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REPORT<OFTIIK IRC/RAF CROSS-BORDER TRAINING PROGRAM
JULY-SEI'TEMIJER 1992

I. EXECUTIVE SUMMARY

In July-September 1992, Ilic IRC/RAP Tr.iiiimg Unit continued a two month training ,il two locations in Wardak
:iiid Ghn/ni Provinces. The program was conducted in collaboration with Coordination for Afgh.in Relief
(CoAR), a RAP-fimdcd Afghan NGO. The principal goal of the Ir,lining was to upgrade the administrative,
managerial and technical capacities of field staff working for NGOs. One hundred and twelve participants
attended courses in one or more of [lie following;

Administration/Management
Data Collection
Accounts
Community Participation
Rccord-Keeping/Reports,

One hundred and three of the trainees came from Hi NGOs. Seven were Afgh.in NGOs and nine were
subgranlccs of RAP. The NGOs who sent participants to (he progr.un conduct projects in the areas of
agriculture, irrigation, health and education. The program also admitted a number of community members who
were not affiliated with an NGO.

This vvas the Training Unit's first cross buulu puigr.im and initial assessments of (In i.didily and impact of the
training are cMremcl) positive, Indicators used to assess the overall t|ualily of,(lic training, such as the tr.iiners,
training methods and curriculum, all point l,tw.,rds a program with high internal validity. Also, the reaction !o
the Ir.iining from the tiainecs and connmmil) membcr.s was very supportive and It.slifics to a strong perceived
need for education and training in the two areas. Suhsci|ucni follow-up visits conducted during the course of
the (raining also indicate that there has already been Mime impact,on the work behavior of NGO field staff.
Several trainees, for example, have intr idiieul clianges inU, llit.it field office adminislralivc.syMcms and a number
of supervisors have noted changes in the trainees' general altitudes and woik behavior. At this Mage it.is
impossible to draw any definitive conclusions abmit the cMcin.il impact of the Ir.iining, early indicators are
positive bill a more rigoious follow-up and asse.s.smenl is needed in (lie next llnee to six months.

'I he principle lesson learned by the Training Unit is thai uoss border training is feasible and lias (he polenli.il
lo make a very positive impact on NGO peiformance in Afghanistan. It is something th.it should be built upon
and continued in the future. As a learning experience, (he (raining was invaluable and a number of changes
should now be introduced lo strengthen the program and make it more relev.ml to the needs of the participants.
These include reorienting the uniiuilum so that it is more practical and appropriate in the coiitc-M of project
implementation in iur.il Afghanisl.in. Ongoing revision of materials and inservice training of (he trainers are
fundamental to (he overall cpialily of (he program.

To have an.endliring effecl. (his round of training should be part of an overall strategy whicli has an impact at
all levels of the NGOs Inlcroigani/alional courses are parl of this strategy, bill the Training Unit should also
initiate an inlraoigani/alional training progiam which focuses on a'small number of priority groups. This process
has already been Marled vvilh CoAR and in I'W.! ihey .should be the chief implemenlors of a second Ir.iining for
NGO staff in W.ird.ik following the li.lining in Ouella (his winter, another implementing partner should be
identified lo condml a liaining in O.md.iliar in the Spring or Autumn of ITO. This NGo'vvoiild undergo the
same inlraorgani/alional liaining process as CoAR. The Training Unit should also support CoAR in inilialing
a voi.nional (raining piogiam in Moi|ur next sumniei. This could be (he precursor lo other forms of Ir.iining
with community members' in the future.
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2. INTRODUCTION

2.1 itacki>i'niiiid

2.1.1 Tin- problem

The rapid growth in the number of Afghan NCiOs (ANCJOs) sinie 199() has created a need fur lechnkal
assistance and (ruining for the .staff of llic.se organi/ations.

2.I.2 Tin* response

In I'WI. IRC/RAP established an N(i() Training Unit with a \ii_u to enhancing lliciirgani/aliiiii.il anil lechuiial
c.ipacilics of these org.uii/ations. During (his fir.sl year, cuur.sc.s were ciiiuhiLlcil in Peshawar and D.ir.sani.niil
for the main office ami field-based Malf,

However, it was evident lh.it ID hate a nic.iningful impact at all insliliiliiin.il levels, ,il le.isl .sume of the Ir. lining
vvould h.ive In he umdiiclnl inside Afghanistan. firstly, many of the field .staff could not Ir.ivel lo Pakistan lo
allend training coin.sc.s. .Sccoiull), the removal of field staff from the immediate context of llicir work
environment impcilt.il the lr.iii.sfcr ofliaining, cmh.sc.s inside Afgliani.sl.in would li.ive more inipacl am! relev.inie
lo the Irainee.s. ConscijUciitly, fioni this first rutiiul of ti. lining it was a natural progression lo embark upon a
cross border Ir. lining program. In collaboration with Cootdinalion for Afghan Relief (CoAR), the Trainini> Unit
chose two Ir.iining sites, Mui|or Disliicl in (iha/ni anil Sayed Abad district in NV.nd.ik. CoAR and the Traiiiing
Unit, as iniplenicnling pailners, planned to conduct the following courses once at each project .site.
Administration and M.in.iguiicnl. Community Participation, Accouiils, Record Keeping and Reports and Data
Collection (see Appendix I for timetable).

2.U Tin- c'nnci'pt nl' training

The process of organisational development is'essenliall) an eilnc.ilional process. I raining as both a comcpt and
|ir,n.li(.c is open to multitudinous am! tifun conflicting inlerprelalions. In lliis repoil. ti. lining is inlcrpteted as
follows:

learner centred adult education vvoiks besl and goes deepest when it builds on the foundation of
peoples' expei ieiices;

participatory L. nning is an active process and .should be conducted in an atmosphere of openness and
encouragement;

problem ii.iiliv.il compared lo cduc.itiim li. lining has more precise and immediate goals, related lo
enabling people lo acquire specific .skills which arc Iransfcrahlc lo a work activity;

value centred Ir. lining is ficipienll) perceived as a neutral, li.clinou.ilii. process. However, it involve*
altitudes and values ami one umnol avoid the fael lh.it Ir. lining impinges on .social processes and power
relations.

'Ihcic arc many oilier principles uf ti. lining. However, the above-mentioned points have a direct relevance lo
(his reporl.

2.1.4 Tin- liirpvl

The principal target group weic field staff working for ANCJO.s, although Ihe courses were also open lo staff
from inlern.iliun.il NOOs. Steve lloll/.man and Olvvei. llcrliison's report "A Discussion of Afghan Involvement

Previous .r?v?,^
£, tyj»,i~-«
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ill Reconstruction .ind Rehabilitation Programs." drafted in 1'WU loi (iTZ/AUiAR. nolcs lh.il N(>() field M.df
constitute ;i relatively disadt.inlagcd giolip in terms of lrainingupp»!liiiiilie.s, (lit. iii.nn bciicfici.iriv.s of training
in Ihe pnM have heen Peshawar-based mid-level lo senior managers. Uimever. it is cxidi.nl llul li.ninng which
docs not focus on Ihe overall liiMiluliun.il environment will li.nc only .1 liniilcd .uul p.irli.il impact. Tins cross-
liorder training program was conceived .is p.irl of .in over.dl capacily-lniilding tjiu. approach winch .nintd lo
impact at all levels of the NCiOs.

2.1.5 I'rojt'ct goals

Tlic principatgoal, was lojnereascuhe "liiUiigHialjUlsUHkuit'ib-'.'IMiilLcs oj.t]ic_NC;OJiUiUlaiT^uliat.the)
H!!!!s!-l'i'j!h!c.il)J»!PJt;il!<r'l!lJ!r''.'.'''''l'l<ll'l)l1 P^'J^^J"".'^effectively.. A second goal, (hough not explicitly Mated,
was lo reorientate Ihe field staff lo .1 more participatory approach. In view of the ch.ingmg conditions in
Afghanistan, il was hoped that Ihe Ir.iining would draw .illenlinn lo alternative approaches lo Ihe lop-doun relief
menliilily which has induced a dependency .syndrome in some parts of Afghanistan.

At the same lime, (here were no delusions about inducing a wholesale reoiicnl.ition as a result of .1 two month
round of training II was recognised lh.it ibis was \er) much an experiment and il uas a Ic.irning experience for
the Training Unit as well as the trainees'.

-•- Coiisiilliiiifs Kiilr and the I'urposi' ol" the- Report (see .Scope of Work in Appendix 2)

The consultant was inside Afghanistan for 7 of the Jf weeks of Ir.iining. lie worked wilb the trainers in an
advisory capacity on lu d.i) lo day implementation of I!IL tr.iining, in addition lo monitoring and cx.ilualing ils

^ impact One of Ihe piincipal roles of the consultant was to develop key indicators l>) which Ihe validily and
impact of Ihe Iraining could be ..\ahialcd. The tibjeclive of ibis report is to evalualc the inleinal and eMernal
viilidily of the Iraining progi.nn in relation lo llicse ciiieria. First, the report will look at Ihe oxcrall iju.ility of
Ihe training programme and second al ils impact on ibe trainees, the. org.mi/Mlions and the comnnmilies they
are working with. Il attempts I.) addiess Ihe following <|iic.slions:

Intuit concern

Is the comse contcni relevant to the needs (if {lie Held workers'.'
\Veie I lie Iraining methods appiopiialc?
Whal is Ihe cuirenl level of RAP'.s iraineis and what are their future training needs?
U'cie Ihe administration and facilities conducive lo liaining?
Were Ihe largel group the principal beneficiaries of the training?
What was the trainees reaction lo Ihe Iraining and did teaming lake place?

Oiilmil concern

What effects did Ihe training have on Ihe participants1 behaviour and altitudes?
What impact did the Iraining have on (he organisations?
Did Ihe Iraining have any wider impatl on Ihe comnnmilies with whom llic oig.mi/almns are workiim.'
Whal can be learned from llic Ir.iining lo guide and influence Ihe future .strategy of RAP'.s 'Iraining Unit.'

~1 l)al:i Cnlli'Cliim Mc-lhnds

The data collection methods were eclectic in thai an effort was made lo use a v.nicly of methods and ucl a
balance between qualitative and qii.mlilali\c d.ila. The consultant also allempled lo make the dala collection
process as participatory as possible and lo involve .1 wide, cross-.scclion of the project .share-holders, including
the trainers, the pailicipanls. the NGO.s and community members. This report is largely a distillation of the
ideas and opinions of llic above mentioned people.

During Ihe first four weeks of training Ihe consiill.ml and traineis focused on the inleinal \alidilyoflhc program



Itcpoii of Hie IKC/KAI' CnM'Himlcr Training I'loiiiani, Jul)-Scplcinbcr 1W2

.mil generated as man) ide.is .is possible for improving the quality of the tr.iining. In the seunul li.ilf.uf the
Ir.iining the focus bioadtned from the immediate concerns of implementation to liroader issues relating to its
impact and future training needs. The tr.iining presented us with a unique opportunity to (.ollet.1 information
about the work environment and general souo-cconomic umdilions tinder which N(i() staff function. The team
aimed, by the end of the training to have a much belter .sense of what working inside Afghanistan entails and
the kinds >.if problems and constraints that field .staff arc faced with on a daily basis, first hand knowledge of
this nature is something that lias been sorely missing from most of the Peshawar-based training organ'i/.r.ions.

The principal evaluation tools were as follow.

2.3.1 InltTiial validity

Observation of the Irainini! sessions at least one trainer and the training consultant would try to observe most
sessions. They made miles about the content and methodology of the .sessions and Ihepeiformanceof the trainer.

I'eedback sessions with liaincrs were conducted every afternoon after the lessons. During these, sessions the
morning's lessons weie disenssed along with plans for the ne.M day.

Course evaluation foims: were completed by all trainees at the end of each course.

Tiaiiiee feedback sessions were inlKulitii.il because of (he-dearth of meaningful information generated by the
course evaluation lonns These sessions constituted a group br.iinslorniing/discussion exercise in which the
trainees orally gave feedback about the course. They were an exliemely useful somce of information.

.Weekly.review sessions weie inliodueed dining the coin.se of the Ir.iining. They fulfilled two functions, to review
aiuUonsolidale key concepts taught dining the week and also to find out the trainees' ieaclions<to the course.

I'rc'ioiirse tests wcie only conducted for some of the courses and it would be useful to devise simplified tests
for all the courses.

Ti.iinee evaluation limns wire not used for all .if the course.s as the amount of work involved on the part of the
trainers was rather oveihealing. .Simplified vei.sions would be useful in the future.

Individual trainee interviews these also generated a lot of meaningful feedback about the courses.

2.1.2 IMiTiial validity

Observalion/visils to NfiOs (>ee timetable of visits in Appendix 3). were condliiled either to follow-up on
previous trainees fiom the coiuses in I'eshawar and Afghanistan or to observe project slalf and their
organi/alion The' liaiiier-, on a number of occasions were assigned to a project .staff member and then .shadowed
him for the day to gel a clearer picluie of the nalure of his work and daily interactions. A list of i|ueslions and
observation points were prepared before each visit (sec Appendix 4).

Action Plans were filled in on the completion of each eour.se. They were intended as an evaluation tool to cheik
whether the trainee had implemented his plans when conducting follow-up. However, the tpicslions were loo
general to be ai all meaningful and ihey need l<> be changed in Ihc future.

Interviews wilh trainees ami their supervisors, the value of these depended on the level of trust lli.it had been
developed between Ihe inleiviewer and interviewee. As a result of this li.iining the trainers have been able to
build up a nelwoik of contacts and key informants who will be reliable sources of information in the future.

Interviews with project buiefiiiaries WCK leualing in terms of eliciting infonnalion about the relationship
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klxucn I lit projtcl.s .mil I IK ioiiummilit..s .uul tin. guu.r.d M>UI> pnlilu.d ciuiitiiiiiu.nl. A niniilicr t > l i.ipitl rtir.il
.ippr.ii.s.d lalmiqtks VKIC .dsti tist.d I t i ctilltcl inluini . i l iun .ilniul ltit..il in.sliliilitin.s .uul (lit, .igiiiiillur.il Mskin.

Weekly renurl riiniiv/iiiid-lcfin rLjnir l WLIC nstd It) suinni.ir!/c .mil iiig.nii/c tlit tl.il.i inlltilctl. Tht ivctkl)
reporls were coniplt.lcd'l)y the Ir.lining iiinsiill.inl .it the (.omplclitm of every wttk .ifltr .1 tneeting will i c.iih
training le:im.
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3. INTKRNAL VALIDITY

3.1 Program Conli'iil (see Appendix 5 for course .suggestions)

In general terms, the course content was consistent with the staled goals ,uul objectives. The materials were well
organised and for the most part followed .1 logical sequence. I think that now it is a question of building on this
rotind.'ilion by fine inning and perhaps cliai'.ging the orientation of some of the eotirses.

3.1.1 Siiinniiiry of Cnnrsi's

Adminisiralion/Maiiaiic'iiieiit
The course needs to lie conlexlii.ili/ctl in the sense that at present it could just as easily l>e a course for
I'cslnwar-based office si.iff Managing .1 field office in Arghanislan is very different from managing .1 head office
in I'eshavvar or Ouella and this should he drought out in the materials.

Accounts-
We should considci simplifying the accounts system being taught to reflect the pievailing conditions in
Afghanistan As it stands, we m.i) lie expecting loo big a jump (nun the current situation lo the kind of system
that we are advocating in our course.

Community I'arlicipalion
All hough in many wavs one of the most important courses, it is the least popular with the NCiOs and I lie one
which is most in need of revision. There .11 c loo mail) vague generalities without an) reference to the political
and social factors which constrain such .111 approach. We should consider shortening this lo a one week course
but including elements of ii in all (lie oilier courses. In the clala collection course for example we cotdd include
lessons on participatory clala collection.

Oala Collodion
The course was vciy popular vviih the p.ulicipanls reflecting their bias towards the technical and "scientific". As
a I wo vook course with more piaclical activities !l would be even more successful.

Recoid-keepiim/rc'poils
I think Ihal lliis mighl belter be laughl .is Iwo one wcxk courses. Often Ihe responsibilities for keeping (lies and
writing reports are divided between Iwo different people an.l also more lime is needed for practising iind
reinforcing the Iwo skills.

3.1.2 (inals and Obji-cliu'S

(ioals and objectives aie rather vague and need lo be more specific and assessable. Many of them stale Ihal (he
trainees should be able lo lisl ke) points or explain the advantages or disadvantages of a particular method. I
think that il would be mine valuable if the objectives demanded Ihal (lie trainees accomplish a specific job-
related task or simulation exeicise.

3.1.3 Apprii|)ri:ilt'iK'ss

The courses could be oiienled more lovvaid.s field conditions in Afghanistan. This may not have been easy
before the (raining, bill now I ihink Ihal (here is enough collective cxpeiicmc within Ihe team lo do so.
Although Ihe location of the (raining may have changed, Ihe content has not been significantly reorientated.
Theie are Iwo issues here; one is changing Ihe rather Western, technocratic bcul of many of the courses so lhal
I hey are more appntpiialc and lelcvaiil lo the participants. The second is exploiting Ihe opportunities that
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training in Afghanistan offers. At present, lhe.se courses could just as easily he conducted in Peshawar and the
only difference would he that the participants have to travel fin (her.

It was aininicnlcd hy one N(!() staff member that (he uiiiiuilum \vas refugee oriented, ineaiiinglh.il it h.nl been
developed hy people used to dealing with refugees in Peshawar, hut with very little cross-hordcr experience.
There is sonic validity in this and I think that there is gulf helwecn many of Ihc principles that we arc
propounding and wh.il is actually happening on the ground. .Some of the m.ileii.il lacks depth in the sense that
it docs not go hcyond the level of \ague principles and generalities. Fur example, one has to question the validity
of the imiversals of Western management theory whtn confronted with the diversity of conditions and the general
uncertainly of project management in Afghanistan. Obviously there have to he some guiding principles hut they
need to he more firmly grounded in reality.

I think (hat some ofllie material, the Coiniminily Participation course in particular, is rather n.mc. Communities
for example, are dealt with as though {hey were homogeneous groups and it is assumed that "the people" will
work together low,mis a common purpose if asked lo do so. There is a need to he more explicit ahout the kind
of prohlcms and conflicts that field workcis face and help them to think through strategies lo deal with lliese
conllicts'.

In oilier respects (he material displays a lack of insight in terms of knowledge ol conditions in Afghanistan, for
example the use of lei ms such as "democratic" and concepts like community committees or home visits. Another

'indicator is that some of I lie figures in (he sisn.il aids weic without heards and looked quite Kalnili. All this
points lo a need to change the orientation of these courses. I'erhaps one way of doing this would he lo ground
the material in an Islamic context hy inliodticingsomc Islamic teachings lo illustrate points. Several trainers said
lhal (heir le.iching points have etpiivalenl lessons in the Koran. This might also constitute a common reference
point whiili could induce a synthesis helween Western and indigenous knowledge systems. Al Ihc niomenl. our
uiriicultim scry inikli icpicscnls "uuhiilus' knowledge" with veiy few reference points grounding it in I he context
of the culture, religion and socio polilic.il environment. This dichotomy helween two know'ledge s)slcms is
something we should he anilely aware of and dy and guard .igainsl.

.1.1.4 Field Vi.sils-

lii (he future more field \isils should he integrated into the courses. The program did not fully exploit the
physical advantage of heing inside Afghanistan where the participants could ohseixc projects first hand.
All hough the Accounts course had a field visit, and in Data Collection there is a practical session, there is Svopc
lo do much more than this. I reali/e that there are potential problems, piojccts may not welcome a group of
pailicipanls descending on llieii office and asking difficult ipieslions. However, if feasihle, I ihink it would he
vcr) useful for the pailicipanls to visit olhcrpiojecls and the couise might he a means of initialing a process of
informal networking field woikers woik in viilual isolation and it would he a valuable experience for lliem to
see how different oigani/alions have different approaches in iespouse to different problems.

A lie Id visit demands a lot of pic-uuusc preparation and (he trainers should ha\c a detailed knowledge of I he
project and the kind of information they wanl (he pailicipanls lo-collecl. I'ailicipanls should picparc checklists
and questionnaires beforehand and picscnl some kind of a rcpoil afterwards. Dining (he second lialf of the
(raining we placed a much giealer emphasis on field visits and practical sessions. "I he CoAR office were
particularly helpful in air.mging \isits (o (heir piojecls or project offices. In the Record Keeping and Report
Writing course in Mm|or foi example, ihe (i.iinees conducted a visil lo (he Moijor Reconstruction Commillc'c
office and then wrole and piesenled a icpoil on their filing ami reporting systems. Also for Ihe second
('ommiinily raili'-ipalinn couise the trainees conducted a needs assessment exercise in a nearhy ullage, hased
on ideas from rapid rural appi.iisal methodology. All the practical exercises were very successful and helped
hiidue the gap hetween the general piincipals and the pailiculaiilics of conditions in the field. 1 hesc practical
exeiciscs weir also iiu.duahlc in lhal they helped piepare (lie giound for lulurc onuses and field visits.
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3.1.5 Critical Kvllcelinn

Tlie trainers were good .it encouraging the .stiulenls lo lliink .ihout their own .situation through personali/ing
<|ueslions. However, Tlhink lh.it some of llie luiulouls leiul lo have a recipe book l)pe approach - first add
ingredients x + y + •/, and Ihcn yon have "eoniniiinily parlieipalion".

The materials .should ciKotirage criliuil reflection on the parl of the trainees .nid more self-.inaly.sis and self-
evaluation type activities are iciprired. The questionnaire for the decision-making .section of the
Administration/Management course for example is a good idea. Also in the Community Participation ioiir.se
we introduced an exercise in whidi the trainees analy/ed the institutions and groups within their own
communities. Our approach should l>c less prescriptive and more problem-posing, and in MI doing we may
encourage (he trainees lo look al Iheii .situation from a different perspective and to ask a different set of
questions. This is not lo .say (hat we should not (each practical .skills, but it is in Iheii application thai llie
trainees have to le.irn lo lliink ciilicaHy and adapt the leclin!i|ues or methods lo their own particular situation.
Blueprints have very lillle practical value in Afghanistan.

.1.1.6 U-vi-l

In general, the level of ihe courses was appiopiiatc foi ihe majority of the trainees. To an extent, because inuili
of llie material was inlciacli\c and discussion oriented, the level of the course varied according lo the experience
and educational backgioimd oflhe trainees. They dictated the level of discourse and the ileplli with which each
topic was explored In Moi|or, Ihe content was probably loo difficult for many of the trainees but I think that
this is more an argument to ih.inge llie .selection prccedure than lo simplify the coui.se conlenl.

.U.7 Quantity

In some of the anuses, especially Accounts and Administration/Management, there was a tendency lo cram in
as inuili in.ileii.il as possible willioul considering Ihe tiainees' capacity lo absorb and practically use it. The
majority of the trainees lia\e been out of foimal education for a long lime and .some lotmd the .sheer c|u.mtily
of Ihe material rather daunting. Tor the future it would be better lo focus on a .smaller number of prime
messages and concepts This ma) mean culling down on Ihe number of input sessions and including more
revision and consolidation activities.

I lliink ill.it we do need lu adapt the inaleiial a lillle moie lo the type of students who ha\e attended the courses.
As one trainee said. Tor 14 ye.us .'II we h.ne ihonglil about are guns and lighting and mm il is hard to .sit in
a classioom and concentrate." This indicates a need for moie piaclieal orientation of the in.ilvri.ils, lots of
reinfoicemenl and consolidation activities.

XI.8

If we define learning as imoKing llie elements of understandim*. remembering, and iisini! or applying what h.is
been lauiihl. I think the couisc has been successful in llie first element - ihe key concepts have been good am!
well presented using a \ariely tif djffeienl methods. The trainers have done an excellent job in presenting and
explaining input .sessions lo participants who have ollen a \ery limited educational background.

