe -.ame (af be sai d of the approaci to managjement trainnij: If we 
accept the premise, easily (de-monstrated, 1hit all participants in whom donors
 
invest technical trainin,, are, or .oon w 11 be, mAnagers, regardles of their 
technical %pecialtie%, then we must take this proposition seriously and train 
them thoroughly for the careers Inwhich they will be engaged. i.e. the 
management of large governmental or priv-.te enterprises. 

If SWUAO)V an.i the other manpcwer development projects (arried out by the 
Swa Iland U;AIt mission Are seen As one lot,, linked, manpower and Institution 
1;eveloiVmcnt project, a, we beleve they Are, then the Impact and the 
probabilit y of sustaining, anA prote.ti nqgthe (han,)e and te(hholoy transfer 
that has been introiu ed in the %WAM)P is contiderably 1n(re.a.rd. 

The Inmentation of the Vroject has demonstrateJ that L'.AI() has the 
CapaciLty an4 flexibilIit to thange course The chAnees made In mid-project 
191'M) clearly rnhan~eil the achirve'ent of the quant itative tariets cf the 
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project.
 

There is some evidence that thrsl 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
 
vible 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 processes that have been introduced, e.g.
 
the linkages program 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 participants, which may
 
be interfering with the establishment of a "government 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 iskeeping its end of the bargain underlying the
 
U.S.-Swaziland partnership in development, and raises hopes for future
 
cooperation.
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APPENDIX B.
 

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 Conwnunity 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 @ $S00 per month x 18 person years
 

108.000
 
Total estimated GOS contribution ­
$127,588
 

to? 



b. PARTICIPANT AIRFARES
 

129 one way tickets Swaziland -. S.A. * est. $600.00 ­

77,400
 

102 one way U.S.A.- Swaziland @ est. $800.00­
81,600
 

39 round trip @ est.$S100.00­
58,500
 

7 one way regional 9 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
 

I est. $
 

29.501
 

d. GOVERNMENT CONTRIBUTION TO HOME-fCONOMICS/C.
 

Beginning only In 19,3, H.. and C.O. began to have 5O,000 each in 
their budgets. for F.Y. I April 1591 there is ( 100,000 In the budget. There 
Is more informAtion coming on this from ICC via the oministries. 
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