I
i ml

However, I lliink llie gieatesl scope for improvement lies in the .second and third areas - the reinforcenienl of

wholesale redesign of the cm lent courses. To implement some of these ideas might necessitate a reduction in
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the liil.il (puinlily of input for (lit eoiuse. However, there is no point in teaching anything whatsoever unless one
can be reasonably confident lhal what is lauglil will also he Icained.

Review Groups

(Jroup.s of four or five (r.iinee.s nietl wilh (lie same Ir.iiner every (wo to three days lor .ibinit .in lioiir to discuss
Ihc previous (raining. The objective is to check th.il the trainees have understood the key concepts .mil to
reinforce them through discussion. It is a ineiins l>y which a liainer can evaluate the progress tif llie lr.um.es
and also get feedback about the course. We actually introduced weekly review groups into all (he course during
the second half of the training and found Ihey were extremely useful for trainees and trainers alike. At present
(here is not enough ongoing monitoring and evaluation of Ihc sludenls and the courses, al least not in a formal
.sense. The trainers should meet al the end of each day to compare notes and write down the key points. I
think that the trainci.s in the fulure should be encouraged lo keep more written records about the courses.
There .seems lo be a dcailh;.if information on monitoring and evaluation from the previous round of Iraimng.
(SCTdo the review gioups every da> but I think this will make loo great a demand on the trainers and lrainecs.)r

Individual I'roiccl Kelaled Exercise (II'H)
The objective of this is for (he trainee lo relate the concepts lo his own experience in the foim of an iinlixiilu.il
task-oriented exercise. Dining the first Iwo days the trainees, with the help of a Ir.iiner, .should identify a
problem from (heir own projccl/clinic/school. The II'C is a planning exercise which attempts lo bridge the gap
between I lie concepts and skills from the input .session with (he real life problems of their participants jobs.

Although the trainees will iduilif) different problems, eg. an NGO I'rojecl Manager has identified a lack of
extension skills in his field tillii.es while a clink administrator pinpoints a poor rccoul keeping s).slem, each has
lo go through the same steps in the planning piocess. In the Administration/ Man.igeineiil course these steps
niighl be:

clear description of I ho problem
identifying priorities
.selling objectives,
willing a job description
lesl analysis
drawing organogiams
planning how lo delegale
planning how lo supeivise
planning how lo monitor

The trainees would then woik on Ibis payed cvei) afternoon - each .slage .sho'Jd correspond lo the particular
input session in the ionise. A liainei would be lesponsible for overseeing a gi.'iip of liainees working on their
individual projects I think ibis activity would be veiy useful both in terms of reinfoicemeiit and helping facilitate
tiansfer of training Especially as oiu-liainees lend lo come from such different backgrounds it is essential lo
make the connection between Ihe concepts and the work experiences more explicit. Al the same time il needs
lo be reeogni/ed that il is an exlr.i demand on (lie trainers and could conceivably eat into their preparation and
recuperation lime.

Simulation Exercise'

This would be conducted al the end of the course. Again il helps to leinfoice Ihe pievious material, enables the
(Miners lo m.ikt1 connections between the diffcicnl couise elements, biidge.s Ihe g.ip between iheoi) and practice
and encomages Ihe liainees lo woik as pail of a learn lo solve problems.

I'aiticipanls should be di\ided into gioups of llnee lo fi\e (one liainer pel gioup) and ijven a case study lo work
on. IZucli group is given a seiies of lasks or slages, for every group the tasks are Ihe same, a., Ihey relied the

II)



Kc|Kirl (if ilic IKC/KAP lcr Tr.iinin« Program. July-Scplcmbcr IW>

key ainlcnl areas of (lie lotir.sc, (nil lht> h.ive lo he applied in different ways for each ca.se ,s ,ily. Each group
•would spend :i whole day working on llu tasks ami llicn llie ncM da> give a picscnlalion lo (lie rest of the cl.iss,
followed l>y a feedback session. Allluuigh ihis nia> just sound like .1 glorified use study I think that it would be
very useful in lying together and rcinfoicing |he key components of tin, eiiui.su. ll also demands working .is part
of :i I fa m for an extended period of lime unlike llie usual case studies.

An example for the Communily I'arlieipalion Course miglx he:

Your Project Director lias visited your project and made llie following comments. Ihe community
members have limited imolvcmcn! in,the project apart from accepting Ihe free handoul.s of .seed and
ferlili/er, the project is only benefiting Ihe more wealthy mcmhcr.s of Ihe community, most community
members aie reluctant to attend meetings with project staff, none of llie project .staff come from the
area. As project manager what can you do to addicss these problems'.' (Trainees develop a plan
addressing Ihese problems ami relale to the course content or Ihe different st.iges of communil)
participation.)

cl'ailicipanl I'rescnlalions
I'arlicipaills prepaic a short picseiitation about Iheii piujecl or a.specific aspect of (heir \voik. Again peel group
learning needs lo be more explicitly encouraged. Although it does occur dining classes and informally
afterwards, llie prcsuilalions help make this process mine eonuele and focused. This also gives the participants
Ihe opportunity lo practice their coinmmiiciition .skills.

Peer TVac'liiim
The parlicipanls piesenl a shorl lesson on one of the course topics This is not only a useful levision and
consolidation exercise, it also focuses on the liainees' communication and leaching skills. We .should explicitly
encourage all the liainecs Id think about how llicy can pass on what they hale learnl lo iheir colleagues and lo
bcnclkiaries in liieir projects.

Tciich'mi! Methodology

Towards llie end o fcvc i ) couise Iheie should be at least one theoretical session and one practical .session on
training mclliodologv We need lo Ihink about vvajs of .spieading llie impacl of these courses, we have lo try
and ina\inii/c the multiplier elfeel ,md facilitating a piocess of peer leaching within the organi/alions is one wa)
of doing [lik

[^valuation Sessions

There should be more ongoing evaluation of (he training. I suggest thai .ill llie trainers receive more in-service
I ruining on lesson obscivalion, self-evaluation and giving and leeeiving feedback. The review .sessions .should also
facilitate a mine formali/cd evaluation pioce.ss. The results fiom the evaluation forms completed at Ihe end of
onuses weie meaningless Two evaluation forms weie not necessary as Ihey tended lo duplicate one .mother.
A new evaluation Conn should be designed which all llie participants fill out anonymously. This should include
a rating system for evc i y topic, the trainees simply Mated that everything is veiy useful. I lovvevcr, I think a group
feedback session al the end of the couise in which Ihe students, are asked a series of (picsiioiis about Ihe course
and ils relevance lo (heir jobs is moie useful. \Ve first experimented vvilh this in Ihe Community I'arlieipalion
couise (see Appendix d) I asked a series of t|iieslions while two trainees look notes about llie ensiiiim
discussion ll was possible lo piisc out moic meaningful ansvvei.s in Ihe discussion than in the wiiucii evaluation
and il included some usclul ideas loi fuluic levision. Subsequently we conducted this session afler every course.
The key is to have .m exhaustive sel of oueMions and have huill up a good lelalionship with the class so they feel
iible lo say what the) Ihink. I Ihink lli il il would he heller lo piesenl (he questions, or al least the topics, the
day before llie session lo give llie students lime lo Ihink about them and discuss them with one another.

Another idea could be I'm the students lo complete a self-evaluation which would be discussed willi llie
supervisor when Ihey go hack to their jobs. The liaineis would piohably have lo add their ideas lo this and
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would probably require a lot of lime lo make it al all meaningful for the trainee and the supcivisor. However
it would be a useful adjunct lo an Action Plan. As il Mauds, the Action Plan is virtually redundant as a loolifor
assessing (he impact of the (raining on Ihe trainees' work perfoi manic. I am not .sine whelhu this is a function
of a poor translation, lack of guidance lo Ihe trainees on how to complele Ihe form in simply that il is liadl).
designed. More time and (Imughl needs (o be given to revising this form .is it should be an important means
for evaluating Ihe external validity of llic. training.

3.1.9 Preparation nf innliTials'

I rcalixe that Che preparation of inai* lials was a huge exeieise aml'llie amount of work (hat vveiil into preparing
these courses is cMicmcly impressive, llowevei, (here appeared lo be a lack of coordination in preparation of
materials. A number nflhe Irainer.s did not have any familiarity with the ni.ileri.ils and obviously had not been
closely involved with their prcparalion. In many courses, for example, Ihe Iraincr.s seemed to be perusing the
material for the first lime (he day before leaching il. Also (here could have been more cross-ferlili/adon of
materials between courses In the Administration/Management course, for example, materials on planning could
piolllably have been used from Ihe dala collection coiu.se. Il would be useful to build up a portfolio of case
studies which could be used foi .the same topic but in diffeienl cour.ses. eg. a planning case study for
management, one foi dala collection and another lot community participation.

3.2 Training Mdliiiilolngy

3.2.1 Parlii'ipaliim

Trainee participation was vcr) high in all courses, facililaling a procesvo] mutual learning and remforcemenl.
One of the most positive benefils f.om this (raining has been the exchange ol information.and expeiienies

•between participants hi a miaiber of cases we have seen .students who Mniggled al the beginning but grew' in
confidence and uiiilcist...<iling as (he utilise piogressed. This can laigely be atliibuled lo the abilities of the
liainers and Ihe n.ituie of the methods. Although there vvas a wide range of abilities within the classes, this was
fici|iiciill) compensated foi I.) the moie expeiieiiu.il liainecs helping Ihe less experienced Iraince.s. I he trainers
made cvciy attempt lo'personali/e the maleiial .mil lo cncoinage the Miulenls lo relale il lo llieir own
cvpciicnces In what is a piedomin.ntllv oral ciilluie, llie.se dialogical methods appear lo woik extremely well.
One of the main pioblems was biinging an end lo discussion activities! Claims thai Afghans used lo role
teaming and leachei centred method-, cannot adapl lo nutie pailiiipaloi) methodologies ceilainly were mil home
oil! by our expei ienees.

The Irainee reaction lo these methods was extremely positive and many asked for further (raining in how lo use
Ihe mcllmdnlogy As mentioned .ihoxc, this would help facilitate Ihe transfer of .skills and ideas lo a wider large!

The Irainee reacti
Ihe m
gioup.

3.2.2 Variety

Discussion aclivilies
A v.iiiely of leaching methods VV<.K einplo)ed i.mging from group discussions, snowballing, brainslorminu. case
studies, class discussions lo role pla)s. However, I go! Ihe impression .sometimes ihal^.sHidenl pailicfpalion
became an end in itself Theie aie a lot of ralher vague discussions activities in which (he pailicipanls are
merely asked to list points or explain a eeilain method. There are mil enough piaclical activities where (lie
pailicipanls are called upon lo appl) (lie eoiicc|)Is they have lalked aboul in liieir discussion groups. I would
have liked to have seen moie of a piogression fiom the general theoiies lo specific lask related activities -
whelher il is a role play, a praclical exercise in (he field or a planning activity.

12
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Individual exercises
It is also po.ssible'lo oveidosc (in discussion-type,activities -- mentally il i.s very tiring l» .spend .1 whole morning
involved only in discussion exercises. The more open-ended dialoguing activities sluiiiM he inlci.s|>cr.\ctl with
some more closed individual or pair exercises, stn.li as matching, sequencing or planning activities. These
exercises wculd also give ihe Irainers the opporlimily lo more objectively assess llie level and progress of the
trainees'.

Warm-ups
There was a dearth of warm-ups in the original lesson plans .mil most lessons went :.lraighl into the goals and
objectives. The trainers should try lo develop more meaningful warm-ups which relate lo the lesson content.
We made up some role plays lo open many of the lessons which worked very successfully and ought lo be added
lo the lesson plans iirPeshavvar.

Role t'lavs
The sliidenl reaction lo role plays was very positive - they found then) meaningful and could empalhi/c with the
characters One cmpalhi'/ed so much that he bloke dow'ii in (ears when playing the role of .1 father with an i'l
son1 I lowever. the majority of the role plays in the lesson plans arc either played l>y the trainers or two lo three
students In llie fuluic we should try lo devise more role plays which all llie students can play out in groups as
opposed to passively watching others.

C'ase Sliidies
Again we could make .1 number of (he theoiclical lessons more meaningful by including case .studies. Although
there are a number of case studies in (he lussoiis already, in,my need lo be revised, olleii they do no! relate lo
the lesson objectives and Ihcy lend lo be lallier long and convoluted. Il is somelinies difficult lo draw any clear
lesson from them. Now that the liaineis have a cleaier .sense of conditions in Afghanistan, they aru in a much
boiler position lo devise moie meaningful and relevant case studies. Il would also be interesting lo encourage
Ihe trainees themselves lo prepaie some case studies -- although this was done orally, I,do not think thai any
were transcribed.

(ieneral C'cmineiils
For the sake of incieased variety, I Ihink llul llie trainers should employ one or ivvo new methods or at leasl
new variations on old methods. Il would be useful if, for example, (hey learnl how lo conduct role plays or
discussion activities in diUereiil ways. Also (lie sequencing of methods^ could be vaiied moie; the. Accounts
course is a g'iod cvamplc, whcie Ihc same sequence of methods was used in every lesson plan lo leach
accounting foims.

}.2J Consistency

(icncrally the methodology was consistent with llie slated objectives. The methods were based on mutual respect
and dialog'uc and (lie (raining aimed lo encourage this kind of'bchaviour in llie work-place. In fad, the trainees
commented that they have leainl a lot just from observing the behaviour and methods of llie trainers.

.'..1 Training Materials

.1.3.1 Lesson Plans

The goals and objectives for each lesson should be levi.sed so that ihey are more specific, assessable find
practically orientated The evaluation of (he trainees' learning at llie end of Ihe lesson is similiuly vague and
could be made mure meaningful and pieiise. Tor example a checklist of i|ueslions lo be answered or behaviours
lo be observed might be devised, (Zvalualions at present le id lo consist of Ihe trainer asking Ihe trainees
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whcihcr they understood. In addition, there is no spate in lite lesson plans for (lie trainers' evaluation and
eommchls after they li.ive completed the lesson. This is essential as a tool for the fuliirc revision of materials.

In each lesson plan it would al.so he useful to precede every discussion activity with a variety of questions, rather
than the one rather broad and all-encompassing ipicslion that generally exists at present. These (|iieslions would
help the trainer to facilitate and guide discussions and explore the topic in greater depth. This is also a fu iu t ion
of the trainers' <|ucstioning teclinii|iic (see .section 0:1 in-service training of trainers).

.U.2 Visiinl Aids

Visual aids were lacking both in c|tianlily and varielj, we are not exploiting the artist's skills as much as we
should be. Pictures were used in very few of the lessons, ["or the Community Participation course'a lot of
pictures were stuck up on the walls hut they were not actually used in the lessons - they looked very pretty hut
that is all.

PoMhc-M students in pait icular, who cither have limited formal education or have not studied for a longtime,
pictures are very important. The) help stimulate discussion, piomote inteiesl and icinforce leaching points. If
we could gel enlaigul phologiaphs of projects the) would also he useful - showing loi example measuring a
karcv. inlerviewing buiclieiarics, meeting the shura etc. One point about the pictures previously mentioned -
some students commented that a number of the figuies did not have beards and looked loo Kafuili.

Moic diagrams and charts should he used as well. A diagram of the piojccl cycle would be useful for many of
the courses and could be referred to during llie length of the course (il was on one of the handouts at the end
of the Data Collection course). Also some kind of How diagram at the bi-ginning of llie Accounting course
would help illustrate the general concepts and show wheie llie different forms fit into the process. Mining the
trainees draw diagiams and chails is also a good reinfoicemenl exercise. In the second Accounts course, for
example, the trainees diew a How diagiam illustrating the accounting system of their olllces. This could
subsequent!) be followed at the end of the course by their drawing a new diagram showing whal chanucs they
could introduce to impiove (his system.

XV.) Handouts

The amount of work which iveiit into p icpai ingal l the handouts is vei) impiessive and the .students said that they
were very useful Ccnerall) though, llie) were a lather complex in terms of llieir use of language and need
simplifying in llie future There are a number of woids which aie lather lacking credibi l i ty in Afghanistan stiih
us democrat!', and uunmillce which somehow were not omitted - a good example of llie trainers hcinu rather
out of touch wi th the situation here. The trainers also complained that some of (he translations were'poor.

Including some of llie following ideas in the liandotils would make them mine in terac t ive and user fricndl).

Pieiede (he more theoretical content wiih a seiies of discussion t|uestions which the trainee
could discuss with his woik colleagues.

Include practical suggestions about how the trainee could conduit in-service Iraining wi th in his
organisation.

Checklists of points to remembei: for writing a report, preparing an inleiview, measuring a
hue)', etc.

Moic illustrations and diagrams would help make the material moic accessible.

I'I
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All (his would involve a lot of work, however. I lite.iine inue.isingly aware of (lie importance of hiiiidoiils during
the c-'iirse of Ihe Ir. lining On sevu.d follow-up visil.s, trainees commented on how useful they were for their
offiee stuff as a reference source. The liandoiil.s .should be .seen not lie only as .in adjunct lo the trainiiig Init also
as a kind of reference manual for field M.'iff.

3.-I Resource 1'mmis

.1.4.1

Overall, I was extremely impressed with Ihe Irainer.s, and the positive iinpa-.l of Ihe training can largely l>e
allrilniled lo Ihem, (heir professionalism, expertise, motivation and general behaviour were outstanding. Without
a doubt Ihey me Ihe Training Unit's most valuable assel and ils future .strength reM.s on keeping this team
together and consolidating and honing their .skills.

As much as anything else, this iraining has been a very significant learning experience for (lie (rainer.s. I am .sure
thai (his will have an impael on their leaching methods and (heir ability lo revise curriculcm. They now have
a belter sense of the 1 1. 'lining needs and the problems and constraints faced by cross-border project Malf. The
e\ereise also presented Ihe Iraineis with an opportunity lo rcacmiainl themselves with the- socio-political realities
of life inside Afghanistan: il helped give them a perspective and insight which may have been clouded or distorted
by so ntaiiy years of exile. The Irainer.s are an e.Mremtl) rate commodity, they have ti. lining skills combined with
I IK- experience and knowledge of having applied Ihem in Afghanistan. I think il would be cxlrcmcly difficult lo
Mud oilier Afghan irainei.s vvilh comparable abilities and experience.

Methodology
All Ihe liaiivrs weie able lo present key concepts cleaily and succinctly. They demon, 'rated a competency in
using a variety ofpailicipalory methods and in general (heir lessoii.s were purposeful and well-oigani/cd. I was
pailicularly impicsscd with how (he trainers encouraged .student participation and peisonali/cd (he material lo
draw on (lie expediences of the trainees. They also showed flexibility in changing lesson plans lo give more
variety or lo adapt Ihem lo Ihe students needs. They have all come a long way .since last year and some of ihe
less experienced Iraineis visibly grew in confidence as the courses progressed. The performance of trainers nuisi
largely be attributed to ihe in sciviee Iraining program ihey have followed dining the last year •• Ihe <|uaiilily
of Ihe woik that has gone inlo this and Ihe ipialily of (he results ,ne bolli extremely impressive.

Molivalioa K Initiative
The overall allilude nl ihe liaineis was difficult lo fault. Their inili.ilive and sense ol responsibility was such lh.it
at limes, I fell lli.il nn piesence was supeilluous. I hate, no douhl thai this training constituted more than jus) "
a job for them: il was obvious thai ilia genuinely c.ued about what they W'eie doing and iheie was a professional
piide in Ihe way lli.il (lie Iraineis went about their woik. I am sure thai this in ilself had a big impael on Ihe
trainees, as mentioned c.trlici The liaincis weie excellent role models in terms ol demonstrating the kind of
altitudes' and behaviour which we aim lo foster in the project staff.

The Iraineis' demonstrated an active interest in all aspects -of ihe Iraining; (here were many animated
conversations tanging I mm the content of MIL lessons lo Ihe overall impact of the Iraining. I was very impiesscd
with (heir analytical skills;. (he lange of ideas geiiualul b) these meetings show an inlelleclti.il engagement with
Ihe issues and a lc\J of insight which is all loo raie in Ihe ciirienl enviionmeiil. The liaineis were also veiy
ici'cplivc lo new ideas and all ihe suggestions made in feedback sessions were experimented with in subseipienl
lessons.

The Iraineis showed personal initiative in many dilferenl ways and on several occasions they look il upon
themselves lo do cslr.i lessons in the afleinoon, if the students had experienced piohlcnis. I he Iraining advisors
find I never had lo chase an) one up for not being prepared ftir a lesson .sufluienlly • in every lesson ihe materials
and Ihe planning was done well ahead of lime.
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Interpersonal skills

Tr;iiner-lr;iinee rcl.ilion.sliips vvue excellent .nul Ihe younger Ir.iiiitt.s seemed to cope with Ihe "while hcardV very
well I w;is particularly pleased lo MX this, .is prior to the Ir.iining Ui.nl doubled the credibility of Ihe ycMingcr
Kabul! trainers with older, conservative .students. Everyone seemed lo .id.ipt very well .nul it was inlcrcMing lo
see how different Ir.iiners .idoptcd different strategies lo deal with obstreperous students. Not surprisingly (from
iii cultural viewpoinl) all ihe evaluations said (hat every Irainer was cMcllcnl in .-ill areas. M;my of ihe'lr.iiiiees
nienlioncd I hat this was different from any other courses thai they h.nl allended because of the friendly and open
relations with the trainers.

Relations between some of the Irainers, however, wen. rather strained al times, I think thai ihis was partly a
generational problem and parlly a personality one. It had no real impact on Ihe training itself although the
general administration would h.iye been smoother if there had been more cooperation. The episode was an
important lesson for us, the .selection of teams for Afghanistan is crucial. In (his environment tensions tend lo
be magnified and are more likely lo develop into outright conflict. Cross-bolder training is a much more
stressful undertaking than (raining in-Paki.stan and a future training on information sharing, cooperation and
woiking ;is a team niighl be a useful exercise before Ihe next round of [raining.

Kiiowlediie/c'ompelence in the subject areas'
In some courses, for example Accounts, the lr.iini.rs had a strong ilieiirclic.il and praclkal grounding in Ihe
subject area. Jncvilably, (hough, in other courses a number of the trainers did nol ha\c a strong background in
Ihe subject area These shortcomings were exposed more in .Said Abad whcie the trainees tended lo have
giealer expedience and were liable In ask awkward i|iieslions! There are two possible responses lo this problem,
either lo assign Irainers only lo their specialist area or lo give them more of a theoretical and practical
background in the utilise subject .ueas. Also, if Ir.iiiKcs are iccruiled for fuilher li.iining as potential trainers
(see reconimeiul.ilions section), nidi caiefulsv.ln.lion, Ihe technical knowledge and capabilities of the learn could
be sticnglhcncd, I'or isample, while in Peshawar, the trainees could work with the trainers on upgrading their
technical knowledge in areas such as data collection, accounts, pi.ml protection, etc. I think that all Ihe Irainers
would bcncfil from fuilher Iraining in the aiea of community participation and general developnicnl issues,
especially if these kinds of concepts and ideas are inlegialed into all courses in the fulure.

.Sui'Jieslions for fiiliiie in-service trainim*
The following suggestions for in-service trainings are nol necessarily arc.is of weakness in Ihe trainers. Many
of the subject areas weie icipiesled bj the liainers themselves duiing the coinse of (lie Irainini!, cither because
I he) lacked confidence in that pailiuilai aiea or they simply wished lo broaden theii lepeitone of skills. It is
rcali/ed that (he trainers have rece i ved liaining in mam of Ihe areas listed below, however, in-seiviee trainini!
is an iiKKiiKiil.il. ongoing pioccss of upgiading and reinfoicenieiil. In many of these subjects the Ir.-iiners
themselves would be capable ol conducting Ihe liaining. It would be exlicmely useful lo identify one strength
in eaih Ir.iiner who would then give a liaining to (he olhers in that aiea. Increasingly Ihe focus should move
towards building Iheii Iraining of Irainei.x, advisory, monitoring and evaluation skills. 'I his would prepare the
Ti aiding Unit lo lake mi mote of an advisoiy and support ing role in the fulure, rather than (hat ol being a direct
implcnicnlor (see rcuinmiend.slionsseclion). Although most of this Iraining can be provided in Peshawar, it may
be valuable for some of Ihe liainers lo attend .specialist training either elsewhere in Pakistan or overseas. I think
that one or Iwo of the Irainers have leached lite stage where they would greatly benefit from the new perspective
thai overseas' Iraining would offei them.

Lesson Plans Mainl) the newer li.iim.is.sc.uncd lo have difficulties in willing out new lesson plans when
malciials wxie being icvised. ll would be useful for one of Ihe more experienced Irainers Io give an
in-service tiaining in this subject are'ii.

(ioalsand Objectives This is a dilliudl skill and I think the liainei.s need more practice and in-scrviie
naming on vyiiiing goals and objectives. As previously mentioned, they should be able (o write
objectives which are .specific, practically orientated and assessable.
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Warm-iips--Th"rc' was ;i lack of warm-ups and apart from role plays a lack of ideas about him- to go
aluiul developing 'hem. An in-service, session on devising and conducting \varm-ups might he useful and
also focusing on how lo relate them lo the lesson, ohjeclives and content. When some new warm-ups
were introduced during the course of the training, the trainers were not p.irlictilaily good at relating
them lo the rest of the Ic.sson.

Choosing Traiiiiiii! Methods-Oil a munlicr of occasions I think that the method chosen vvas
inappropriate for the content. Theie seemed lo he some confusion over when lo use liraimlorining.ind
snowballing in particular.

Oiieslioiiini; Techniques -OtU-.slions were rather vague at limes. The trainers need lo develop the skill
to he ahle lo pose questions which arc specific and searching. They should he ahle to uoid <|uc.slions
i i different ways and lease ideas oul of (juicier students. 'Do you understand'.'" is commonly asked
instead of asking more .specific questions lo check the students understanding.

l.oadinu Class Discussions--As mentioned previously, discussion .sometimes appeared lo he an end in
ilself Obviously il is something to he encotuaged lull the trainers need lo ha\e Iheahilily loorcheslrale
a discussion, lo keep il focused and on Ihu point. I think lhal generally Ihey do have (he ability lo do
lliis Iml I'm sure that I line was a number of animaled discussions which got sidetracked onto
inelevancies (idling I lie sludenls lo talk does not seem lo he the problem -keeping Ihem lo (he
.subject or slopping them on occasion does.

Transition between Activities -There was often no noticeable Iransilion hcfuccn activities. I lie trainers
need lo be moie explicit aboul the lelalions between the different activities. They should continually
encourage lite sludenls lo relied on why they are doing whal (hey are doing and whal Ihey hope lo
achieve hy a pailiculai exercise. A lesson should not consist of an aibili.ny sequence of activities.

Teachini! I'laclical/Technical Subjects- Again the li.iiner.s suggested this mainh because of the
experience ol (he Accounts course, afler 10 sessions of using the. same sapience of activities lo learn
dilferenl kinds olfoims. \Ve did \aiy the methods and change Ihe oiiginal le.sson plans but even so il
was difficult lo Ihink of amlhing particularly innovative - there aie only so many ways lhal you can leach
a foim If. as suggested, more practical activities are inlcgialed inlo ihe courses, the trainers need more
training in how to plan and conduct practical sessions, for e.xample, in planning field visits, preparing
qiicMionnaiics or checklists, conducting feedback sessions after the visit, elc. Different skills from lliose
iised in I lie class room aie leipiiied and should be developed and practised.

I'aciim Lessons-Tile Iraineis should understand the importance of varying Ihe p.ue of lessons; of
including activities which incicase I lie momentum of a le.sson or slow il down. This is a difficult concept
lo explain and piaclise; however, I found lhal .some of the lessons observed were lather one-paced and
pedestrian.

(living & lU'ceiviim fxedback/Self-IZvalualion- This did improve during the course of the eight weeks.
Initial obseivalions (ended lo be somewhat lacking in deplh; "il was good/(|iiilu good/not very good,"
There were veiy few specilic comments ahoul whal the Irainei did well or whal he could improve on.
The same applies with self-evaluation • Ihe liainer.s were nol very good at analy/ing their lessons and
trying (o leain from Ihem Initial feedback .sessions were conducted every afternoon and 95 percenl of
the inpul tended lo come finm me. However, Ihis did improve considerably both in leims of quantity
and quality of feedback fiom Ihe Iraineis. I Ihink lhal il would be useful.lo have in Ihe lesson plans a
space for self-evalualion lypc comments lo bu completed after the lesson,
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Coping with Different Levels of Trainees- I lliink Ihc lr.iincrs coped vuv ttt.ll uiili lln.s. Inil il mighl he
an appropriate sulijccl for in-service (raining in I lie fi/iurc. The courses in Moijor were particularly
difficult in (his rc.spccl.

U.siny Visual Aids-Ail in-service training on how lo use pictures, pliplos, giaphs. charts, ck. would lie
extremely useful. Il niighl also he a good idea to luvc one person responsible for inlrodiiiing moie
visual aids in the curriculum.

Revisiim/Devclopint! Curriculum-Again. an extremely difliuill skill lo It.uli .ind il is something vvliiih
comes wilh constant practise and experience. Il would probably he more realistic lo focus oil upgrading
(he skills of certain trainers who would lie responsible for curriculum development. Although the
trainers were very good al pinpointing prohlcms wilh the colii.se content, llicy found il difficult lo conic
up with tangible ideas about how lo make meaningful changes. Related lo this, the trainers also asked
for further training in how lo access and use male-rial from hooks lo wiile lesson plans and rc\ise
material. I think that lliis is a very important skill which needs lo he developed. Although there is now
a wide selection of reading m.ilerials and resouitc.s al the Training Unit, al leasl some the trainers do
not know how logo about using il. The liainers also asked for more books on training iii Persian and
Pashiu.

Idenlifviim Tiainiim Needs-This was suggested by Ihc trainers .is .1 topic for future in-service training.
The Training Unit should develop iheii skills in being able lo assess and develop the external validity
of the (raining; being able lo make meaningful needs assessments, following up on (raining, conducting
in-service (raining in the lield, developing evaluation uilc'ria lo assess the impact of (he (raining on the
trainees and the organ!/.itions. This relates lo the changing focus of (heir roles: from direct
implemenliir.s lo advisois and assessors.

Theorelieal (iiouiidini; in Ihc Course Subject Arc.is -The liaincrs would profit Irom lirrlher Ir.iining in
the theoretical issues and ihe practice of the course subject areas. I laving technical stall conduct
training and observing slalf in the Held would both help facililale this Icaininu pioccss.

.1.-U Administrators

l-"or each training sile. there should be a full-lime adi'iinislralor/logislic.s peison, which would cnahlc (lie I ranters
10 locus enliiely on ihe training This would cut dowii on the stress and the continual dislraclion of non-training
issues- There is no doubt thai this has an impact on (he quality of the training. It is loo much of a strain on
the group leaders lo be icsponsihlc foi bolh the adminislialive tasks and the li,lining. I also do not think that
11 is (he besl use of Ihe training consultant's lime for him lo be too closely involved in Ihe day lo day
administrative tasks Perhaps in the Inline an arrangement could he made with CoAK or whoever the host N(i()
may be lo supply a competent slalf niembei for Ihe duration of the course. Il would also be useful for the
person concerned lo spend some lime wilh Ihe trainers in Peshawar beforehand, undergoing training and
orientation.

.M..1 Training Consultant

My daily routine was lo observe lessons in the morning and conduct feedback sessions in Ihe afternoon, lo assess
Ihc morning's training and plan for Ihe following day'.s sessions, I kept a daily journal, in addition lo writing
weekly reports and a mid icrm teporl. Al the end of every week I would meet wilh all Ihe Irainers lo colled
(heir ideas foi Ihe weekly icporl and plan (lie nexl week. I would also have weekly meelmgs with ihe group
leaders lo discuss financial and administrative mailers.

Initially I focused on Ihc skills oflhe Ir.iincis and their methodology, giving advice lo iion out any problems and
making suggestions'ahoni how and wh.'ii lo use dilfcicni methods. Afler (he lirsl (wo weeks, my attention
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increasingly turned lo [lie curriculum ,uid writing down as in.uiy ide.is .is possihlc .iliiuil hi,\v (o ch.mge il Imlli
during I he course of (he training and afterwards in Peshawar. Afler the Hi .si nuinlli, I comenlr.ilcd on
encouraging (lie (miners wherever possible to experiment and introduce new ide.is into the iour.se conleiil. In
pnrlieiibr, I worked on introducing a more practical orienl.ilion inlo the courses by including field \isiis ,nul
practical sessions in Ihe field. During (he second half of (he Ir.lining I also placed a much grealcremphasis on
follow-up and visits lo NCiOs in (lie aieas. I personally conduclcd a l.ngu number of visits and all the tiainers
spcnl more lime in (lie field learning about the general work environment. As previously niciiliuncd. I be focus
increasingly moved liom the internal validity of the training to its cxieinal validity.

I saw my role as being very much an advisory one, I was a source of ideas and offered a dilfcrciil and perhaps
more objective perspective from the Irainer.s who had been so closely involved in the development of the
program. I lowever, I think thai il was important dial (he Irainer.s were given .space lo make decisions themselves
and ultimately il was' up lo them whether they acled upon my advice or mil. Oveiall my presence on a day to
day level was less important than my role as an evalualor, assessing the training in lelalion lo its objectives and
its' wider impact on Ihe N(!O slalf and their organi/alions. I also think (hat I may have had an inipoilaiil
psvchologieal function in terms of olfeiing support and deflecting or absorbing some of the social and political
pressures which trainers were subjected lo during Ihe naming.

In the future. I think thai as Ihe Irainei.s umlinuc lo develop llieir skills, an c.Moiiul consultant's role ma) be
superfluous, at least in leinis of helping vvilli the day lo day implementation of naming. However, periodic
evaluations of the II,lining, focusing principally on its cMcrnal validity might be of value in the future, particular!)
if the Training Unit expands to new piovinces and vvoiks with different oigani/alioiis. Il would be interesting
for someone wilh an aiilluopologic.il backgiound lo do an in-deplh sludy ofan N(i() lo determine whal are the
training needs and whal kind of n.lining would be socially and politically appiopriale in (his eiiviionmenl.

.'.5 Adiiiinislraliini and Facilities

The administration of the comses went remarkably smoothly. Apart from delaying the stall of the couises by
a day. we kepi lollie origin.ill) planned timetable. However, most parliiipanlssaid llial the liming of die courses
was wiong: July Scplcmbci is an exliemely bus) lime of (he year and Ihe N(!Os lound il difliuill lo release slalf
f,u any length of lime especial!) key piojccl membeis. who ,nc Ihe ones we should really be focusing on. Most
suggested spiing 01 aulumn foi shorlei couises in Afghanistan, and long courses in I'eshawar over ihc. winter.

.1.5.1 Said Ahail

The C'oAK office is quite isolated in dial il.is oil'Ihe Kabul - Oandahar highway and about an hour away Irom
Said Abad, die neaiesl major ba/aar. The disadvantage of [his is (hat you are lelianl on a ear making regular
shopping trips The advantage is dial il is ipiiel and scctne - Ihe poleiilial lor volatile situations lo develop is
much lower than in Moijor The (raining facilities arc excellent • llieic is a big classiooin wilh loom for at least
1* sludenls, plenty of sleeping space and a store. Also, we sh.ued (he .same cook, kitchen slalf, and clumkidars
as Ihe C'oAK office which culs down on the administrative and .supervisory tasks. Its local ion is fairly central
for N(i() workers in .lagh.ilu fiom AC'UI), IIAPO and KDA, and from Ihe Swedish Commillee, VII'A. DAI,
IMC. Dulch C'ominillcc. ADA and Sand) Gall in Said Abad. Also it is mil loo lai for N(i() Malf working in
Tangi and Baraki in I og.n This also means il is well-located foi conducting Meld visits • die C.'OAK project in
7oia Khan, for example, might be appiopriale for (his puipose. Some liainee.s suggested dial .Said Abad would
be a good allernalive li,lining sile and we would have (he .suppoil of (he NCOs in Ihc aiea if we weie lo do (his.

.1.5,2 Mmpir

The training site used to be (he old mclcomlogiial building and was lenled by CoAK from Nllv\ Commander
Yawa The commander was very supportive of die [raining. I lowevei, if die Training Unil wishes lo conduct
liaining here in ihc Inline il is still dependent on Ihe good will of a commaiidei. The advantage of the Said
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Abad .site is lli.it il is owned .nul uinliollcd by CoAR .iiul tliere .ire no third p.ulit.s involved. Moi|or ,ilso
involves more of .in .ulministr.ilivt toniniilnitnl in terms of liiiing ,md .supervising siaff, it is ,i t.ise of .starting
from scratch wlitrt.is in S.iid Abad we just had lo adapt the .syMtm lo mctl our nttd.s. Here llie trainers have
10 lit more or less .stir-.siirrn.itnl as (lit) are ttit off from (he CoAR office. Shopping was no proliltm though as
llic silo is very close lo (lie baxiiar.

I lit classroom is smaller llitrt than in Said Abad and it was a rtal .sijiiee/e lo 111 in 20 .sltultnl.s. Oilier ill,in llial
11 is a very pleasant Ir.lining .silt with six rooms ulni.li .servtd as sleeping areas, office and Iraincr.s' room. The
main disadvantage of this location is that CoAR is the only functional N(i() in Iht aita and for oilier Ikld staff
il is a long way Id iraicl. If we are lo focus only on NCiO Ma If, then (ili.i/ni Cily would make a more logical
:dlern:il!vc (raining locution.

3.6 Sfli'clinn Process

TheTainccs in Moqor and Said Ali.nl vvtre very different in lernis of their edutalional background and work
experience. Allluiugli lilt) had divu.st Ir.iining nttds (he Iraintts .sluditd c.xacll) Iht saint curriculum, a school
Ic.Klicr or clinic woiku.'for c.xamplc, Itaintd (lit.saint maltiial as an N(i() agiiculluralisl. Tliissilualion might
have been avoultd with .. molt nicaiungful and .sliingtiil needs as.st.ssinent litfoiehand and a selection procedure
which targeted .spccillc gioups.

.U.I Moij'ir

At the licginning ol the (raining we were looking around for ptoplt lo alltnd colir.sts. 'lhc.se initial problems
added iiiniLCL.ss.il v Mit.ss at Iht outset of a inajor undtilaking and it vvas vtry dcinolivaling for the Ir,liners. In
llie end. llie classes consisted of an assoitintnl of .sthool leacher.s, clinic .staff and N(!() personnel.

v, .Aiiproxiin.ileK two llmds ojjlie tiainee..s did not umit from our original laigtl gioup and .some of the material
was therefore inappitipiiale and did not nittl their rtal needs. Much ol (he II,lining in Moqor had only a
tenuous link with MIL goals and objectives of llie I raining Unit, rilling the courses is not an indication of Ihc,
validity of the Ir,lining -- the demand is huge, but Ihis in itself is a poor indicator of the <|iial!ly and

/ appiopi lateness of the couisc.s. Again tine has lo rtlalt back lo Iht original nttds assessment, it .should IMXC
J,t- f'f ' liten failK olnUMIS ilia) inn eomses, as they stand al liiestiil. do noUntxl Iht llttds of lilt people in Ill's .irca.
, cuju,Trf//»'»» ^>lh CoAK being llie unU operational ruial ithabililalion N(i() in the region, tht vahdil) of courses tailored

6 vJ ' /Mi- ''"' ''|L-S>- I'ciMiiiiiel lias lo be questioned, for e.\amplt, il is difficult lo juslif) II,lining clinic winkers and school
'"' ' .ulministralors iii an accounting .sjsUin which RAT demands of its .subgranlcc.s. It was commented by some

CoAR personnel that there was a danger of raising expeclalions that the training would lead lo a placemenl vvilh
ii rural rchabililalion N(!O.

In Moi|or, the problem of Iht Ii.HULLS' differing In els and baikgioiinds VN.IS molt acute than in Said Abad and
in .scicial classes we had eiigiiiteis silling alongside Itachti.s who had only had a sixth grade education. In spile
ol thtst probltins I .seii-,td agitalti tiittii) and dynamisin amongst tht trainees in MOIJOI, per haps because most -
of llicin had come ol their own volition lather than being sen! by an organi/alion. Il was a ver) interesting
phenomenon uhich was noted In all (he liaineis. Although llit.liaiiitcs in Said Abad weie also very positive,
theii response .seemed to be mole subdued, pcihaps because of (heir level of education and worldlincss.
Interestingly, one N(i() .stall nieinbei coinnieiiltd that he thought education above a certain level, it., completed
a university dcgicc. itndeitd ptoplt less responsive and open lo new ideas. I le believed that the optimum level
was :i I2lh griidc education with perhaps one to two ycais ill university.

.1/..2 Siiiil Alind

All the Iraiiiees bom Said Abad vvoiktd foi N(i()s, a itlltclion of (he fact that there is a concenlration of N(!()s
in llic aica. A numbei of Ihtin, howevci, were woikiiiiijn .schools and clinics for llie Sunlish Conimitlee. 'llie
liainci.s fell that the leul ol the students was liightsl in the Repoil Writing course and lowest in ll7t CoTiimiinily
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f'arlicipalion course This may be a rellcclion of the priorities of the NGOs .is, by all accounts, (lie ini t ia l
reaction to coinniiinily participation was muled and'conscqucntly llic N(!().s m.iy have .sent their weaker .si.iff
members on this course. All the students came from Said Abad, J.ighalti, Tangi, M.iidan and Uaraki. Having
done follovv-u'pjn three of these areas.Jjhink llhU^iJt!i;DLiiectl.s.Ui.b!L.iii')rc_c()i)rtliiiiil_ioii with the Nd'Os and
screeniii); of candidates for IrainiiniJiefiiccJiaiuL Perhaps because the NCJOs cannot afford to let their key
personnel go, staff wilh an inappropriate background arc frequenlly .sent for Ir.iining, for c.xamplc, the store
keeper who attended a data collection course. I got the overriding impression that the NCiOs did not know what
I he (raining was for and who they should send on il. During field visits wu collected information about (he N'(i()
ollices, their staff and their responsibilities. I hope that wilh this iiiform.ilion we will be able to pinpoint key
personnel who would benefit fiom specific types of 11.lining in the future. I think that ihu '(raining Unit should _
have a hand in Hie selection procedure or at least lake a more active advisory role in selecting appropriate
candidates for training.

Just as important as technical abilities is personality. On several occasions I observed trainees from the same
organi/alion who had attended courses, some had the personality and imagination to immediately introduce
changes into their work eiiviionmenl, while others lacked (he vision and energy to do so. Fur example, an
experienced surveyor wilh one N(!O attended the data collection course. IUi.nl been the NGO's decision to
send him, and lie fell lhal he was loo old for lliis kind of thing and did not need lo learn anylhing'new.
Consc<|iicnt!y, he missed one or iwo.t'j (he sessions and svenl back lo his job wilh his pieconceplions confirmed.
Subsequent follow-up showed lhal (he tr.iining had no inipacl on his work palleins, although il was loo early lo
conic lo any linn conclusions. This example points lo the impoilance of the N(i()s sending Irainee.s who
genuinely want lo allend (raining and have both (he experience and personality lo prof i t - f rom il.

J.fiJ Tsirgel Crimps'

If I he training unit is going lo locus purely on its go.il and objectives then .Said Ali.ul is ,i mure appropriate silo
as this is where the largel gioup of N(!() personnel lends lo be concentrated. I lowi'ver, if it were lo broaden
ils scope lo training community membeis as well as N(!() personnel, then Moijor i..>uld be a good center of
opeialions In many ways the need is giealer Ihcie - from what I can gather, cduc;.ronal levels are generally
highei in Waidak and llieie is a deailh of <|ii.dilicd people around MO<JOI. II we aie lo continue (raining al
lliese Iwo siles in llie Inline, I l l i ink we need lo consider ha\ing a different Ir.iining strategy for each location.
Il miglil be possible lo I'ouis on a strategy of local insliliilion.il development in Moqnr, and N(!O capacity
building in Said Abad (sec rc'comnieiid.ilions). In the fonner (here is a i.mge of large! groups« ho might 111 into
such a slialegy. for example school .uhninislralois, clinic slaff, paily officials, the educaled unemployed,
uneducated mnjaheils, clc Courses miglil be uimlnUeil for social animators, adminislralion for schools and
clinics, teacher training as well as leclinii.il and vocational training. This sounds overly ambitious but il we are
to continue training in Moqor, we have lo change our slialegy if we are going lo have a meaningful impact. In
Said Abad we would continue developing courses tailored lo the needs of (he NdO.s in the urea.

3.7 Program Koull.s

3.7.1 TiaimT Ki'aclions

'I'lie sludcnl reaction as mentioned was c.xlicinelv positive - I have been involved wilh trainings in Peshawar
which vveie very successful but leaclions I here do not compaie In I he one provoked by lliis (raining. One .sludcnl
said lhal "I studied I'm ihree yeais al ( l ie Univcisily in Kabul and I have teamed more in one week on lliis
course". Il was almost oveivvhelniing how strongly people fell about educ.ilion and (raining. In Moqor, one
project slaff member said lhal (he liainecs al lliis lime of I he ye.n could be earning money in the fields bill (hey
were forsaking (his lo allend I lie liaining.
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If we go by the cv.ihi.iliuns of the trainees .uul the N(!() pioject staff that we interviewed, then (he impact h.is
been very positive, ll would be useful if we could somehow (juaii l i fy llieir ix.ic.imns to each session in llle form
of it rating scale. Tor example, the trainees loukl be asked to rale eaeh lesson in terms of its liseliilness .ind
.slinilil.ilion. I th ink lh.it we (.oiild gel more nie.mingfiil results from the evaluation forms if lliey were distributed
.ind explained at the sl.irl of llic training. This might help create an eiivironnieiil vvhieh enioiirages ongoing
evaluation, feedback and constitutive criticism. I think the trainees' assessments of the courses offered vveie
overly optimistic and based more on cultural niceties than hard evidence. The trainees' rc.ic.liun shows that there
is a very positive predisposition lowai ds training in the area, but this in itself is not necessarily a rehabk indicator
of I lie validity of the program.

.1.7.2 Trainee Ltiirning

A ijiialilalivc assessment of the trainees' level i l l ' learning was not built into the original training design.
IZv.ilualions tended lo be informal and impiessionislic. This is something which should be changed in the future.
Prc- and post-training tests may be appiopriatcTor the more technical courses like Accounts. ,AI the very least
there should be a checklist of expected bchaviouis or perfoimaiiee indicators which can be measured at the end
of the course. If the 1'iojecl Related Activity or end of couise simulation cxeicisc were introduced lo the
courses, they would k .111 ideal measure of llic achievement of learning objectives. I lhinkl l i . i t practical adivilies
of this h | ic would give a f.ir mole iiieaninglul indication of the trainees' le.irning than a formal w r i t t e n test. Hole
plays,,for cN.imple. umld be lised as a nieasiiiing insliumcnt for conducting interviews.

Om main sources c i l infoimalion w e i e review and feedback sessions and Mnic.uiic.il in terviews wi th the trainees.
Also the in teract ive methods facili tated an.ongoing assessment of the trainees' piogress. On several occasions
additional sessions w<. ic in i ludcd in the afternoons lo reinforce some of the nuuc complex concepts or inelhods.
Although a highly inipicssionislii. judgement, I th ink that the m.ijoiil) of the Itainccs did learn and understand
the key concepts and the couiscs were e.Miemely successful in achieving their le.iining objectives.

.'.X OviTall Assessment ol' InU'i'iiiil Validity

I have highlighted a mimbei of shot (comings in the in terna l va l id i ty of tin. hauling, and there are several are.is
in wh ich ihe projeil coiikl be st iei iglhened. l lowcvel , as a lust attempt it lias l ie in a lemaik.ible ailiicvement
and I would venli i ic . that it is at least comparable and piobably .superior lo am olhi.r cio.ss-boider training
prugiam • that is. in Iciins ol its inlc. in. i l va l id i ty and achie.emenl of the planned goals and objectives.
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4 KXTKKNAL VALIDITY

Arc the results of .in internally valid [r,lining program based tin ,i realistic ,nul accinale identification of Irainmg
'needs, and therefore (lie light ones in relation (o the external environment? Determining the answer to this
<|iicslion is more difficult ill.in assessing llic internal validity of the program, as it is contingent on Mich a wide
variety of external factors and demands a broader and more long-term perspective.

•J.I Tin- Context (il Training in Afghanistan

It is important to ha\c .in idea of the umlcM in which the (raining look place. Tin; following is inevitably a
.subjective-view.

-J.I.2 Tin' Sncio-l'iililical Knviriimncnt

.C'onlliclnal
There are visible signs of conflict llic armed mujahcd, Ihc light that we witnessed outside our office in Moqor,
'the refugees streaming onl nf Kabul along the Kabul-Oandahar highway. One is consl.mily aware of the
instability, and violence or the Ihreal of violence are always lingering close to the Miiface. The violent patterns

,of life and ihc pcipcllial limcilainl) liau li.ul a dccpjisuhologieal impact, many tramec.s commented thai after
foinleen years of war il was cMiuuil) difficult to sit in a classroom and think about learning. Others said that
the rehabilitation piou'ss is as much a psychological as a physical process, the liauma caused by ihc conflict is
one (if the biggest banieis lo.deulopnienl in Ihc ftiltuc. Training may be one wa) of breaking down this barrier.

l:ramiieiiled
Alia spending snnie lime in Afghanistan, il is difficult to avoid taking a I Itibbesi.m vision ol human nature and
political society In Ihc current cmiionmcnl, an ethos of individualism predominates, and the potential for
collective behaviour appears lo be limited as civil society is so highly differentiated. This is problematic in a
rehabililalion and development conleM, since many NCiO interventions depend on lapping into local institutions
and promoting collective behaviour.

Hierarchical
Commanders arc the ic'.d powci-holdcis in anal Afghanistan. N'GOs would have no room lor manoeuvre, if
they did am al leas) h,i\c Ilk lacil agreement of the commanders. In man) aieas, (lie alli.mcc of the khans and
the slate has been replaced by a pail) commander iclalionship. The commanders, like the khans, (who aic ollen
ihc same people) aie central islands of authority Miriotindcd by a cluster ol client groups. Society consists of
a siiicily hieraichical network ol palitin client relations, although the relationship ollen lacks the reciprocity of
ihc conliaii formeily held between the khan and his tenants.

The commander is a law unlo himself and his legSlimacy'is generally based on coercion and the command of
rcsomccs. Thcic are few countervailing powers either from the .slate or within ci\il society. .Socio-economic
institutions have been captured by (he political elites, whether it-is the carve up of government buildings by the
commanders in Moqor. 01. as we obscivcd, Ihe captuie of N(!Os, < ho become .1 substitute patronage .system.

I'ooi
This was most noticeable on coming back lo Pakistan and obsciting Ihe signs ol rclalise alflucncc: the suifaced
mads, clccliicily. miming walei, schools, iiiigaled fields, etc. I spent i|uilc a lot of lime talking lo people fiom
Abdul Mnhiadccn, a \ill.igc nc\l In the S'aid Abad centre. Although the haivesl bad generally been belter thai
year, mnsl people wuc barely able lo giou enough for subsistence, needs. All complained that a lack of water
lather than land was I IK main pitiblem and u licit.is formerly there had been .seven Kare/es feeding the irrigalnl
land, now only two weie ope'ralional There weie few allernative sources of income and umsc(|ucnll\ onl of a
village of 2IH) families approximately 100 men were working ONCISC.IS, either in Iran. Pakistan or the Middle liasl.
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The powcrlcssncss ol'lhe poorest sections of [lie population was vei) evident," I talked to .1 larnier ploughing his
fields with two donkeys with1.. ,ighl of the project office with its Iraclois .standing idle. I le. claimed lli.il he did
not have the money to hire a tractor even though they were being rented at less than (lie market rale. I sensed
th:il his predicament was ..s much ahtml lack of power and influence .is lack of money. Rural poverty, is
ac'ccnlnaled by the fragmentation of civi l .society and the de.sliuctinn of the .safely net of (he old-cooperative
nclwoiks and suppnil structures. It is easier lo Mart projects \\i lh people who already have .some assets, .some
confidence and some skills whether it be farming, trails or literacy and numeracy. In lliis conleM, there is hide
evidence of a trickle down of benefils to niarginali/ed groups, be they landless labourers, poor farnifis or
women.

•1.1.2 Tin- NCOs and ihc "l)cv</lc>|>iiii 'iil Dilc'inma"

The above piclme may point limaids the need for inleivei i l iun in itii.il Afghanistan, but it also Inghlighls (he
political, social and economic constiaims ulmh such an intervent ion is subject lo. The dileniniaiconlronling
N(!()s is lhal projects wi l l not woik if l l tey lluealen (he position of established power-lmldcrs,jbul wi thout
maintaining a distance from these elites they become nieicly a new palionage system, reinforcing an already
ciuilliclual and CNploilalivc environment. Survival depends o.' a knowledge of the local conllguralioas ol power
and success depends on I he ability lo diaw on this atilhoiily wi thout being coopled by il -- needless lo say, Iheru
is a very line line belween s inv iva l .is a nie.ius lo an end and .suivival as an end in itself, and ceilainly, some of
(lie N(!()s lhal I v!s!led fell into (he second category. In these organi/alions su iv iva l appeared lo have become
delinked from pcrloimance.

Il is Interesting that when lalking lo local people about N(!Os, (hey would oflen tefer lo them as "Commander
So and So's oigaiii/alion" -- llieie was obviously no .sense of owneiship on (he part of the local people. Very
few of (he NGOs have buill up a const i tuency based on local, grass roots stippoil. They are very much service
deliveiy mechanisms slill woiking in ihe relief mode. Ideas about coniinunily p.nlicipalion arc luniled to asking
the community lo piovidc lice labom fora project.

With (he donors' and consequently (he N(!()s' pieoceiipalion for "gelling ihings done", llicie is a tendency iiol
lo listen (o or lo fail lo lespond lo iheir constituency's needs, for e.\.ini|ile, I observed one N(i() which insisted
on building 'i school, in spile of ihe fad lhal (he community wanted a madiassa and ilieiclore lefused lo give
land lor.lhis project In (he general almospheie ol disliusl and unceilainly, people aie ollen suspicious of NCiOs
:iiul pciceive lliem as liansiioi), short lerm plienoniena - (his includes both coniiminily menibeis and project
slall Also, ihe N(i()s fre(|iienll) see ihcmseKcs as compeliloi.s for a uViinlliiigcMuin.il resource base. In the
Meld, (here was pradicallv no nclwoi king between Ihe dilfeienl organi/alions, liamees cominenled thai lliey had
been working in (he same aieas foi seveial ye.us wiihoul having met one anolhei befoie. In .several instances
I spiike lo villagers who had had - the i r kare/es sniveled or cleaned by diflcrcnt N(i()s. Silling in a I'eshawar
olllce, il may be easy lo delude oneself lhal projects aic an enclave or oasis of cenainiy in an enviionmcnl of
unceilalniy The l i u l h of Ihe mailer is thai they relied and oflen accentuate (he conllids and conlradidions of
Ihe wider society.

In lliis context, llieie is no room for ideological purity, and (he mosl successful NCiOs adopt a pragmatic, non-
conlionlalional appioach which of necessity includes working wi th comntamleis while exploiting the spaces or
room foi maiioeuvie wheievei possible llovvevei, I ih ink that a reoiienl.ilion lowaids a more pailicipaloiy and
developmenial appioach is called for. In i i i ia l Afghanislan llieie may be no place loi grand manifestos and
sweeping liansfoimalions, bill I ih ink lhal increnienl.il change is bolh possible and desnablc.

Training could be an impoilanl means of helping induce change, especially in this conleM, where il may be
perceived as no'n ihiealcning since iraining does not nceessaiily iei|uire sliuduial changes. The Ira imng Unit
has compleled ils Hist cioss border project and now is Ihe lime lo lake slock and relied. I he ini t ia l impact may
only be relatively small, bill il has been undeniably posilivc and may lead lo more substantive change in ihe
Inline.
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4.l_1 The Institutional Knvii'onmc'iit

The institutional environment of N(!()s nol surprisingly lends lo relied the liici.nelnc.il nature ol the wider
society. Many NCOs are dominated by chaiismalie leaders, in a sense they "own" the organi/alinii and have
established 'iheir palron client relations within the institution, jusl as the NGO itself has created its ovvir
patronage network with the outside community. This charismatic sl}le of management induces a sense ol lovally
to (he leader rather than a sense of lo).dt) towards the organisation. Ideas of decent..ilrsatioii and collegia!
decision making, some of which weie inliodueed in the Iraining, ale clearly at odds with this sl)le ol leadership.
Lilies of command are >eilical and plans are passed down in llie form of blueprints liom the top-doun.. lield
slalf live a day lo da) existence, implcintnling the latest order from llie distant authority of I'eshaw.ir. 'I he
Iraining presumes a much greater level of autonomy than actually exists. Tor example in the Accounts course,
many oflhe accounting processes, such as the general ledger, were.de.ill with by the central office Ml her than
theJle'ld office. Also in llie Reports comsc, we found thai in many eases, the field staff do not write reports as
such, but send lellei.s lo central office where (he results arc compiled and formalled into a report.

The conliol orientation of these oigani/al' us em,males I mm Ivvo.sotirces, llr.sl. il is a power issue and .sccondl),
il is a question ol liusl Obviously the two aie inteicomiecled. Pol example, the diieclor or field manager does
nol waul lo devolve decision niaking povvei.s lo his subordinates,Jlist because he thinks thai il will undermine
his own aulhoiily and also because he does nol liusl them lo be able lo do (lie job competently. Phis lack of
liusl lends lo peiiiieale all levels of lllc oigani/ations light down lo Ihc. field vvoikeis uho lliink (hat community
members are nol competent 01 capable of defining then needs and playing a moie active role in lliti projects.

I'ield offices lack the liained manpowei lo implement piojecls effectively. Many NdOs had only a vcr\ limited
presence in Ihc field and simply could not alfoid lo lei their stall go lor training. .Some offices did have a much
moie snbsl.mli.il presence in the field and one N(i() claimed lo li.uc !(>() staff oil their payroll. However tins
did nol neccssaiilv lead lo a devolution of powers and lesponsibililies or grealei effectiveness. Pield .slalf slill.*
h.ul veiv lew decision making poweis and had no deal idea of their responsibilities, ll'was a case of everyone
doing cvyiyonc else's job. as and when the occasion demanded. This p.nlly e\plains why a number of Maff

minilicrs v -ic1 senl on in.ippropiiale couises, at leasl aceoulingtotiicii job titles. However, lhe.sejob lilies have
limited \alue. in (he sense llul llie) do not idled llie responsibililies and duties of the staff members. A
storekeeper this week', for example, could bo a data collector ne.M.

This piclme lends Jo gloss over (he difleieiiccs in llie administrative and manageiial competence of the various
NCOs However il -vas painted lo illusiiale'lhe gulf between .some of the preconceptions lli.il our ciiriiciilum
is based on and the cm rent insliliilional environment.

.I.4 ' NCO I'niji'cl

One N(i() slalf member said ih.il lllc dileelor spenl appioximalely 80 peucnl of his lime nnoKcd in politics,
1^ jicuvnt on Iribal m.illcis aiid 5 percent on I he piojecl. This is a good illustration of llie relative' piionlies
ofpiojccl staff membeis In this conle.M, one .should not n\eiale the iinp.iel of technocratic courses on llie
oveiall institutional eiiviionnic'iil.

The majority if oui liaiiie'es weie licit! supeivisois 01 extension .staff who wxre stipenised In a project in.in.iuei.
They W'oik' in viilual isol.ilion, conliiiuall) leading lo ciises or problems as they oc'.ur. Tew of Ihein have am
knowledge nl the pinjeel's long Icini plans and Ihey simply implement orders that,have been passed down llie
line1 Although man} have itccKed no mole than a I2lh grade education, Ihis is enough lo have impailcd values
which aie biased low aids the scientific and the complex - values which invoive a belief in the inliinsu supenniily
of lec'lmical knowledge and In implicalion the infeiioiily of olhei forms of knowledge. I had many d'scussions
with technical slafl who lell lh.il llicii lole was lo enlighten the villagei.s. On only one occasion did I hear a
Kabul educaled technician comment thai the) might be able lo leain fiom and adapt the local farming practices.
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Interestingly, one ol'llie trainees suggested lli.it project .staff he provided with a uniform lo differentiate llieni
from community niemliei.s! - uliii.li give.s an insight into how piojecl .staff percuve llieir relationship with

Ifllic (raining focuses only on (ethnical issues, it will reinforce lhc.se biases.. Parliupaloiy training methods are
a slarl, and many trainees commented Ihcy had learnt, by obseiving the inelliods .uul behaviour of the Irainer.s,
th.il it was important to listen and respcel oilier people's ideas, However, the.sc issues .should also lie addressed
more explicitly in the content of I lie courses.

4.2 Impact <>!' (he- Training (in Tf:iini>i>.s' lirliaviiiur

•1.2.1 Impact of Ihi1 Said Abad Training

Allhough we conducted a number ol'follovv up visils, it is loo early lo lell whether there has been .1 substantive
and enduring impact on (he bchavioui of the liainees. These visii.s were extremely useful and the tiaincr.s were
able lo obseive the liaineesal woik, (pieslion I lit in in depth about the course and gather more informal inn about
(he ollicc and administrative systems oflhe oigani/alions. Den allowing lor the trainees predisposition lo be
positive about everything, we did gtl (he distinct impitssion dial the courses vveic having a genuine elfe'd on
behavior The suptivisor from one N(i(), for e.xample, said thal'he had noted a change in the altitude of his
slalf since, they had come back from (he (raining. On other follow-up vi.sils the tiainers observed that the.
participants had inliodiiced changes lo lilt office reporting and account ing .systems .since attending the courses.
The trainees were also obscived lo be more positive abotil (heir jobs .uul they had made .suggestions about how
10 improve their woik on a clav lo day level. Whether this is just Ihe initial post umi.sc euphoria which will die'
down once lilt) become icacc|iiaintcd with lllc h.ush ic.ililie.s of llle real uul Id only lime well lell. '1 h.il is why
11 is so impoilanl lo do lhc follow-up in thiee lo six months' lime1.

•I.2.2 Impact of Ilic M(i(|iir Training

The impact of the li.lining on the li.iinee.s in Moijor is even nune of an unknown, because of the diverse
backgioiinds ol'llie pailicipants YYIicthci llitit will be a tangible impact on the job perfoimancc ol the trainees
for clinic's and schools is haul lo picdicl. I'eihaps (lit) will be able lo ulili/e some of the skills (hey have learned
bin I suspect lli.il mam aie mil applicable in (heir ciiiienl woik enviionment. die most important by-producl

• of the (raining could well be* a change in altitudes and behavior.

4.2.3 Constraints nn Ihc Impact

I visited one iliul''r who was ihe head of a clinic, and li.nl attended ihe.Admiimtralion/Managcmcnl coin.se.
lie lalked about applying the administrative methods and management principles fiom the course, and I think
that in lhc coining months he will delinilel) experiment vvilh them. Mow-ever, he has a very dilficull task ahead
of him lie is isolated In his position and his education, and his .staff laek (he expedience and skills lo perfoim
(heir roles adequately furthermore, their medical .supplies frequently run slum and they aie all under
considerable prcssuie lo use medicine as a souice of palionage, inany people complained of clinics holding back
medicines for friends and relatives, liven though he may star) out with the best of intentions, il could well
become a bailie of attrition in which ulliinalely il is easier lo lake the line of least lesislancc -- in this case lo
forget lhc new ideas and can) on with the pieviotis ".system". Trainees are eonstrained by lhc general .social
;ind political environment - ideas about community participation, for example, are all very well, bill when you
aie faced with a decision about who benefits, (hue are .strong prcssuies lo listen lo Ihe commander rather than
(he pom fanner.

However, ihe training may well IK important in breaking down banici. which were failed during lhc war, A
sense of isolation. .1 lack of li list and a "seigc nitnlaliir.iie Ihe cveiydav icalily lor mam N(i() workers. .Silling
liigcihcr and exchanging experiences ma) initiate, a piocess which leads to a gieater self-confidence, .solidarity
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:niil self-awareness Por many piojcct slalf, il is ,i icvelalion jus) lo find thai llicie arc other people, in Minil.ir
circumstances lo llicinsclvcs, faced with piohlcms .nul tonslr.iiiil.s which parallel their imn. The Ir,ninny may
provide them wilh llie space lo relied on llieir experiences, .nul .is ,i gioup, develop strategics or Inid .solutions
lo'dcal with llie.sc constraints.

I think I hill i| is extremely important lli.il for [lie pic winter follow-up trip, .specific, criteria arc foiiiinl.iled lo
measure he'haviciral changes. The observation (|ue.stioiinaire.s, vvhiji we developed while in the field, could lie
improved upon and used as one of a numbci of diffeienl evaluation loots (.sec Appendix -4).

•IJ Impact (if tin1 Training nil I lie N(iOs

II is possible' that (lie courses will have a tangible impact on NCiO peiformance, although il is .still loo early to
tell how dtiraMe and sustainable this impacl will be. The key (jiie.slion here is, htm much latitude do the trainees
have for making meaningful changes within the unii.nl oigani/alional, sociid >iiul politic,il cmironmenl/ Our
training lends' to go againsl the prexailing orienl.ilion of (he NCiO.s and Ihu Ir.iinees have very little room lor
manoeuvre lo Iranslonn llieii woik cnviionmcnl. Some liainecs conimeiiled that although the cour.su maleii.d
was veiy useful, they would not have the power lo put il into piaclise. They claimed that the control orientation
of the organi/alion in geneial, and the Held manager, in particular, pievcnlcd them fiom introducing new ideas.
The success of oin liaining is conlingciil on a real devolution of power. This docs not appear lo be realistic in
some oigani/ations and so the laiscd expectations nu> only lead lo fiuslialion; little wonder (hat some N'(i()
directors aie suspicions of liaining and consei|iicnlly send only llieir chowkidais! 'I he dangers of this scen.irio
are illustrated by the N'(i() piojccl office i, vvhoaflci icccmngliainingin IVshawar and Afghanistan then wauled
lo leave his eiirienl Held job and find work in I'e.shawai, he now plans lo liam llnglish and attend a computer
couise.

Field manageis should be piioiily (aigcl gioup for liaining, as a cliangc- in beh.ivioui and altitudes on llieir pail
would have a real impact on the piojecls. We discussed this pioblcm dining the iraining and conse<|iienlly senl
otil letters to the liainees' supeivisors (see Appendix 7). The aim was to explain the objectives of the liaining
lo the supervisors and lo encouiage them lo suppoil the liainccs in llie lt,insfer of liaining process. I his .should
be the initial step in establishing a dialogue wilh Ihu NCiOs

In an institutional capacity building t\pc approach, iheie have lo be Iran.slonnalions at the senior level lo
complemeiil and icinforcc the impacl of the liaining on the lield staff. This (raining may induce an upward
piessnrc for change within some of the oigani/alions, but if (his is met with a wall of incomprehension or
ouliighl hostility, the oveiall impact will be minimal, One of (he N(!() diiecloi.s enthused about the training
alter having obscivecl a session in Said Ali.nl Consu|Uciilf), I am sine that he will have a more positive outlook
lowaids- iraining in llie fuluie, and this in itself will ucalc a more positive inslilulion.il enviionmenl for learning.
To facilitate an impact at .ill levels oflhc oig.iui/alion, we should think more seriously about inlia-oigani/alional
(raining as recommended by C'ailer in her lepoil on Afghan NdO.s (see recommeiid.itions). Formal courses
may no!, in themselves be enough lo overcome the inslilnliuii.il consliainls lo introducing meaningful change.
The diieclors and lield managers aie two key "prcssuic points" in this process, il they aiu siippoilive ol the
training, Iheie will inevitably be a domino effect on the icsl of the- oigaiii/alion and on the4 projects in the field,
liuilding up a relationship and an undcisl.mcling with these people should be a priority over Ihu next months,
and this may also necessitate prioiilising one 01 two N(!()s who we can woik veiy closely w'iih (see
lecommendalions).

Inleieslingly, the above iiicnlioiic'd diiccloi also commented thai the level ol knowledge and cx'peilise ol the
liainees was stnprisingly high. Theie is a lich vein of expedience within (he N(i() lield Mall which has bare!)
been lapped The N(i()s themselves do mil ic.illy exploit this knowledge •• senior sl.ilf lend lo assume
iiicoinpelc'iice, and it becomes a self fulfilling piophecy as (he petsoimel aie not given .sufficient lieedom and
tesponsibiliiy lo ulili/e llieii skills. Secondly (he institutional slimluics and (he general aivironmcnl miligalc
againsl iiifoinialion shaiingand sell improvement. Il is a /uio-stim game for the project .si.ill, in which they do
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not have Ihtf powei lo "rock the boal" and so Ihey are consigned lo a peripheral role in which Iheir skills and
abilities remain uncxploited. In this context, (he impact of technical training will only be marginal, as Ihe real
prohlc-m is a power issue, and'lhis again brings us back lo focusing on the ke) nodes of power within llie.se
insliliilions: the directors and Held managers.

However, Ihe Iraining, by encouraging a self-spreading, networking process bclwcen-lhe trainees, may also
facilitate a wider dispersal of power. In Said Abad, Ihe role of the Iraining in initiating a process of informal
networking was veiy apparent. Mail) tiainees commented Ilia! Ihe) had built up contacts in the field which
would be useful for lliun in llie future. One Irainee said that he h.nl \vorked in the same area as another Irainee
for 14 years and yel had never met him befoie, this illustrates how field staff work in total isolation, because of
Ihe lack of coordination and trust between organi/ations. Before Ihe (raining in Said Abaci, for example,
concerns were voiced (hat staff niembeis doni two different NCiOs in J.ighaln and Said Abad would mil be able
lo slay overnight at Ihe Ir.iining cenlie because of lradilion.il political rivalries. However, during the entire
course of the training, there weie no disputes between the trainees from different NGOs, parties and ethnic
groups. This vvas referred lo on man) occasions by Ihe Itainees themselves and I hope thai it has sel a precedent

- for the future. The Tiainiiig Unit can play an exlieincly important role here by being a neutral coordinating
body which encouiages networking between Ihe different NCiOs in the area. Il is something which needs
conslanl reinforcement both .,i the field and in Peshawar. In (he jire-vvinler follow-up, for example Ihe trainers
could facilitate a general meeting between dilfeienl N(!() represent.ilives lo discuss the training.

4.4 Impact of the- Training on :i Community l.i-vel

4.4.1 S'ociiil Impact

The social impact of the Ir.iining is something I have become increasingly avvaie of during Ihe couise of the
liaining II is inlangible and based only on .anecdotal evidence, but the social impact has been refeired to so
man) limes by so man) people that il has lo be consideied a in.ijor facltn in the Iraining assessment. In Moijor
il is lefeired lo more explicitly, peihaps because political and ethnic tensions ,ne mine visible heie.

"Aher 14 )eais of lighting it's good for people to slop thinking about fighting and turn their attention
lo Iraining", "II helps lo In ing people fiom dilfcieni tiibes 01 parlies together", "II helps lo bring down
barrieis against education", "The liaining will help impuive our behavior lo one another."

Individual!) the) may sound like ralhei naive slaleineiils, bill collectively the) build up a picture of a very strong
peiieived need foi education and liaining. Il is important not lo iindciiale Ihe impact that this Iraining ma)
have on a lommunil) level Simply as an awaieness iaisingeXerci.se, in Minjor and the surronndim: districts the
liaining has had an ama/ing elfeel. llveryone seemed lo know about the Iraining and talked about il in 'positive
leims If nothing else llie Training Unit is pieparing the ground anil sensiti/ing people lo accept training and
education in the fill in c. which considuing the ideological destitution of education dining Ihe last 14 )ears is no
minor achievement.

4.4.2 Impact on the NCO-C'oi nnily Kdalinu

There is a gulf belweeii pmjecl slalf and villagers, NCiOs and ciininiuiiilies. and focii.ynglhe Ir.iining purely on
N(!()s in.iv accentuate this divide Man) people in Ihe field said thai Iheie vvas resentment lowarels NCJOs,
especially fiom disaffected mujihcds who, afler 14 years of lighting, now find lliemselves increasingl)
marginalised, poweiless. and wilhoiil education or skills. If the Iraining only focuses on N(i() stafl, there is a
danger nl reinfiiieing what areaheady islands of rclalive povvu and piivilcgc, especiall) if the training is narrovvlv
lechiiini.ilic and skills i.iiind lliorny issues like the N(!()s' lop-down oiienlation, the entrenched supeiiorily
complex of the stall'and the piedominanlly paternalistic mode (if inierveniion.

In llie long leim. the Turning Unit should wink lovvauls a sli.ileiiy ivliieli has a more dispersed impact, a stuleg)
which links in with a polity of local in.sliliiliun.il development (UD). Some N(i().s make grandiose claims about
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ichiiilding civil socK.lv, however. I c.innol see Ihis happening in their present operational inoilc. I'irM (here h.is
10 he reorient,iliim ol Ik NUOsaml training could have two roles hcic, which might also constitute two distinct
phases of intervention.

1 Insliuilidiial Cipacil) Building - develop the NGO.s1 administrative .ind lechnic.il cap.icilie.s;
help reoric'iil their approach so that they build up a re.il constituency in their locale, develop
their ability to vvoik vvilh llie coniniunily as a p.iilner ralhcr ill.in nierelv as a provider.

2 Loc.il Inslilulional Developmenl -- help develop the capacity of llie NGO.s io lake on a more
calaluie role of building local inslilulions and capaliililies.

Slage' One of this process may ahead) In. underway, and ihc Training Unit's initial strategy of focusing on NGOs
makes a lol of sense in the present circiim.sl.incc.s. Their comparative advantage, is llleir sniallncss, lle.Mlnlily and
local knowledge In spile of the umslrainl.s already mentioned, training may have, a real impacl on the N(!Os -
11 is hoi like trying lo leurienlale a bureaucracy - and applying pic.sstire lo just a few key organi/alional poinl.s
could have tangible ell'ecls The fiisl round of cuis^-boidcr Ir.iiiiing has laid the lomulalions lor the .successful
completion of Stage One, as long a.s this is liuill un b) revising .some of llie ni.ilciials, changing the technocratic
focus and working with all levels of the oiganixiilion.

I'oi the implementation of Stage Two, N(i()s consliliile Ihc ideal deliveiy mechanisms lor liaining. with their
conl.iils in the field and knowledge til local conditions, rmlhcinioic, il goes bevond llie- mandate and capacity
ol llie1 Ti.iining Unil In iliucll) implement this kind ol liaining. The Tiaining Unit would mcieasingly perlorm
an advisoiv/siippoilint; Kile The leailion fiom the communily in Mt«|or, in pailiuilar. slums that there is a
veiv strong peiceived need I'oi liaiiiing. Il has lo be an inertinuil.il process, in which each slage of llie Iraininu
prepares the ground lor Miltset|Uinl Mages. The lecciil piogiam, for e.xamplc. did not directly impinge on
eommiinily membeis. bill il did help lower baniers and sensili/e people for future li.iining.

The nc'M slage could he vocational liaining, in lhal il is telalively muonlroversial, being devoid of ideological
conlciil. and there is a re.il perceived need foi this kind of assistance. I lalked lo many people about the "losl "
geiKr.nion". often niujiheils in the 20 - .10 year age bracket who because of llie war have no education or skills
.ip.nl liom llie ability use a gun Many .said that vocational liaining lor this l.ugct group should be a priority.
The Training Unit might siippoil CoAU in initialing Slage Two in Mui|iir, by helping lliun conducl a voialional
Irrsimngpiogram llieie This culild he (he pieetn.soi loi oilier foiiiisofliaiiiing.be il locnsed on fanners, village
oigani/:ilions. social animalois. 01 ciilicpiciieuis, whidi would eonliibulc lo an overall LID Mraleuy. Tiy
developing linkages and eiicoinaging hoii/onlal iiilegialion with I lie. widei coinmunily, N(iOs may evolve' Irom
being simply seiviu oigaiii/alinns lo being inslilulions whose legitimacy is based on gioup mums and a
collectively valued puipose.
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CONCLUSIONS

Over, ill, Ihe training wits an (uilslanding success .ind il is .in exciting .ind innovative piogi.un. I he .iinoiiiil of
prcparalion which li.is gone inlo reaching this sl.ige is extremely impressive, from formulating a slr.ilegy,
preparing the male-rials, Iraining the trainers to making the contacts in (lie field. The overall i|uahly of die
training program in terms of ils internal validity is very high and I doubl \vhelher there h.is been an equally
successful training in rural Afghanistan for some lime. The conlcnl was generally good, allhouglul needs some
revision; Ihe parlicipalory methods \vcie very successful and encouraged a miiliial le.iriiing process between
trainees with a variety of baekgiounds and experiences, the trainers were c.Mremely liard-woikim'. and
professional; dm facilities were good and the courses well-administered.

The impact of Ihe Ir.iiningw.isa revelation for m.iny people, but most .significantly for NGOslaff who have many
years involvcnienl in nhabililalion and development piojeels. During the (raining they commenled thai die) had
never thought il possible for people from such different backgrounds It) .sil together and share their experiences.
Also, the reaction fniin the wider uiinmunily, particularly in Mo(|or, was extremely positive. Il \vas this general
receptivity to training which is peihaps ihe mosl encouiaging factor to come out- of the project.

At Ihis stage, assessments of ils eMernal validity are less loiiclusive, there are some indications thai the Iraininu
has already had an impact' on the liainees1 work behaviour, die N(!()s and al a community level. However as
an isolated ouiirrcmc, I lie impact will be only limited and shorl-lived. The reaclion lo the ll, lining shows us
that il is cerlainly viable in Ihe future and now is the lime lo consolidate and build upon the initial successes.
The Training Unit umslilules a unit|iie entity, in liaving both the technical capacities and cioss-border Iraining
cxpeiicncc; lliis uui ol accinntilaled experience and expertise is the Training Unit's mosl.valued commodity and
should be cnllixated and developed In the spiiil of an incicniciilalisl appioach, the pace of expansion should
be flexible and e\ptUalions ic.ison.ibl>.. However the potential is vast, the deinonslialioii elfecl of this Iraining
in (lie Held will be ui\ significant ruilhcrmore, a network of contacts and suppoit structures have been Iniill
up in the two areas- which should be capitalised on in the. future.. .

hing dial this icpoil haseinphasi/cd is die inipoil.ince of cogilalion and inler.iclioii -- thinking through and
out Tlieie aie dangers in the euphoria of success, of immediately embarking upon another round of

ng widmiil propeilv evaluating and taking slock. Il may now bean opportune lime logo back lo llieuoals
bjectives of the Ti aiding Unit, and think ainiul theii validity in relation lo a futiueslrategy for cross-boider
g.

One thing di
acting out
Ir.iining widmiil
and objectiv
training.

'Previous? Pc
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(i.l

KKCOMMKNDATIONS

Future Dili'clicin nl°Training

I think- that the key properties of fuliiic trainings should he as follows,

ccl tin* reality ol'project implementation in Afghanistan

Most people involved with the program VM.nl into Afghanistan vvilh certain preconceptions (ni).self included).
Th'i Icdinoir.ilii focus of the (r.lining, with il.s emphasis on universally applic.ihle methods .mil .skills, rv.lki.lt.il
most peoples' perception of the prohlciu .is bung largely a technical .nul inanageri.il one. However, I think lh.it
mm. everyone is nuii.li mure .IU.ML lli.il (lie in.sliliitiun.il emiiunnieiit .nul .sm.ii> pnlilii.il proii.ssts .slunikl not
lit iiinsidercd as iMi.muius r.iilor.s uliii.li "inlcrf(.ti.n uilli tin Ir.iining process, I lie) i.iniuil he ignored hut h.i\e
to he explicitly ik.ill uilh in Ik [i.lining iisclf if it is to he .it .ill relevant .nul meaningCd! to the trainees.

He I'lillnrally appnipriali'

\Vh.it iM.nltnr.ilh .ippiopri.ik in .1 ufugLt. uniinnniuil in.iy mil he .so insiilcAfgli.ini-.Lin. Miuliof our in.ileri.il
neeils leorienl.iling so that it is moic .stitsitive to the uilliiral mores ami values of people living in rural
Afghanistan.

Itt- praclieally orii'iilnl

In lilt fiilinc. Iht (.uniKiliiiii liLlvvctii llituiy and piaillsi. needs to he made mule <.xplit.il and llie training.sliiuilil-
IK integrated num. uilh piai.lii.al e.XcKiM.s in MIL Held, ll'llie lheorelit.al discussion ul principles and nielliuds
is not reinforced wiili piacliial acliviiies, liansfer of (raining will he e-.xlremely limited.

Upgradi' tin- inanagfi-ial and li'dinical capaliililii-.s of NCO .stall',

rotusing oii adiiiinislialive and leclinic.il Ir.iining is essential if we are to hnild lip the eap.nilies of these
organi/iilions.

Mv desiriplion of N(i()s visited in W.ud.ik and (iha/ni .should he a convincing aignnieiil fur the need fur these
skills The organi/alions themselves vveie veiy upen ahuiil their imn .short-comings in terms of lediiiK.il ahihlies
and expciienu MimiMi. the 11.lining .should he umteMliali/ed in the cinreiil eiuironmenl and should not
remittee the1 olicn hlinkeied ledmoc-ialie hias of many N(i() staff.

Aim Id mirii'iilali' llu1 Inp-dimii apprnai'li ol 'N(i()s in Alglianislan

t'linciples, conicpls anil pract ices rel.ilinji lu eumintmity p.iilicipalion .should he integialed into all cuiirses and
training activit ies Aiguahlv the1 Cummuiiil) I'ailieipalion course was a step in this direction. However, if it
constitutes jnsl one isnl.ilcd elemenl in a general training package, that (he impact on the insliliilion.il culture
of (he NCiOs.uul llieii ovuall appioaclrwill he marginal. This lelales hack lo uli.il was said ahoul values, and
(lie Turning Unit should make i( explicit in ilsgu.ds and ohjeclive.s that il aims lo induce a more pailicipalor)
and developmental appiuac'h lu N(l() inlcivcnliiins in Afglianislan.

Have an impact < II organi/aliiinal levels nl'lhr NCO.s

Insliliiliiiiial ili.inge vvilliinh ocelli if piessuie is applied in a cooidinaled fashion al all levels ufllie organi/alion.
Diieclius and Ikltl m.mageis in p.uliciil.u weie piiijioinled as key figures in this piocess and securing llitir
suppiul liu llic training is essential in (he fulliie. Ti.lining is not neiilial and value flee and il ohvioiisly impinges
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on rcl.ilions ol povvu .iiul conliol ui l l i in Ihtsc oig.mi/alions. Tin. Ti.lining Unit h.i.s In lit sensitive In tins In
presenting training in a non tliiealuiing v\aj ami building up tlosti link.igt.s ivilli Iht NdOs.ind llitu ptr.Miintti.

I'minnlc- Hit- capacity iil'llie Nd'O.s In conduct (raining I'nr Ihcir nun .stall' :nid lor mi imilv im'inlu-r.s

from being a direct iinpltmcnlor. the Training Unil .should inireasingl) perform .111 advisor) role, wi lh Ihc NC.Os
laking on more responsibility for (he (raining, hulli uil l i in Ihtir oigainValioiis .uul \\illi tlitir lonsliluent) in the
wider communily An insliliilion.il uip.itily Iniilding approach .shonld prepare the ground for a protess of loial
inslilnlion.il development, in which the NCi'Os Irain lommunil) nitinlier.s and liuifd total organi/ations.

Iff based on a tun lii-r stralcgv; i i i t iaurjMiii/ali imal training tin prim il) crimps and inlenigani/.itiiiiial l ia ining
-lur ollur NCiO.s

This capacity Iniilding l>pe approath is eMrenitl) dtniandiiig both in terms of le.sonrie.s and time. Al Ic.isl
initially, it would be moie rcalislit and pratlitable to fotlis on inlraoigaiii/.ilion.il Ir.iining for a .small number
of N(i()s I th ink il is impoilanl that these prioril) gioiips .should be wli.il Caller lefcr.s to as "iegion.il and
lommiinily-based giotip.s." This term i.s ralhtr mi.sltading in the .stil.se that il implies ilia! Mith N(i().s ha\e a
strong sense ofattounlabilil} to a unislilutnt) wi th in theii lotal tommunil). I lowt\ei. at least the) .should h.i\c
a Held ofllte and a toiiliiiu.il pitstntt in Afgli.mislaii whith ma> tonslilnle a base Irom wlii'.h llicy tan work
backwards lo create community .suppoil foi lliciii.sclvc.s.

I lowvver. there is still a big nted lor I'm m.il li.iining toui.sts and the Ti.iining Unil .should toiilinuc- lo work wi th
a wider client gioup of NCiOs on a le.s.s intensive basis. The networking whi th .suth tr.iining latililalt-.s is one.
of its chief bent-Ills and .should be enconiaged in llie fnline. r

(<•- liniiirdiali- Training Ohjuclivcs

liasid on Ihc abo\t piintiples and ideas il is possible lo make plans foi the toiniiig ye.n; w i t h the obvious
proviso lli.il in this cmiionnic.il plans have lo be open ended and llexiblc. The schedule will plate heavy
demands on wh.il is a l e l a l iv t lv small stall 'and we should tonsider hiring two mole slalf nifinbers who have
extensive cross-bordci experience.

l?ollow'-np
riisl. it is essential thai a meaiiinglnl follow up and evaluation of this last louiul of l iaining buionduiled before
winter sels in Afghanistan This means developing an evaluation design and foimulaling rigoious cri ter ia for
assessing ilic eiicin.il inip.ul of the liaining. The evalnalion would constitute ai> inrpoM.inl yardslitk for
measuiing (he imp.nl of In l i ne lialnings as well as giving (lie necessary feedback lo tevise the c u r r e n t courses.

Uiimadhm the qual i ty ol'ihe pioyiam

I l i aveaheadywi i l l c i i abon l I his in .some delail in llie main body of the repoil. Kevision of comsc material and
insciyice liaining <i l slalf aie fundamental lo llie ovcia l l (jnalily of llie liaining. 'I here is a danger thai such
ongoing activities could fall bv llie wavsidc undei llie tonlinual piessme of gelling things done. Il is very
impoilanl dial space is uc.ilcd (his vv in l t i lo work on these-atlivilies and I th ink lli.il we should not nmleilake
any exleuded blocks of training in I'cshavvai dining this pciiod. Also il m.iy be possible lo tin down on llie
vvd ik loadorour l i a ine i sb jcoo id ina l i i igvv i l l i oilier oigani/alions who ma) have theiapaci l ) to conduct Iramiiigs.
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Tor example. SCT could Ir.iin previous lr.iinct.s in training iiiahuiliiliig) o\u llie umlir months and IKCs Public
Administration progiam.simil.iily h.is (lit. cap.icil) lo conduit adiiiiiiistr.ilioii/iiianauemi.iil courses for NdO
office Maff.

I'rineipal Triiinini! Aelivilies
Training activities should be directed Itm.irds lliree ni.ijur objcclitcs for Ihe ye.ir. The firM two .ire MIL in.uii
priorities and Ihe lliird should only be umsidcted ifil dots mil deli.nl (rum llie successful im|ilemeiil.ilion nl

Ihe oilier objeelivev

1 Sup|)orl a second (raining in Said Ab.nl lliis spiing or autumn with CoAR .is (he chief inipleiiienlur.

2 Conduct a (raining in Oueila oxer, the winter followed by a .second Ir.lining in Oandahar, again during
(he spring or .summer.

.1. Facilitate a vocational (raining piogram in Mo(|or, again implemented by CnAR.

Objective One

A. Tiiiiiiinii I miners:

Select trainees \vlui allended couises in Moqur or Said Ab.id and then train them in Peshawar. MI (hat I hey will
be able lo conduct (he courses uilh (he support of our li.iiner.s acting as .uhisors. We lu\e pinpointed a number
of liainees' who would polcniiall} be cxtienicly capable trainers. They should be asked to attend training in
Peshawar where they will Ibllou courses in (raining melhodohigy, perh.ips ,il SCI", while they would also follow
(he Training Unit's inscrvice,piogi.ini. In .iddilion (hey would work willi our Iraineis on reusing materials.
Basically they would folhm .1 siniil.n piogi.nn lo Ihe. one folhmed by the two CoAR M.df last winter. 1 rainees
selected should be "expeils" in their IK Id. Por example, an experienced Mine) or who allended the data
c«llecl!on coinse would be pinpointed foi li.lining and would then subsc(|uenlly leach this course in Said Al'.nl.

U. Develonini! C'oAK's capacilies:

In l lie previous liaininj:. the Ti,lining Unit was \ci> much the chief implemeiilor and C oAK played a siipporlixe
role These roles should be ie\ersed in the next round of training. This should mil be seen as an isolated
allempl lo use C'oAtt as a ser\iee delivery meih.ini.sm foi HAP [i.lining, it should be pail of an overall capacity
building approach CnAR ,ne an obtious inili.il ca.ujidale for lliis inu.iorg.mi/.ilicm.il ir.lining strategy. The
Training Unit has alieady established close links with (hem, two of their personnel arc now competent trainers
and they aie suppoilive ol Ihe idea of liaining as a lool for institutional change.

The inliaoigani'/alional liaining might include some of Ihe following elements:

C'onfeiences' C'oAK have already e,\perimcnled with llie idea of collecting all field and office slalf
together lo discuss issues, make plans or conduct Ir.iining. This idea could be deu'lopcd and conducted
in a more I'oimali/ed way lo encourage all lexels of (he org.ini/alion ha\e a sense of invoKemenl in the
training piocess.

formal comses- these would be similar lo ones already conducted in addition lo more technically
oiienled courses.

S'eminais'diii'c'loisaie lesspiLdisposedloalleiidingfoimalctiuises. llowetei moie infoimal discussion
type activities with olhei directors ui RAP staff might be sliimilale an ongoing dialogue on Ir.iining and
development issues.
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SicoiuliiKiils. ihese could either be inlraorg.ini/ational or inleroigaiii/alional. An office accountant
miglil for example spend SOUK lime in the field working on llie field accounts, tir a piojecl woiker might
swap jobs wilh a colleague woikmg in another field office. I think llial is vc iv import.ml for N'CtO sl.ilf'
lo gel a .sense of what dillerenl jobs involve a'nd also how people aie working in oilier areas.

liiservice liainiim. iris impoilanl lo exploit the expertise and knowledge of other .sl.ilf within RAP who
are for example working wilh N(iOs on proposals, accounts or reports. Working on a one-lo-one basis
wilh projec'l .staff would be an invaluable Iraining exercise.

Training of trainers, two of CoAR's staff are now competent traineis and I lllink that at least another
two project members .should attend Iraining this winter. This parliuilaily applies if we support them
in initialing vocational training in Motjor.

Networking, as previousl) mentioned, the Training Unit can fulfil an important i.oordinaling role.
Again, .ilh 'cg.ml U> voe.iiioii.i! iiaining, llie Training Unit could coordinate wilh other organi/alions
who have expeiienee in Ihis aiea and could help CoAR implement Midi a program.

The kc) lo I lie .success ol this stialeg) is In build up a dose relationship with the organi/alioii. Mole long-lerm
and llexible funding would also be desiiabL if llie II.lining is lo have a nieaninglul impact on the oigani/alion's
appioach in (he field 'Ihis is an ..Micniel} intensive foim of Iraining and during the next year il would probably,
be lealislit lo focus onlv on,two oigaiii/alions, CoAR based in Peshawar and anolher N(i() based in (Juella.
In I IK .summer months the focus of the Iiaining would then switch lo Said Ali.nl and U.nulali.ir respectively.
C'oAR. as (he firsl iccipiciil ol this foi in of Iraining, would conslilule a useful refeicnce point lor the Ouella-
basc'd organi'/alion.

Obieciivc Two

l!y condiicling a liaiiiing in OIK II.i, the Ti.lining Unit would be .si.u ling llu: same piocess thai was initialed in
Peshawar Ihis wink i, a white i Iiaining in Pakistan followed by a closs-boider Iraining al a cenlie in Afghanistan.
Dining llie Iraining in Ouella, il should be possible lo identify an implementing paitner for a Ir.iining in
Oandahar Oaildahai cit) 01 llie Mil i olinding envh oils would be a logical place lo conduct Iraining because of
the high coneenlialion of N(!()> in llie aiea. Oamlahai also has the added advaiilage in thai il would be possible
locnndlicl trainings lliele llnolighoul iheyeai. Once an N(i() lias been pinpointed, the same inliaoigani/alional
li.lining slrale'g) would be lollowcd as foi CoAR. The ullimale goal of such a strategy would be llie evolulioii
ol two N(i()s Irom seivice delivel) niechaiiisms lo institutions wliidi have deep loots and a slrong constituency
within their aiea Additional!}, then field olfice.s would constitute training cenlie.s lor the .siiiioundmu NCiOs
and conimimilies in the region.

Objective Three

Mo(|or is an appiopiiatc localion foi initialing a piocess of local in.slilulion.il development, as there is a
groiindsvvell of suppoil foi liaiiiing and a sliong puceived need foi education and Iraining in (he aiea. The
Training Unit do not have I IK capacity 01 the mandate lo do this themselves bill they would be able lo support
C'oAR by helping train sl.ilf and linking in wilh oilier technical Iiaining organi/alions.

Theie aic man) impoiuleiablcs and il is difficult lo do anything other than oiler speculative opinions. \Vilh the
obvious pioviso "if llie situation allows" and if the .sliategy with CoAR woiks effeclivel), I lllink llial we should
consider repealing I IK same piocess in anolher aiea. A localion in the Noilh, where there is a high
concentration of N(i()s would be a logical piogiession. In the winler of I!W.V!M, we could consider conducting
a liaining in IVshawai specifically focusing on NGOs viilh piojeels in llie North. Also, a small team of trainers
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ciuild lie sent lo look al projects iind do a needs assessment Iheiu in (he .sinnniei of I'W.

Projecting even finlher inlo Ihe future is difficult. However, one possible course ol aclion would he lor the
Training Unit to eventually heeonie an independent training N(i(). There is huge poleiili.il in this aiea, xxlnih
has nol been fully exploited, as training has been too piecemeal and has not really .served N(i() needs in the pas).
The Tiaining Unil seems lo have found a .successful and replicahle formula which demands a gradual .scaling-up
in the future. I think Ihal this in linn may call foi greater autonomy from RAP; fir.sl a larger organi/alion would
pul increasing strains on the administrative capacities of KAI* .nul .second Ihc Tiaining Unil needs the llexibilily
lo folliixv a more hioad-huscd slialegy and lo he ahle lo respond lo dixer.se needs fiom different largel groups.
Ultimately, from being an N(!(), the Tiaining Unil might develop into a training institute lor rural dexelopinenl.
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WEEKLY SCHEDULE FOR TRAINING IN MOQOR & S ABAD .(JULY/AUGUST/SEPTEMBET 91)
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SCOPE OF WORK

Training Consultant for IRC/RAP Training Program in Afghanistan

I. Introduction and Purpose

The purpose of this consultancy is to co-supervise a training program offered by the International Rescue
Committee's Rural Assistance Program (IRC/RAP) and the Coordination of Afghan Relief (CoAR) in Moqor
district of Ghazni province and Sayedabad district of Wardak province. Courses will be offered at these sites
between July 18 and September 10, 1992 and will include Administration and Management, Accounting,
Record Keeping and Report Writing, Community Participation, and Data Collection.

II. Background

The rapid growth in the number of Afghan NGOs since 1990 has created a demand for technical assistance
and training for the staffs of these organizations. In 1991, IRC/RAP established an NGO Training Unit to
provide courses in Peshawar and Darsamand to NGO staffs based in Peshawar and in the field in
Afghanistan During its first year of operation IRC/RAP's Training Unit trained IRC/RAP project monitors,
provided workshops in accounting, proposal writing, development issues and rural water supply to NGO
Peshawar-based staffs, and offered courses in administration and management, community participation,
data collection and monitoring, record keeping and report writing, field accounting, and extension to NGO
field-based staffs.

IRC/RAP's experience has shown that field staff are often unaware of training opportunities in Peshawar or
are unable to travel to Pakistan for training due to the demands of their jobs, security problems, or other
organizational priorities Taking training programs to these people will likely facilitate their ability to attend
and enhance the relevance of the training Recent political developments in Afghanistan also indicate tha!
it is time for RAP to test the potential for training cross-border.

In early 1992, IRC/RAP began discussions with CoAR about the possibility of collaborating irrlhe provision
of training in Afghanistan Between April and June, two CoAR staff members worked with RAP's Training
Unit to be trained as trainers. In, May, two RAP trainers travelled to Ghazni and Wardak provinces to
investigate the training interests and needs of NGO field office staff, monitor former RAP trainees, and assess
two training sites proposed by CoAR. Based on their report, RAP decided to provide training in two sites-
-Moqor district in Ghazni and Sayedabad district in Wardak-and to offer five courses at each site based on
NGO requests The courses will be open to the staffs of international NGOs js well and some spaces may
be provided to community members if appropriate.

III. Scope of Activities

The Training Consultant will work with RAP's Senior Training Advisor to provide on-site management of
RAP's training activities in Moqor and Sayedabad. It is anticipated that the consultant will alternate between
the training sites on a v/eekly basis to support the training staff, resolve issues that arise during the program,
and monitor the progress of the training 'program. Since the Senior Training Advisor will also be providing
training, the consultant will frequently have to take the lead in supervising activities as described below.



1. Logistics
Facilitate transportation (or trainers between training sites and to conduct monitoring of former trainees
Supervise reimbursement of trainees for transportation costs if necessary.
Liaise with CoAR regarding the provision of food and lodging for trainers and trainees and regarding other
support for the training program

2. Supervision of Training
Observe training sessions and provide feedback to trainers, including providing specialized assistance to
CoAR's trainers in training as needed
Assist with curriculum revisions as needed
Provide in-service training to trainers as needed
Assure that training sites are adequately equipped with supplies and that materials are secure
Assist with maintenance of records for trainees
Assess the training skills of all trainers and provide JRC/RAP with recommendations regarding future in
service training needs of its trainers

Develop weekly site report format and train IRC/RAP trainers in its completion
Supervise training teams in the writing and submission of weekly site reports to Peshawar
Develop indicators to measure the success of the training program
Draft mid-course progress report
Prepare final expenditure report
Evaluate the cross-border training program and draft a final report

4. Supervision of Financas
Ensure that records are kept on all expenditures at both sites
Disburse funds as required

5. Needs Assessment/Monitoring
Coordinate monitoring by RAP trainers of previous trainees. This activity is dependent on time available
With Senior Training Advisor, conduct needs assessment for future training
Assist CoAR in assessing its training capabilities and planning for future training

IV. Consultant's Qualifications

The Training Consultant should have prior experience with training of Afghans, preferably with IRC/RAP's
Training Unit, curriculum development, project monitoring, and previous experience in Afghanistan. Dari
and/or Pushtu language skills are desirable.

V. Work Period and Locations

This consultancy will take place between July 7 and September 30, 1992. The tentative schedule is as
follows The Training Consultant will follow a six day work week during the training program in Afghanistan.

July 7-14

July 14-September 10

September 11-15

September 16-30

Preparation in Peshawar

Travel to Afghanistan. Supervise training programs in Moqor and
Sayedabad

Close out training sites

'Return to Peshawar. Draft report



VI. Milestones

The Training Consultant will be responsible (or providing information and reports to RAP according to the
following schedule CoAR often has field staff travelling between Peshawar and its field offices which can
serve as couriers as necessary. Reports forwarded from the field may be handwritten.

August 16 Mid-course report including summary of weekly site reports and expenditure records and
assessment of project to date. It may be desirable that the Training Consultant return to
Peshawar to present the mid-course report to RAP staff and consult with them.

August 26 Report outline due.

September 21 Draft report due.

September 30 Final report due.
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(obsvtt)

DATE

31/7

2/8

4/8

5/8

9/8

11/8

12/8

12/8

19/8

19/8

20/8

22/8

23/8

24/8

ORGANIZATI

, HAFO

KAG

CoAR

CoAR

CoAR

CoAR

Swed.
Comm.

HAFO

CoAR

S. Comm.
(Clinic)

CoAR
(school)

--

AFRANE'

CoAR

ON PLACE

Jaghatu

Moqor

Moqor

Moqor

S. Abad

Zena
Khan

S.Abad

Jaghatu

Moqor

Mangali

Ghelan

Sheikh

Ghazni

Zena
Khan/
Bazak/
Gugard

REASON

Obsvtn

Int.

Obsvtn/
Int.

Road
project

Int.

Obsvtn

Int.

F-U

Int.

F-U

F-U/
Obsv.

Obsv.

F-U

Obsv

PERSONNEL

Laiquet
Lali --
Team leader
Jaghori

Eng. Gul
Zadar --
Proj. Man.

Majid --
Field
Officer

Fredric

Janet Gul

Dr. Shady
Khan --
Coord. SC.

Abd Wasir
Zarif Khan
Ghlm Nabi
Amanullah

Eng. Gul
Zadar &
Eng. Younis

Farouk
Delbar

Akhtar Mhd
Field Off.

Refugees

Eng Naleem
Eng Karim

TRAINERS

Jon/Hamed
Yusuf/Abdh.

Jon/Zalmai

Jon/Zalmal

Jon/Zalmai
Farouq/
Mateen/Zabet

Jon

Jon/Hamed/
Yusuf/Abd.

Jon

Yusuf

Jon/Hamed

Zalmai

Jon/Hamed

Zalmai/
Wardak

Farouk

Mateen



25/8

29/8

29/8

29/8

30/8

30/8

31/8

31/8

1/9

2/9

ACRD

S. Comm.
(School)

S. Comm.
(Clinic)

CoAR
(Nursery)

AMI
(Hospital/
Training)

AFRANE

--

CoAR

CoAR

S. Comm
(School/
Clinic/
Office)

Jaghatu

Tangi

Tangi

Tangi

. Baraki

Baraki

Sheikh
Abad

SAbad

Zena
Khan

SAbad

Obsv/
F-U

Obsv/
F-U

-

•

Obsv

Obsv/
F-U

Obsv

Int.

Obsv

Int/F-U
Obsv

Eng Mir Jon/Zalmai
Waiz --
Pro|. Man.
Wardak --
Prj.Coord.
Mhd Zahir Jon/Hamed
Hesar
Mahdin

Dr Redi Gul

Gul Amad

Philip
Dr

Akbeen -• Proj'
Man./Amanulah
Fazil Bar!

Refugees

Eng. Nairn Jon

Farouk

Dr Shady Wardak
Khan & Mateen
school/
clinic staff
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TRAINEE OBSERVATION/FOLLOW UP GUIDE

NAME OF TRAINEER:

NAME OF TRAINEE:

POSITION:

COURSES ATTENDED:

NAME OF SUPERVISOR:

DATE OF PREVIOUS FOLLOW-UP

DATE:

LOCATION:

ORGANISATION:

OFFICE

Questions'for the Trainee

What are your job responsibilities?

Do you have a job description?

What are your plans today/tomorrow/next week?

Do you have an Action Plan? Have you followed it? What changes have you made and why?

What administrative systems does your office have for accounting/filing/record-keeping/reports?

Do you experience any problems with these systems? If so please specify what?

In what ways has the training affected your skills/behaviour/attitudes?

Is there anything you would ommit or add to the course?

Questions for the Trainee's Supervisor

What are your responsibilities? What is your job title?

What kind of decisions do you have the power to take? What kind of decisions are left to main office?

How often do you meet with the trainee to talk about work ana his job performance?

Have you noticed any changes in this skills/atlitudes/benaviour? Please be specific.

Observations

How are relations between the project staff? (friendly/conflictual/relaxed etc)

Do the office systems seem to be organized/disorganized?

Did you spot any problems/weaknesses/good points about these systems?

Did the field staff seem to know their responsibilities?



Did they have the technical qualifications/knowledge to fulfill these responsibilities?

FIELD-

Questions for field staff

Describe a typical day when you are working on a project

What are the main problems that you experience in your work?

If you were director of this organization, what changes would you make?

Who do you think are the main beneficiaries fo this project?

How do you evaluate if you and doing a good job and if the project is successful?

What kinds of decisions do you have the power to make in the field?

Observations

Does he use a notebook to record information in the field?

Does he keep records?

How are his relations with community members?
- friendly/respectful/distant
- does he listen to them?
- does he give appropriate advice?
- is he appropriately dressed/culturally sensitive?
- what is the beneficiaries attitude towards him?

Does he appear to have sufficient technical knowledge?

Does he have knowledge of the people/area/culture?

Did the beneficiaries have any general complaints?

General Comments
eg areas in which future training is required, general impressions about the organization etc.
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COMMUNITY PARTICIPATION

Introduction to Community Participation *1 & #2

I think that these sessions should encourage the participants to critically analyze their jobs and their
interactions with the community. Fundamental questions that should be addressed are who participates,
why do they participate and how do they participate? The trainers also need more of a grounding in the
basic concepts -- they need more of a substantive understanding of the theory and practise of community
participation.

The project and the people"

What is the participants' role/relationship vis a vis the community? Experts V facilitators -- relate to different
view of development. Top-down V bottom up. 2 models;

Predominant model:

Expert The People Relationship

Educated Uneducated Top-down
(ignorant)

Alternative model:

Faclitator People Relationship

Knowledge from Knowledge from Mutual learning
formal education experience

The concept of PARTNERSHIP is central to ihis second model.

The community

Much more analysis is needed on what is a community - vague definitions concerning geographical area
are meaningless. Projects which have attempted community participation in the past have often failed
because they lacked conceptual clarity. The objective should be for the participants to analyze their own
communities or .the communities .they work in and help them to view these communities from a different
perspective. The most important point Is that communities are not homogenous groups. They are
characterised by conflicts of interests and divisions. These are intrinsic to the community and it is very
important that the participants are aware of this and how it can affect their projects. What are the different
groups' How might their interests conflict or converge? Which kinds of projects will benefit everyone and
which will only benefit a few? eg improved wheat seeds might benefit a few whereas an education or health
program may have a more universal pay-off for the community. What are the implications for community
participation?

Definitions of community participation

Is participation a means or an end? Relate again to the two development models. Is community
participation merely a means by which a project can be implemented more cheaply? ie the community
members give free labour etc. Or does it involve the community actually making decisions about the project,
defining their needs and controlling activities? Who OWNS participation? Relate back ideas about different
groups within a community Participants draw a diagram of their community showing the different groups
or organisations, (see attached sheet)



Why do they participate? Because they expect a tangible benefit -- it is an investment in an expected return.
Different groups have different interests -- related to inclusive and exclusive organisations. Do not expect
people to participate in endless meetings -• time is a precious commodity for the poor.

Evaluating community participation - how do you evaluate its success? Criteria may not be quantifiable -
• need for qualitative indicators.

Traditional" forms of community paaicJoatiop

Participants should Identify and analyze "traditional" forms of participation and ask why they are successful,
eg the "hashar" (communal harvesting group) Use of pictures would be helpful here. Also relate to the
diagram showing the village institutions. It is important to emphasize that the project is not starting with a
blank slate. There are capacities and institutions within the community that the project can build upon --
it depends whether the project sees itself as a provider or a partner. We might include an exercise in which
the trainees Identify skills and capacities within their own communities that could be developed and utilized
by the project.

This may all sound rather naive and theoretical. However, I think that the introductory lessons should give
the participants a basic understanding of some of the important concepts. It should give them the analytical
tools to analyze their own situations and to view their work and environment from a different perspective.
Realistically only a small portion of the participants will be able to do this and even less will carry over this
changed perspective into their work. However, I think that his course should be more about stimulating new

-Ideas and attitudes rather than attempting to teach a blueprint for community participation. More of an
emphasis on behaviour and attitudes rather than methods. I think that this "how to do" approach to
community participation is inappropriate in an Afghan context, eg. home visits where you go and visit the
family or community meetings where you are meant to have an agenda and keep minutes. It is culturally
Inappropriate and overly simplistic in implying there is necessarily a right and wrong way to do things.

We should be looking at the overall approach, but instead this gets lost in an obsession for the details of
a recipe book approach. Realistically one also has to ask who you should be starting with. Even if some
field workers do catch the spark, if the institutional environment is not favourable they are likely to become
frustrated To have a substantive effect there,would have to be a reorientation of the whole organization
starting with the director It would also demand a new approach from the donors. However in the spirit of
the wlshy washy incrementalist approach you have to start somewhere

Another major benefit of this type of course should be the exchange of ideas between the participants. For
example, how do they cope with the constraints on community participation and the division within their
communities9 This sh<"" ild be more explicitly encouraged. For example participants produce presentations
about community participation or the lack of it in their projects. They could also present case studies of
problems they have experienced in dealing with local communities. Although I do not know how realistic
it is, but it would be good to facilitate some form of long-term networking between the participants. Would
they be able to arrange meetings in the future? Would a feedback session with all the trainees be feasible
In the future when the trainees do follow-up?

In Session #2 the trainees were asked about the advantages and disadvantages of different forms of
Community Participation but they found it a difficult question to answer. Perhaps by the end of the course
they would be better able to answer the question. It was also a rather tedious exercise to repeat the same
discussion process for each type of community participation. It could have been done as a brainstorm
dealing with the different forms of community participation at one time -• with five different flip charts.

Case Study

I think that it would be useful to have a detailed case study which demonstrates how Community
Participation works in practise, eg using the example of the Agha Khan Rural Support Programme in



Pakistan It Is Important for the participants to see that this cipproach can work In practise. The case study
could be used to show the problems and potentialities of the approach and how the concept can be
translated into concrete action. It should give them the opportunity to reflect on the possibilities of initiating
similar processes in their own context. It should be emphasized that this is not a model or blueprint to be
replicated but a source of Ideas which can be changed and adapted appropriately.

Introductory Session

IN groups, as with the other courses have the participants make a list of their expectations of the course.

Entering the Community

Activities #1 & #2 were quite similar and could possibly be combined. Perhaps this lesson could be made
more practical by having the participants prepare a checklist or a short report based on information in a
case study.

Needs Assessment

Who makes, the needs assessment? An expert from the outside? This appears to^be the approach
advocated In these two lessons - which seems to contradict the whole philosophy of community
participation I think that the concept of participatory research should be introduced here. The idea that
the "people" have a much better idea of their own needs than anyone else and that they are capable of
articulating and formulating these needs. Who owns and controls the needs assessment? -- information is
power The outsider has a role, but is seems to somewhat paradoxical for him to take on such an extractive
role In a course which is supposedly on participation. At this stage it would be interesting to do an exercise
comparing different forms of knowledge ie the outsider's knowledge which is based on the universals of
Western science V the local people's knowledge which is specific and based oh direct experience. Both
forms of knowledge have their own validity and their own strengths and weaknesses.

Message In a Box

this was added to the course and conducted as a warm-up activity towards the end of the week. However
I think that it should come near the beginning of the course as it helps reinforce the previous point about
local people's knowledge It is an activity that has been used by some NGOs in other parts of the world
when they first contact a community and hold a meeting with them.

You need a box with various things inside it. eg. rice, pens, pencils, stones etc. 3 people are selected from
the village to take part in the exercise.

Person One
Has to guess what is in the box just be shaking it.

Person Two
Is blind-folded and guesses what is In the box by feeling inside it.

Person Three
Looks inside the box and tells the audience what is in the box.

The teaching point is that the first person Is like the project staff member who comes into the community -
- he Is virtually blind, having no local knowledge. The local people are like the third person -- they have
knowledge based on experience They can "see" and are the real experts In terms of knowing about their
needs and problems We should refer back to Ideas of partnership and the relationship between the project
and the people I am not advocating this as an activity to be conducted in a Pashtun village, but it makes
quite an entertaining warm-up with an important teaching point.



Needs Assessments fl

I do not think that this was an appropriate activity. The trainees when asked to discuss their needs talked
about cars, radios, salaries etc. There is a need to differentiate between fundamental human needs and
wants or desires. The session should start with the participants attempting to define these basic needs or
human rights. Without setting some kind of minimum criteria for basic needs how can they attempt to
determine a community's needs? What are these requirements and to what extent do all members in their
communities have these needs met?

Methods for making a needs assessment

First of all Introduce the concept of "optimal ignorance" -- you cannot expect to know and understand
everything. Also ideas of Participatory Rural Appraisal would be appropriate here. As mentioned before,
there should be more emphasis on working with the community to collect and share information. They
should not be the objects of an Information extraction process.

Group Activity #3 -• this did not work very well. (I did not have a copy of the original English lesson plan,
so I am not sure about the original intentions.) Without relating to a specific village or community the
question is meaningless This could be conducted in the form of a case study type exercise. Participants
are given background information about a community and they have to extract the necessary Information
to fill out a form stating what the village has and what it needs.

Needs Assessment tz

Objective #1; "Identify the importance of needs assessments" -- this should belong to the first session on
needs assessments. The first session should be more on the questions of what and why and the second
on the how to.

Conducting Home Visits

The next few session on discussions/meetings could have been condensed as I think that some of the
material Is inappropriate or redundant. Also some of the terms need to be changed as follows;

Home visit -- Individual visit
Community committee -- village shura

The use of methods was also rather repetitive, involving the same progression of discussion, group work
and brainstorming for each lesson.

Home Visits

The trainers changed the terms to individual visits as they did not think that the references to visiting homes
and families was appropriate. The session might be combined with group discussions and the two types
of interactions could be compared. Some of the instructions in the handouts are redundant for field workers
and not to say a little patronising; much of it is stating the obvious and was rather unnecessary. The
formality which is implied in the handout material does not reflect the reality of working In the field. This
lesson might be brought alive be having the participants role play an individual meeting.

Group Discussion

Activity # 2 was changed to a snowballing exercisp in which the participants ranked the characteristics of
a good discussion leader in. order of importance. It promoted much discussion and worked very well.



Characteristics In order ranked by the participants are as follows;

1. Good Muslim
2. Trusted by the community
3. 'Punctual,
4. Respects other ideas
5. Good judgement
6. Good listener
7. Selfless •- committed to the community
8. Calm/level-headed
9. Respects traditions
10. Good motivater

Community Meetings

The sequence of methods is exactly the same as for Group Discussions and Community Committees. There
tends to be quite a lot of duplication with Individual/home meetings, especially the section on the duties and
responsibilities of a village meeting leader. Activity #2 on the differences between an office meeting and
a village meeting seems to be rather unnecessary and out of place - there is no mention of working in an
office In the rest of the course.

Activity #3 was changed to a role play of a community meeting. Each participant was given a role card, for
example;

• a khan
• a landless labourer
• a small farmer
• a commander

Each role card has to be fairly detailed in terms of specifying the character's needs and consequent attitudes
towards the proposed project The trainer chaired the meeting with the aim of harmonizing the conflicting
Interests of those involved and coming up with a proposal that everyone could agree with. The role play
was followed by analysis highlighting the conflicts of interests of those involved and the role of the meeting
leader in mediating these conflicts.

There should be more role plays performed by the participants themselves. However a word of warning -
the trainers said that it was a technique that had been employed by the Communists and we would have
to be careful that there is no political content.

Working with the community

The word committee has Communist connotations and it was changed to village shura. Also democratic
had to omitted from the handout. Obviously village shura Is a rather different concept from the western,
egalitarian Idea of a community committee and the slant of the handouts would have to be changed. It is
possible to argue that a shura could well be elitist and antiparticipatory, hence the need for a committee.
There Is some truth in this, but I think that if this course is going to be at all realistic it has got to be about
building on Indigenous organizations. I am not sure if Afghanistan is ready for imported organizational
models.

(since writing this I visited a hospital building project and their situation has relevance here. They talked
about setting up a health committee of local experts. In this way they are attempting to depoliticize health
and distance themselves from the shura. Whether this tactic could work for a production rather than a
consumption programme is another question]



Activity #1 was changed to a brainstorm and activity # 3 to group discussion.

Staoes in Community Participation

I think this should be moved to one of the first three sessions to give a framework for the following lessons.
The title is a bit of a misnomer as it only deals with the stages o( entering a community and helping'them
formulate a goal, objective and a plan. The concept of sustainability and the project handing over control
to the community does not appear to be mentioned. The participants came up with the following stages
of community participation;

StaaoPpe 'Preparing the ground:

- Project staff and community meet
- Project explains goals and policies
- People define their needs
- Identify skills within the community
- Draw up a strategy and a sequence of activities

Stage Two Implementation/Cooperation'

- Initiate implementation of action plan
- Partnership In running project and monitoring and evaluating activities
- Training.of community members

Stage Three 'SustairaMHy/Devdopment"

- Handover day to day control to community members
- Project staff perform advisory role
- Ongoing participatory evaluation and monitoring

Although this needs to be worked on, I think that introducing the different stages of CP early on in the
course would help to content the subsequent lessons. Displaying the information in the form of a chart or
diagram which could be easily referred to during the course of the workshop would also be useful.



ADMINISTRATION \ MANAGEMENT

MOQOR. July 18-24

Trainers; Zabet, Zalmai, Mat con. Farouk, Wardak.

Day One

Inlfoductory Session

As with the oilier courses, I think that it would be useful to start with the trainees listing their o//n
expectations and objectives for the course. We changed the lesson plan and did this activity and the
trainees came up with the following objectives:

- To "manage our work.
- To communicate with people effectively.
- To share our experiences and knowledge. '"
- To know how-to serve our people.
- To be able to supervise-and convince our subordinates.
- To be able to behave appropriately with people.

Ificiclently. this session did not have its own goals and objectives, which should be prepared for next time
it is conducted.

In the future. I think that the pre course questionnaires should be completed outside the lesson so,that,the
trainees have time to think about them and discuss their ideas with other trainees. ;

It was also suggested that I, or whoever introduces the course in the future, should spend longer explaining
about the concept of training as it is a new idea for many Afghans.

Introduction to management ( 7 trainees ).

I think that the ideas of planning and management aiid the project cycle should be included al the
beginning However, planning is not introduced until the seventh and eighth session. Also management
should be defined in a development context, in terms of enabling people to become self reliant, creative and
sell motivating Management enables people to transform their situation and is something that everyone is
involved in from the subsistence farmer to the NGO director.

I think that the ordering of the sessions may be more logical as follows:

1. Introduction.
2. Introduction to planning, management and Administration.
3. Planning.
4. Communication\Motivation.
5. Problem - solving and Decision-making.
6. Supervision and Leadership.
7. Delegation.
8. Teamwork.
9. Meetings.
10. Monitoring.
1f". Gathering information.
12. Evaluation.
13. Report writing.



(other sessions on budgeting, job description, organograms, field visit - see for week 2 in Sayed Abad.)

I disagree with the diagram which shows that human relation skills have the same relative value for the
worker as they do for the manager. (?)

From the very beginning trainees' participation was very high.
However, I sometimes feel that the trainees think that participation is some ultimate good, an end In itself
and the actual object of their participation is somewhat irrelevant.
There are a large number of discussion activities in the course with rather unfocused questions. Perhaps
this stems from similarly vague and unfocused objectives. A good discussion, though very valuable, not
least for the exchange of views between the trainees, should not be an end in itself: Being able to list
different management skills should be an step-towards demonstrating these skills through a simulation
exercise, role play or analysis of case material. In some of the lessons we do sometimes confuse means with
ends. There is a general need to make the activities more practical and task oriented.

Communication 1 - 2

Communication 1. was one of the few sessions to start with a warm-up, and as for all the other courses,
more warm-ups need to be devised which relate to the course material.

A good introductory pair-work exercise for communication is one in which one person has a diagram which
his partner cannot see His task is to describe it to his partner, who tries to draw it as accurately as
possible. (I think the trainers have done this before).

In Communication 1. there was good use of a picture, but generally there was a dearth of visual aids in the
course Zahid prepared a number of, pictures on meetings, for example, some of which could have been
used for this course (Most of them were taken to Said Abad and were stuck up on the walls -• they looked
very pretty but were not used) I think especially for trainees with less of a formal educational background,
pirtures are very important for reinforcing points and promoting discussion. Also we could get photographs
of projects, enlarge them and use them as visual aids. They would help make the lessons more meaningful.
Perhaps in the future we should have one trainer responsible for incorporating visual aids into the courses -

We do not seem to be exploiting Zahid's skills as much as we should be. It was noted by some students
that a number of figures in the pictures did not have beards and looked too Kabuli -- more hairy Afghans
with turbans are required Another thought about pictures, is that they would be useful as illustrations of
case studies.

In Communication 2, there were a number of rather repetitious group work activities, in which students were
asked to list points to be considered for listening and speaking. It was rather vague and the points in the
handouts are similarly vague I think that the material has to be contextualized more (and I know that this
is not easy) For example, communicating with the project staff demands different skills from communicating
with commanders, mullahs or farmers Skills like" reading between the lines", cross- checking information
and asking questions indirectly are very important. I know that the trainers try to personalize the material,
but I do not think that it is explicit enough Perhaps case studies might have helped. Also the trainees could
prepare and conduct a series of role plays with, for example a project staff member, a commander and a
farmer They would then compare and contrast the different communication styles employed. Again there
should be something task related and practical added to the lessons. Self-analysis type activities are also
useful - for example have students (ill out a form assessing their communication skills and what methods
they use in different situations.

Meetings 1 • 3

I think that this could have been condensed into 2 sessions. There is not a very logical progression of
objectives, for example "dealing with the talkative and quietest members of a meeting" is dealt with in the
first session Also there is some duplication between different types of meetings and different leadership
styles The first lesson could be more theoretical about why to have meetings and different types of
meetings, in which the trainees analyze how and under what circumstances they conduct meetings. The



second lesson would be more practical and culminate in the role play that is in lesson 3 -- this did not work
very well as I do not think that the instructions were clear enough. II might work better if all the participants
are given role cards before the exercise.

In the future the word" democratic" will have to be omitted from all the materials --1 am surprised that the
trainers had not noticed this before - it was a big faux pas on our part. Even Commanders In Chelan
mentioned this when they were latter questioned about the training and we have to be very careful in our
choice of language in the future. 'Also, in other courses, the trainees complained about the use of English
in handouts and the overall complexity of the language. Generally, the handouts need to be simplified and
to have offending words omitted.

I am not quite sure about the relevance of" democratic" meetings in Afghanistan in the current environment.
We are talking about autocratic, hierarchical organizations operating in a semi-feudal, conflict-ridden society.
Perhaps the most we can expect is that organizations establish more effective lines of communication
within the hierarchy Western ideas about bottom-up management and communal decision • making appear
to rather premature in the current environment One valid comment made by a project staff member was
that the curriculum was too "refugee-oriented" - by which he meant it was created by people from a refugee
context with very little cross- border experience. I think that we have to work on changing the courses'
Western, tec.h'ocratic orientation and make them more culturally appropriate. Perhaps it would be possible
to Islamisize the material by hiring someone temporarily who could work with trainers on increasing the
religious input in the curriculum? - I think this would have a big effect on the impact of the lessons.

Planning 1 - 2

As previously mentioned. I.think that these lessons should come at the beginning of the course. Some of
the material from the data collection course on planning and prioritizing could be integrated in these lessons.
They are more practical and include daily and weekly planning exercises. There would then be more of a
natural progression to the Action Plans It might be interesting for the trainees to fill out their Action Plan
after the sessions on planning and then go back to them at the end of the course and make any necessary
revisions.

Problcm-solvina and decision-making 1 - 4

Preceding this topic, it would be interesting to get the trainees to analyze their decision-making environment,
which is characterized by uncertainty, confusion and conflict. Information is often" vague or incorrect. You
could use a case study at the beginning to illustrate this. The objective would be to discourage any
simplistic notions about "right" or "wrong" ways to make decisions,'which is what the hand-out material lends
to imply The goal of the four sessions is not very meaningful- what does "effective " mean? Again, I think
that the material could be condensed and the trainers thought that there was some duplication betv/een
sessions.

Session 1

I think that the first session should focus on the steps of problem solving and factors which effect problem-
solving (this was in the second session), while guidelines for making consensus decision-making belongs
to the latter session.

The questionnaire is an excellent idea and as I mentioned before there should be more self-analysis type
activities Could it be devised in such a way that the numbers can be totalled up to give a low score
denoting an authoritarian style of decision making and a high score a consensus style? I do not think that
thpre was enough feedback and analysis regarding the results of the questionnaire -- it was just completed
and handed to the trainer in session 1 and 4 - there was not enough discussion about whether it had'
changed the trainees approach to decision making.

Steps for problem solving, I think it would be more meaningful to set them a problem in the form of a case
study The trainees have to solve it and subsequently discuss how they solved the problem. Then from the
discussion they should be able to distinguish several stages in the problem-solving process.



All the activities were group work and discussion with trainees listing their ideas. Perhaps the students in
groups could develop case studies from their experiences and then present them to the rest of the class,
who have to try to "solve" the problems I do not think that their problem solving abilities will be improved
by listing the characteristics of a "good" decision, (whatever that means),

Decision-making 3 - 4

It was in these two sessions that there tended to be the most replication. I think the main objectives of these
two sessions was to show the difference between authoritative, consultative and democratic (there's that
word again) decision-making. However, it was needlessly complicated by introducing a morass of
terminology which I found rather difficult to understand eg. the "expert method", "authority after individual
opinion method", "minority method after group discussion" - - 1 did not know there were so many "methods"
to make a decision •- it is all very confusing.

Just focusing on the three methods would be simpler and it would kink in to the session on meetings about
leadership styles In Session # 3, Activity # 2 was down in the lesson plan as a brainstorming exercise -
- this was not suitable for brainstorming as it contained two questions and demanded discussion and
explanation rather than the listing of answers A snowballing exercise would be suitable as a demonstration
of consensus decision-making For example, set the class an imaginary problem which could have diverse
solutions First individually, then jn pairs, fours, half-class, full-class, the trainees arrive at compromise
solutions which they can all agree on.

Again, I think more emphasis needs to be placed on context, there is no such thing as a "good decision"
or" correct method" for arriving at a decision. Whereas in some situations a consensus is desirable, in
a project situation when a quick decision is necessary; this may not be realistic. What we should be doing
is encouraging the trainees to think critically and select an appropriate strategy for a particular situation.

Delegation H 1 & # 2

I think that supervision would more logically precede delegation and also that leadership and job
descriptions should constitute part of this block on supervision / delegation. Session # 1 should be on the
"what" and "why" of delegation and '# 2 on the "how". Therefore I think the objective on problems related
to delegation belongs to # 2 as opposed to # 1. The role play for session # 1 is a good illustration of how
to delegate and not to delegate and would be more appropriate for ti 2. For the first session it would more
relevant to illustrate why it is important to delegate ~ for example, a case study about a project manager
who tries to do everything himself and consequently cannot do his job effectively.

Activity # 1 in Delegation # 2 is a good exercise but the participants could also be asked to make a list of
their own 'duties as managers/supervisors and then discuss which ones they could delegate. Job
descriptions might be introduced at this point (see also suggestions for the second half of the courses).

Supervision # 1 & H 2

These two lessons both relate to latter lessons on leadership and many of the students complained in the
second week that there was duplication Again that nasty word" democratic" crops up. The anarchic style
of supervision sounds interesting - I have not heard it promoted as a supervisory method in the past.

A snowballing exercise on the qualities of a good leader would be interesting, the trainees are given a list
of 10 qualities which they have to rank in order of perceived importance, (there are no correct answers. The
final objective is to come up with a list that they can all agree with. Eg.

- Good listener.
- Good Muslim.
- Punctual.



- Well-educated.
- Respected.
- Over 40 years old.
- Good technical knowledge.
- Good'contacts/relations in the area.
- Organized.
- Speaks/writes good English.

\0\



ACCOUNTS COURSE

MQQQB 1/8/92 - 6/8/92

TRAINERS: Zalmai, Mateen, Farouk. Zabet and Wardak.

GffiU

Introduction: Prindples of Accounts.

Missed these two sessions as I was travelling to Moqor form Sayedabad. I think it be useful in all
Introductory sessions for, the students to list their own expectations of the course before displaying the
course goal and objectives. The Trainer should then compare the two lists of objectives and it may help
him adopt the subsequent lessons to.the needs of the students.

It would be useful during the principle of accounts lessons to introduce the account process in diagrammatic
form. This would show the different stages of the process and where the different forms fit into it. It would
be referred to during the length of the course and help locate the forms within this process. In the second
Accounts course In Said Abad, the trainees drew a flow diagram illustrating their own accounts system. This
may mean adding an extra lesson to accomadate the additional material. They could then do this at the
end of the course showing how they would make changes to their present system. Currently the course
consists of a series of form filling exercises without enough consolidation/ reinforcement activities which
Integrate the different course elements. I would suggest some kind of case study which runs the length of
the course and Involves them going through the accounts system of an imaginary NGO for an imaginary
project,! e starting with the initial purchasing of materials and finishing with the final financial report. The
trainers subsequently commented that this may be difficult and they could make four case studies instead;
one for receipts and three for different kinds of expenses.

BayJ

Accounting Terms

This lesson should be changed - 1 fail to see how the students can absorb 18 different terms in a 60 minute
lecture. I think its unrealistic and unimaginative. We've got to remember that the students here are very
different from Peshawar based Afghans and have been out of education a long time. Activities have to be
more practical and input sessions taught in manageable chunks. Many of these terms could be introduced
later in the course and they would also be more meaningful if they were contented in realistic case studies.
Handing out a list of terms and definitions at the beginning of the course may be useful for reference
purposes, but trying to ram down their throats like this is self defeating.

As with many of the following lessons, there was no warm up and .the trainers need to build up a portfolio
of active warm-ups which relate to the lesson content.

This was the first session on forms and all subsequent sessions followed the same sequence of methods.
By day two you almost didn't need a trainer - all you had to do was show the lesson objectives and then
the trainees turned on to automatic pilot! The lesson plan in itself is good - there is a good progression
from group discussion to practical activity, however just for the sake of interest and variety, this needs' to
be changed, at least for some of the lessons.



The students noted that there was no place for signatures on the form - for the request and the approval.
They suggested that we shouldn't be so trusting in Afghanistan! I think the case study could be changed
to make it more stimulating - at present it merely involves the students copying out a list. We should be
trying to create exercises which encourage the trainees to think and critically reflect.

Is there any way of making the Case Study more imaginative, eg the trainers themselves have to decide
what materials are necessary for.a cross-border sub-office and then have to fill out the form accordingly.
I am very Impressed with the amount of work that has gone into designing these materials and generally
they seem to be" excellent (although I am not an accountant).

Day 3

StPCfr Card/ StQfe Request Forni/ Monthly Inventory/Report Form.

It would be possible to vary the activities for many of these lessons. For example Activity #2 could be
changed from a discussion to a brainstorm and activity #3 could be changed from group work to a
snowballing exercise. Also a case study might be used at the beginning to introduce the form and show
how it is used in a specific context. I wonder if a session on filing would be relevant - what do the trainees
do whh all these forms in their field offices?

The goal and objectives for each lesson are all exactly the same except the name of the form has been
substituted. The objectives are rather vague • for example "use the store request from' - what does "use"
mean? How do you measure if the students have been successful or not? I know it is not easy but an
attempt should be made to make the objectives more specific and measureable.

Day 4

Personnel Fonn/Daiv Attendance Sheet/Way PflYr™.nt

I think calculations should more loglcaily be at the beginning of the course as many of these case study
exercises demand calculating skills.

(In the second Accounts course, the calculations sessions were interspersed with the lessons on forms, so
every day there was a session on calculations and two sessions on forms. This worked well and should be
added to the course timetable in the future)

For the Personnel Form Lesson a role play was added as a warm-up and Activity #3 was changed from a
group discussion to a snowballing exercise - both of which worked well. However as the students came
from such different backgrounds it is difficult for them to come up with a form they can all agree with. For
the snowballing exercise it is necessary to set the context, eg. "I want you to make a personnel form for a
cross-border road building project." The students thought that the personnel form needed more information
le permanent and current address.area of project, salary. The form is suitable for laborers employed by
an NGO but not as a record of NGO office staff. For many of the students this form did not appear to have
any relevance. As ft stands at the moment, this course has a very specific target group - RAP funded NGO
staff who work on accounts We should either keep to this target group or change the course so that it has
a broader relevance.

With the daily attendance sheet, again it had limited relevance for many of the trainees. There was some
confusion over whether it was for office staff of laborers hired by the office. The trainers thought that we
should consider either omitting or changing the personnel form and daily attendance sheet in the future.



In some of the group work activities it worked well dividing the trainees according to their experience into
three groups - one group from clinics, another from projects and a third from schools. It resulted in a good
exchange of Idess and experiences.

Another point worth mentioning is the tendency for the trainers to present their prepared flip charts and
-handouts as though they were the 'correct' answers. The point we should be getting across are that these
are just one of many different approaches and the ideas of the students may be equally if not more valid.

Bay_5

General Ledger / Payment Voucher/ Ca

Role plays were added for the Payment Voucher and Cash Book sessions which were very successful. For
the future, more role plays should be added in which all the students participate. The only role plays I have
seen so far involve either the trainers and two or three students, while the rest of the class observes.

Also Activity #3 was changed from a group work activity to a snowballing exercise - the only problem with
this is snowballing tends to take longer than the group work, so the rest of the lesson should be adjusted
accordingly.

An extra lesson was also added in the atternoon on debits and credits as Farouk felt the students were weak
In this area
(rather worrying if they're accountants!).

Qajufi

Summary $ Expenditure/ Expenditure Report/ Monthly Financial fteporj

Again role plays were added as warm-ups and Activity #3 in Expenditure Report was changed to a
snowballing exercise.

A warm up idea which might help review the different types of forms would be to write down on separate
cards the names of forms and the situation that they're used in e.g PURCHASE FORMor YOU WANT TO
BUY SOME GABIONS. Hand out the cards and then the trainees have to find the card which matches and
either the name of the form or the situation.

Its difficult to comment on how relevant this course is to he needs of the participants, especially considering
their diversity of experience and backgrounds. I need to get a better sense of what field accountants
actually do, and I have advised the trainers to get as much information as possible from the students during
the second week of the course. However I suspect that this course is rather ambitious in terms of quantity
and complexity of input. I wonder how much of what we are teaching is actually dealt with by the main
offices In Peshawar? To stand a realistic chance of changing behavior I think the course will have to
approximate and try to improve on current practices. Most of the trainers, though, think that we should
continue teaching the present system, with a few simplifications and a greater variety of methods. A number
of people mentioned the Afghan system of accounting (the Government system, I presume) and said that
it would be more appropriate I don't know much about it, but I'd heard that this system is a nightmare to
organise. Is his true? Is a compromise system desirable/ workable?



PATACQUECTIQN

Said Abad 8-13 August

Trainere: Named, Yousef. Abdullah and Janet Gul

Dav 1 Introduction

Objectives of the course are rather vague and non-specific eg. "Be familiar with the different types of
questionnaires."

Dav 2 Planning and Its Importance *1

The project cycle should be introduced at this stage on a flip chart. It can then be referred to during the
length of the course to show for example where collecting baseline data, monitoring etc. come into the
process .Activity #3 should be preceded by a case study about a project worker who has to prioritize
his tasks The trainees would then apply what they have learned in the case study to prioritizing tasks
within their own jobs.

Planning and Its Importance it2

Before handing out the prepared forms it would have been a good idea for the trainees to prepare their
own forms beforehand as part of a snowballing exercise. After the case study the trainees could then fi!'
out the daily, weekly forms and finally the action plans for their own jobs. They would then go back to
the action plans and revise them at the end of the course. Generally the planning activities were very
popular with the trainees and it may be worth adding another lesson in the future.
Also it needs to be more explicitly linked to data collection rather than just planning in the generic sense.
Since the course is about data collection it might be more logical to start with the lesson whicli
introduces the general concept and practice of data collection. From this you could progress omo
explaining why it is necessary to plan for data collection.

DataCollcction*!

I think we should be doing more to counteract the technocratic bias of most field officers. Participatory
Rural Appraisal is an alternate approach to data collection which parallels the appVoach that we should
be teaching in Community Participation course. At the risk of being overly simplistic, traditional methods
of data collection are extractive and professional outsiders own and process the information. PRA is
participatory and the ownership and analysis is more the responsibility of the rural people themselves.
The case study in this lesson seems to be encouraging the opposite view - the lesson it teaches is that
you cannot rely on people to tell you the truth - you should ignore what they say and do it yourself. It
may sound naive and idealistic but I think our approach should be to encourage project workers to
reverse the top down orientation of their work practices and learn'more from the people around them. It
Is all interlinked; jf people feel a sense of ownership over their projects they will be interested in
collecting data themselves to get feedback about the project. What should be happening is that the
project staff work in partnership with the beneficiaries and share the information that is collected.
Perhaps as part of this course we should be teaching training methodo'ogy to enable the data collectors
to pass on the knowledge to people within the community. At the core of this is behavior and attitudes •
I think that in all of these technically oriented courses we should be focusing more on behavior and
attitudes as well as methods We may have to start with our trainers. There should be more critical self-
analysis - who lectures? who holds the stick? Whose tongue wags? Whose' lowledge. analysis and



priorities count?

There are also specific methods to do go with the ideology - mapping, surveying, observation, diagrams,
Interviews • which aims to build up a system wide picture of the project area. (I have a photocopy with
some Information on these methods which might be useful).

Day 3 Data Collection

As a warm-up Activity #2 could be used - ask the participants what kind of data they have collected
before - it would make a good brainstorming activity and then ask them if they can categorize the types
of information. Ideas about quantitative and qualitative data could them be, introduced. Activity #1 and
#2 are in the wrong order - it would be more logical to ask the trainees about different types of data first
and then categorize it into quantitative and qualitative data.

The.goal of this lesson is pointless; being able to distinguish between/be familiar with quantitative and
qualitative data should not be an end in itself. It should give the trainees an awareness that there is a
need to collect both types of information and this course should give them the ability to collect this
information in the field. Again we should be trying to conteract the technician's obsession with
quantitative data and help show him that without qualitative data on, for example the social impact, his
Information Is only partial.

There is also no reference in the lesson to project objectives and yet these are obviously a major factor
In Influencing the type of data collected. 'A useful actVity at some stage of the course would be a case
study in which there is a project proposal or report and the trainees have to make a plan specifying
what kind of information they would have to collect and how they would collect it to monitor the project.

I think that the case study should be totally revised, firstly it is the same one that is used in the previous
lesson Secondly, it does not teach what it purports to. Team A collected a large amount of quantitative
Information and Team B relied on the shura's estimates. The lessson is that you should get first-hand
quantitative data: it seems to be saying that qualitative data merely consists of inaccurate verbal
assessments. It seems to have lost sight of the fact that that projects are about PEOPLE and an
evaluation is deficient if it ignores the social aspects eg. how the project has affected people's behaviour
and attitudes, the impact on power relationships and inequalities, the level of community support for the
programme etc.

QucstionirKi Techniques

I do not think that it is very logical for this lesson to be here. The course might be sequenced along the
following lines;. (I have not specified how many lessons there should be for each topic)

1. Introduction to Data Collection

Incl;
• definition of data collection
- the project cycle
- participatory data collection

2. Base line data/monitoring/evaluation

• relate these terms to the project cycle



3. Planning

4. Quantitative & Qualitative Data Collection

5. Data Collection Methods

Communication - interviews
- questionnaires
- observation
• measurement
• mapping/diagrams/charts

(Some of the ideas from rupid rural appraisal and participatory rural appraisal methodolgy
could be used here)

6. Reports

(including charts, graphs, forms etc.)

The material on questioning techniques tends to overlap with interviews and quetionnaires. Also the
section on communication should precede these lessons. Activity #2 is rather a meaningless question,
"what kind of questions should be asked for data collection?" -- it is contingent on the objectives of the
project and also at what stage in the project cycle it is being collected. A lot of these discussion
questions need to be improved, to be made more specific and personalized. The whole lesson consists
of a series of discussion questions without the trainees doing anything practical. By the end of tiie
lesson they could have at least produced a checklist of questions which could'then be used to interview
people in their project.

The trainees might also have role played an interview as follows;

Project Staff Member
He has heard rumours that there is a conflict over one of the karezes which his project is helping
clean. He wants to find out about the nature of this conflict and whether the project is
contributing to the tension.

Beneficiary
He is suspicious of the project and outsiders in general. He does not want to tell the project
member about the conflict as he is afraid that project will cut its assistance if it finds out.

Before the interview the trainees should prepare a checklist of interview questions. They would then role
play it in pairs.

In addition, this lesson does not relate to the previous one on quantitative and qualitative data. For
example, what kinds of quantitative and qualitative questions should be asked? Interviews might often
start, after the initial exchange of pleasantries, with some simple quantitative questions and then
progress on to more complex qualitative questions. This relates to the 3 different types of questions
described in the handouts, (the handout seems to be rather vague and badly worded -• the trainees
commented that the wording (or the 3 types of questions was rather obtuse) As mentioned previously,
the linkages between the different topics need to be made more explicit •• every attempt should be
made to reinforce, review and make connections.



Finally, more important than asking about what questions, is the Issue of how to pose questions in
different ways to different people; how to ask questions indirectly, how to cross-check information by
asking different people in different ways, how to interprete questions and being aware of bias. An
Important concept to get across is the idea of "optimal ignorance" •- one can never hope to get
information on everything and you have to be selective. It involves making choices about which
Information Is relevant and gives a pay off in terms of the investment in time and effort -• no informaiion
Is.free.

I think that questioning techniques and interviews should be one of the key topics in the data collection
course and probably justifies several lessons. Nothing is included in the present materials on asking
questions from different people, for example do you ask the same question of a mullah, a farmer or a
malik? There is also no reference to the political and social problems faced by data collectors in the
field and yet in their evaluations, they constituted the most frequently referred to problems confronted by
the trainees.

Baseline Data

The project cycle was introduced at the end of the lesson but it would make sense to have referred to it
at the beginning to show where baseline data fits into the process. Again there is no practical exercise.
The 3 discussion questions could have been combined in a general discussion leaving space for some
form of practical exercise to follow. A case study, for example, in which the trainees have to prepare a
plan and the instruments for collecting data. As per suggested timetable, baseline data, monitoring and
evaluation should1 be taught as one block to show how data collection fits into the project cycle. I do
not think that it makes sense to leave monitoring and evaluation until the end -• the participants should
have an understanding of these concepts before going on to the specifics of collecting data. Again it is
important to draw attention to the linkages -- to show-why baseline data is necessary you have to refer
to Ideas about monitoring and evaluation as well.

Day Four

Fomiulation of Data Collection for Cross-Bordcr Projects

Interview/Obsefvation/Queslkxinaires/Communicalkxi

Although there was only one lesson plan, this was taught as three lessons. It was a hotch potch of
different topics in no particular order, I think that the methods of data collection should be dealt will)
after addressing the more global issues and concepts. Also communication should precede precede
any lessons dealing with interviews or questionnaires.

In the first lesson on questionnaire there was on warm-up. To introduce the topic you could distribute
cards amongst the trainees; some have different types of data to be collected written on them and
others a data collection method. The trainees then have to match the meihod witli the data, eg. check
that hand pump is working •• observation. Pictures would also be'useful here to show different data
collection methods.

The lesson plan is very poor; it lists 3 brainstorming activities one after another. Two of these were
changed to group discussion and group work activities. Sample questionnaires were handed out and
the students then read through them. This could have been made more practical and interactive. For
example, the trainees could at least have distinguished between the qualitative and quantitative
questions However it would have been much more meaningful for them to write out a questionnaire
their-seivesi



More emphasis should be placed on interviews and questioning technique as these are skills more
commonly used in the field. If they ever use questionnaires -- which is very rarely •• they are sent
prepared by the main office. Most of the information they get in the field is either through informal key
Informant Interviews or physical measurement of structures.

Interviews/Observation

There was quite a lot of duplication here with questioning techniques. Again the lesson consisted of a
series of discussion questions with no practical activities. In the whole course, only one afternoon was
spent In the field actually collecting data. A general comment in the trainees' evaluations was that more
time should be allocated for practical activities in the course. At the very least, in this lesson there could
have been a role play which half the class could have acted out and other half observed and In this way
they would have been able to practise interviewing and obervational skills. Beforehand they could
prepare checklists for interviewing and checklists for observation. There are also opportunities in this
area to go and practise these skills in the field -- although obviously we have to be rather cautious about
allowing trainees to go out and interview project beneficiaries. The ideal exercise would be for them to
collect data about the CoAR project during the course of the week and then write a report at the end.
The problem would be to strictly control it so that CoAR do not feel threatened by the exercise. The
road projects which CoAR are currently doing would be a good opportunity for practising interviewing
and observation techniques.

Communication

All the objectives involved explanation, listing and identifying. None of them related to actually
demonstrating communication skills through either a role play or a practical exercise in the field.

Pictures could have been more profitably used in this lesson. Although some were employed, the office
scenes with tables, chairs and telephones were wholly inappropriate. This lesson came at the end of a
day almost totally consisting of discussion activities and the students seemed to be rather tired and
bored It would.be easy to introduce more practical activities into a lesson such.as this, including warrn-
ups, games and role-plays.

Dav Five

Monitoring

As mentioned previously I would combine this as part of a block of lessons with baseline data and
evaluation and relate it to the project cycle. The lesson itself worked, reasonably well and in the trainee
evaluations this was pinpointed as one of the most useful lessons. The steps of monitoring could be
shown diagramatically or as a series of pictures. I think that the case study should be changed as it
was originally designed for RAP monitors and focuses on the concept of independent monitoring. We
should devise a case study which looks at monitoring from the perspective of a field worker. Also it
might be possible for the trainees to devise and implement a moniioring plan •• for the future perhaps
we could make arrangements with the different NGO projects in the area.

Monitoring for data collection in irrigation projects

This culminated In a practical session in the field which was very popular with the trainees. A session on
training methodology might also be useful to enable the trainees to pass on these skills to others. This
would probably be a good idea for all courses. Activity #2 is a brainstorming question -• "whal is the
water rights system?'. A group discussion might be more appropriate for this kind of a questipn. One



picture was used but more illustrations and photographs would be useful for this lesson.

A second session on estimating sediment in karezes and canals was conducted in the afternoon, which
was also very successful.

General Comments

Although the .trainees comments were very positive, I do not think that the course really lived up to, its
potential. It was an excellent group of trainees, they had the educational background, job experience
and personalities to make this the most successful of the courses so far. However it did not really come
alive as I had hoped it would. The lack of practical activities was a major contributory factor. In the
future I suggest a two week course focusing on practical data collection techniques while emphasizing a
participatory approach.

Two innovations which worked well were a review group and a class feedback session at the end of the
course.



RECORD KEEPING/REPORT WRITING

MOQOR August 15 - 20

Trainers: Hatned, Yusuf, Abdullah, Janet Gul

Day One

Inventory Record

Goals and "objectives were not very specific, for example, instead of "explaining what a record is", it could
be changed to "explaining x characteristics of a record". Activity # 2 was changed from a snowballing
exercise to pair work. I do not think that it was suitable as a snowballing activity.

A diagram showing how information is dealt with in an office would be useful - an information processing
diagram showing what happens to different types of information, how it passes through the system and
emerges in the form of different types of reports. Like the diagram suggested for the accounts course, it
would be referred to during the length of the training. A practical exercise might be for the trainees to
explain to explain how a purchase receipt or a letter pass through the system.

Record Keeping

I did not have the English lesson plans for these lessons so it is difficult to comment. The trainers thought
that a case study should be devised for the first lesson. For the second lesson a role play was made and
should be added as a warm up in the lesson plan for the future. Activity # 2 was changed from group work
to brainstorming The trainers also mentioned that it would be helpful to have a sample form with each
handout.

The lesson plan is totally discussion oriented there are no practical activities, where .'or example the
trainees actually have to file papers. All the objectives involve explaining or identifying and I think at least
one practical activity should be added.

A simple warm up exercise could be where the trainees organize a list of things into groups --. they should
all be project related eg wages slip, fruit trees records, transport allowances etc. After putting them into
groups ask the trainees what they have done and then relate this to filing ie. sorting things into groups. In
any event the trainers devised a role play as a warm up which worked quite well and demonstrated the
short-comings of poor filing.

The question on the steps of filing could have bwi illustrated diagrammaiically. Also the trainees might
have done a sequencing exercise in which they put the different steps in the correct order, A practical
activity would improve this lesson for example the trainees are given a selection of documents and papers
including reports, letters, receipts etc. They have to file them according to a system of their choice.

Alphabetical and Subject Filing

Again no warm up the trainees could have been given cards which they have to order by subject and then
alphabetically The question "how do you use an alphabetical system o! filing?" presupposes that the



trainees actually have an idea about the concept of alphabetical filing. A chart or diagram would be useful
as a way of introducing the subject I also think that it would be more meaningful for the practical activity
to precede the discussion as I think that it would help content the discussion. The students had problems
with Die practical exercise on alphabetical filing - in the future this should be either simplified or preceded
with more explanation using visual aids. A number of the trainees used numerical filing in their offices and
this might be added to the lesson in the future.

Notebooks, simplified system

Report Writing # l/#2/#3

I think that lesson #2 should precede #1. Session #2 involves basic questions such as what is report
writing and the dilferences between written and verbal reports which should have been addressed in the first
lesson Lesson H\ focuses more on the structure and content of reports and constitutes a natural
progression onto the third lesson on reports which is more practical. Again # 1 does not contain a warm-up.
One suggestion is for the trainees to give a verbal report on each others' jobs. This would precede a
discussion on how to order the material into different headings which would then lead into a talk about the
structure of a report.

Activity #3 about the balloon method, instead of being a lecture could have been done as a brainstorming
activity and have been tied in with the third lesson on writing a report about the training course. The
example of the balloon method (spider diagram) in the hand out could be changed to one which is more
project oriented Also the method has not be exploited to its full potential in the example, (see attached
sheet)

The brainstorming activity could be preceded with the question "you are going to write a report about the
training course What would you include in this report?" The brainstorm would involve drawing a balloon
diagram on the board laying out the basic structure and content of the report. In the following lesson the
trainees would write a report as per Lesson #3 for report writing.

In Lesson #2 the trainees found all the different types of reports rather confusing. I do not think that it is
necessary that they should know about all these kinds of reports. Basically in the limited time that we have
got, our objective should be that the trainees can present a reasonably clear and well-organized report about
their activities in the field None of them had any experience in proposal wiiting or feasibility study reports.
To start distinguishing between a variety of different reports seems to unnecessarily complicate matters.
Apparently, the trainees found the RAP format report introduced in Lesson #3 straightforward and useful,
so perhaps it would be best to teach this format under each report heading. The trainees by answering the
question in relation to their own project would then generate the basic information with a prescribed
structure for their reports.

A sample of the written report as part of the handouts would also be very useful.

Practical Exercises

The trainees found that practical exercise on report writing were invaluable, particularly the visit to the CoAR
office which was added as an afternoon activity. The trainees prepared a series of questions within the
prescribed formal:

1. Abstract

What did you do?
What were your principal findings?
What were your main conclusions?



2. Introduction

How did you collect the information?
Were there any problems or shortcomings with these methods?
Did you lace any constraints which impeded the data collection process?

2. Findings

Personnel
Who is responsible (or the record keeping and reports?
How are their responsibilities divided?
What are their job descriptions?

Filing/Record Keeping
What kind of filing system do they use?
What happens to the following information?;
- a letter from a shura requesting assistance.
- a purchase receipt.
- the records of a tractor program
- a karez survey form.
Do the staff experience any problems with their filing system?

Reports
What kinds of reports are there?
Who writes them and who are they for?
What kind of format do they use?
What happens to the reports after they have been written?
Are forms, charts, graphs or diagrams used in the reports?

5. Conclusions

What are the overall strengths and weaknesses of the system?
Are there any lessons from this visit which could be used to help improve the record
keeping/reporting system in your office?

6. Recommendations

Are there any ways that this system could be improved upon?

The trainees were then divided into two groups, one group interviewed CoAR personnel about record
keeping and another collected information about the reports. They also looked at the files and the different
forms that were employed Afterwards, the trainees prepared and presented their reports the next day.
Trainees commented that they had learnt more from this exercise than the other five days put together. In
all there were three session on preparing and writing reports, both the report on the training course and the
report on the CoAR office, in addition to the hours spent out of class preparing and organizing the
information This meant sacrificing some of the prepared input, for example the case study. However, I
think that this was excellent use of time In some of the other courses as well, we need to consider culling
down on the quantity of input and including more consolidation and practical activities.

Ralhor than combining record keeping and report writing, in the future it may be more appropriate to teach
them as two separate one week courses One trainee commented for example, that he was not interested
in the record keeping, but the report writing was very useful for him. It does appear that in many offices
Hi? record keeping nnd report writing responsibilities are divided between different personnel. In CoAR, for
example, the Project Manager y/rites the reports while the administrator/accountant is responsible for



record-keeping.

I think that a week long report writing course would be very useful. It would give more time to build up the
skill in a meaningful and realistic context. A lesson which might be worth adding is one on report writing
style and use of language The tendency is for the trainees to write reports as though they were writing a
letter -- to much florid prose Putting together written samples which highlight the differences between the
two writing styles would help in this respect.

Charts »nd graphs

As a warm-up the trainees could be asked to collect information about one another concerning their
background, organization, jobs etc They then chose the best way of presenting this information. Many will
devise a form which will lead to a discussion on how forms, charts, graphs etc. help to summarize and
highlight information This should be related to the previous lesson and discussion on how forms etc can
improve the report.

For some trainees this was quite a difficult lesson and it could be made simpler by preceding the case study
with some build up activities eg -plotting points on a graph. Also it would have been easier for the case
study to have been conducted in groups so the more experienced trainees could help the less experienced.
It might be less repetitious to give each group a different task, for example;

Group One
Schools •- bar chart showing the number of students in each class

Group Two
Projects •- survey form showing data on a karez

Group Three
Clinics -• frequency graph showing a decrease in the incidence of malaria after an education
program.

There v/as no reinforcement of this lesson, for example the trainees could have included some forms/graphs
in their prepared reports.



ADMINISTRATION/MANAGEMENT

Week 2 Said Abad 22-27 August

Supervision #2

The anarchic style of supervision seems to be a contradiction in terms, it is a total lack of supervision. I
think that it is very unlikely that a field manager would actually tell his staff to do what they want. Thai is
not to say that in some projects the field staff have a kind of anarchic freedom, but this is more due to the
incompetence of the manager rather them a conscious choice about supervisory style.

The Case Study does not offer much encouragement for the trainees who might consider a more consullive
form of supervision. Perhaps it could be changed to show how listening to project staff and community
members can actually improve the project when compared with more autocratic methods. Some kind of
self-evaluation activity or questionnaire in which the trainees analyze there own supervision style would also
be useful.

Team Work

I think the sequencing of objectives and activities and activities could be changed. The first lesson should
be about why team work is important and how to facilitate team work, and the second should focus on the
problems related to it and finding possible solutions. By the end of the two sessions the trainees could write
out a list of recommendations for encouraging team work in the organizations. One objective in 'to second
lesson for example, is to explain the need for team building, surely this question should have been
addressed In the first lesson In the second lesson which should focus on problems related to poor team
work, the trainees In groups could note case studies based on their ideas about how these problems could
have been prevented or solved.

Leadership

This lesson was omitted as it duplicated previous lessons on supervision and delegation.

Job Descriptions

In the future I think that supervision/delegation/job descriptions/motivation and teamwork could be taught
in one block of lessons. There are linkages and interconnections between all these lessons, but at the
moment they are taught as isolated units and there is a rather arbitrary sequence of topics. Similarly
monitoring/gathering information/evaluation and reports could be taught as another block.
We should add a third objective for this lesson, the trainees should write out a job description for their own
Jobs. We added this as a final activity and it worked extremely well, although the lesson went over time.
Activity #2 could be omitted to compensate'for this as it is a rather vague and unrelated discussion
question.

Organograms

This lesson was added to compensate for the omission of leadership. It tied in well with job descriptions
and responsibilities First the trainees presented an example of an organogram on a (lip chart and explained
it Then the trainees divided Into groups according to their organizations and each group drew an
organogram for the organization. One representative of each group then explained the organizational
structure to the rest of the class. This was a very successful activily as it encouraged,the trainees to analyze
their own organizations and also to exchange information and ideas about these organizations.

The final stage of the lesson was to prepare for the afternoon's practical activity (see attached sheets).



Monitoring

A diagram of the project cycle was Introduced at the beginning of the lesson and then referred to during
the course of the lesson Also the steps of monitoring were presented in diagrammatic form on a flip chart.
Both visual aids were useful but need to be changed so that they are clearer and more accessible In the
future Also trie role play should be improved - it is very difficult to draw any clear lesson from it. Finally,
the case study should be revised - it was devised for RAP monitors and deals with independent monitoring
rather, ttian monitoring by project staff.

Evaluation in Management #1 & *2

A number of the trainees mentioned that the Pushtu translation for monitoring, supervision and evaluation
were confusing and tended to duplicate one another. Clearer and more appropriate translations should be
found.

The lessons could have been made more practical, for example having the trainees design an evaluation
plan for their own organizations.

The handout contradicts itself by saying you should look primarily at tangible outcomes rather than opinions
and attitudes (I disagree) and then stating that there should be quantitative and qualitative measures.

Gathering Information

In the future this lesson could be made more interesting by including visual aids to illustrate different data
collection methods and also a practical activity in which the trainees actually go into the field and collect
data.

Also this could again be related to the project cycle flip chart showing how different types of data are
required at different stages in the project cycle.

Motivation #1 & #2

As previously mentioned there does not appear to be any logical reason for the topic being located at this
point in the course Generally these two lessons went well and the trainees were interested in the subject
although several commented that the language in the handouts was rather difficult. Many of the factors
affecting motivation such as clear job responsibilities, participation, decision-making etc. clearly relate to
other areas of the course These interconnections need to be made more explicit. The Project Related
Activity mentioned in the report might be one way of bringing together these different topics and relating
them to one another.

Lesson #1, Activity #3 did not work very well and the trainees simply said that the answers were the
opposite to those of Activity #2. It might be better to combine Activities #2 and 3 as one discussion activity
in which the trainees compare and contrast factors which motivate'and.de-motivate staff. Perhaps this could
be followed by them drawing up a list of the motivating and de-mofivatihg factors within their organizations.

These two lessons are focused entirely on project staff - there is nothing about motivating community
members AS previously mentioned I think that in all our courses we should be introducing ideas about
community participation and trying to encourage a change in approacn. This could be an appropriate point
at which to address and analyze factors which motivate or de-motivate community members to participate
In a project.

Report Writing #1 - )C3 (see comments on the Record Keep!r>g Report Writing Course)

As mentioned previously Report Writing #2 might more logically precede # 1. As with the Report Writing



Course, for lesson #2 Activity #3 was changed to a brainstorming activity in which the balloon method was
used to plan a report on the CoAR office.

The trainees then prepared a checklist of questions similar to the ones prepared In Moqor for the Report
Writing course This was followed by a second visit to the CoAR office to find out about their administrative
and reporting system. Report Writing #3 was a practical lesson in which the trainees prepared their final
reports combining the information of the 2 field visits.

The final reports were not particularly well written and in the future there needs to be more lime for
preparation for writing it up and corrections. In Moqor the trainees wrote two reports and there was a
noticeable improvement on the second one. Also, as in Moqor, the trainees tend to write the report like a
letter. Including a section on use of language for a report writing might be helpful.

Some of the trainees also asked for a lesson on charts, graphs, and diagrams, to be added.

Finally, it would be extremely useful for the trainees to be given an example of a written report which they
could refer to In the future.

EVALUATION

The Action Plans and Evaluation forms are not very useful. The only meaningful evaluations came out at
the group/feedback and review sessions. We need to think carefully about changing these in the future.
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Group
Feedback Session
Community Participation (end first week)

1. What are your job responibilitiies?

distribution of seed and fetilizer
dealing with farmers
distribution of medicine
examination of patients In the clinic
managing a wheat bank
monitoring karezes
storekeeper/traclorperson/transport organizer.
grafting fruit trees and pruning
domonstrating correct seed and fertilizer use
distribution of plant protection
distribution of hand pumps and demonstration of their use.

2 How long have you been with vour present organization?

2 - 6 years

3. What will you be doing in 5 years time?

studying • medical or agriculture training.
working in a government agricultural ministry
studying teacher training
running a self financing project/business for example a tractor or thresher programme

(I got the Impression that NGO's were viewed as short term organizations. The trainees did not seem to
have much cofidence in them as an enduring presence in Afghanistan. It was commented that NGO's often
did not act responsibly and needed to be under government control in future.)

[They thought that seed and fertilizer programmes should be the priority •- because of good yields there is
a big demand for these inputs in rural areas. Cleaning karezes was short term policy as people can now
do them by themselves.)

4, WhaLobstaclesJiave you experienced to community participation?

Swedish Committee had intended to build a clinic in village but there have been conflicts between
2 groups and so they built it elsewhere.
In Chak there was conflict between Harakat and Hezbi; both recieved books from Nebnska
Programme and both wanted to establish schools in the same place. In the end the community
decided that the school be partitioned between the two parties.

§» What traditional forms of community organisation have y6u obi-wed In Ihq course of your work?

Zarkat • rich contributes part af their income to (1-in 40) once per year
Hashar • villagers join together on communal projects such as harvesting, repairing roads etc.
1/to of the harvest is given to the poor.
People who belong to one mosque collectivelly help the poor eg. in winter one person from each
household collects wood for the poor.
Every mosque has a representative on the village shura.
Irrigation systems depend on communal organisations and collective behaviour



(L What have you learnt so far?

They knew many of these things before but the course has helped them improve their methods and
skills.
Methods about how to Involve and motivate the community.
They used to think of the project and community as two separate entities. The course has helped
them to perceive the relationships between the two.

L What needs Improving in the course?

Simplify questions In the lesson activities.
Difficulty of wording in objectives and in handouts and flip charts -• these need to be simplified.
More explanation In the handouts.
More visual aids, (including films and videos)
Include examples of this approach from different countries.

B. Location and timings of courses

Centre of each district. S.Abad, generally good location for people in Wardak.
Three timings are suggested March - May in Afghanistan

Sept.-Nov." "
Winter - Peshawar

SL Ideas on Methods

The methods have enabled the students to exchange experinces
They helped the students to look at questions from a variety of perspestives.
The role plays were particularly useful.
They enjoyed the open, friendly relationship with the trainers.

10. Suggestions for future courses

agriculture • teaching methodology
accounts - extension
health - administration
surveying • technical/ vocational courses

11. How do the projects ensure that the poor gain some of the benifils?

Wheat bank distributes wheat to each village at low cost. The villagers also make up a list of the
poor who get wheat free of charge.
Free medicins and doctors visit the homes of the poor.
Tractor programme free or reduced for the poor.
Bee keeping programme- new bees are distributed to the poor of the villages.

[All trainees perceived "the poor" as passive beneficiaries only capable of receiving free handouts.)

Ji WilLvour organization be supportive of your attention to out theseJdeas Into prac.Hcol

The organizations are already following this approach, [the evidence does not bear up to this)
Projects now listen to communities more than they used to.



13. Do you think that there should be training for community members?

There Is a problem of lack of free time; perhaps In the winter months, but there should be tangible
benifits or they would have to be paid.
If these people are nominated by the community, the community should pay but if they are elected
by the project the project should reimburse them.
Project staff could be responsble for training people in the community.

14. Future meetings

- It would be good.for course participants to meet In the future but it would be difficult because of
transport problems.
Anytime Is convenient for follow up.
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Tel: 43626
INTERNATIONAL RESCUE COMMITTEE

Rural Assistance Program
N.G.O. Training Unit

G.P.O. 504
Peshawar, Pakistan

Dear Sir:

One of your staff members Mr..
completed a week course in

has just
This was part

of a two month round of training implemented by the IRC/RAP
Training Unit in Shesh Gow and Moqor. The objective of this
training was to upgrade the skills of field staff working for
NijOa in Afghanistan. Ultimately we hope that this will have a
positive impact, on the performance of NGOs involved in
reconstruction and development.

Tht! course attended by Mr.,
following topics

included the

We think it is important that the trainee's organization and
particularly his supervisor is informed about the nature of the
training. Also, for the training to be effective, the trainee
has to be supported in his efforts to implement what he has
learned. Obviously, not everything in the course will be
relevant and appropriate to the needs of your office. However it
would be extremely useful if you could discuss with the trainee
the things he lias learned in the course and which ideas could be
feasibly used in his current work environment.

Hi' also has a file of handouts and we have
encouraged him to discuss them with other staff members in the
office. We think that the follow-up of training is an important
as the training itself and we hope that in the future some of our
trainers will be able to visit your office l.o evaluate the
pi ogress of the trainee. He would be grateful if you could
monitor the performance of the trainee and observe any changes in
behavior, attitudes or si.ills which may have been a result of the
training.

This is the first time that we have undertaken a round of
training inside Afghanistan and we think that it is important to
g<>! the ideas of people such as yourself who have experience in
the field. We would appreciate any comments or feedback about
tlif course and its impact on the trainees performance. We can be
contacted at the above address. We look forward to hearing from
you.

Yours Sincerely,
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Sayed Abad

1. Total number of students in Sayed Abad = 66.
Total number of different students = 53.

Total number of participants from different provinces.

i- Wardak = 43.
- Sayed Abad = 24.
- Jaghatoo = 8.
- Chak = 11.

Total = 43.

2- Logar = 8.
- Baraki Barak = 7.
- Charkh = 1.

Total = 8.

3- Ghazni = 1 .
4- Kabul = 1.

Total = 53.

3. Number of participants from different organizations.

1- Swedish Committee = 20.
2- Co.A.R. = 10.
3- A.M.I. = 1.
4- A.C.R.D. = 10.
5- Nebraska. = 3.
6- AFRANE. = 4.
7- V.I.T.A. = 2.
8- H.A.F.O. = 2.
9- Solidarity Afghan. = 1.

Total = 53.

4. Number of participants from different fields.

NGOs Workers = 32.
School Teachers = 15..
Clinic workers = 6.

Total = 53.

tlpsa



Moqor.

Total number of students in Moqor = 83.
Total number of different s'tudents = 59.

2. Number of participants from different provices:-

Ghazni. = 4 8 .
Wardak. = 7.
Farah. = 1.
Gore. = 1.
Qandahar. = 1 .
"Ningrahar. = 1.

Total = 59.

3. Number of participants from different organizations.

1- E.G.A (Nebraska). = 15.
2- S.C.A. = 10.
3- A.D.A. * = 1.
4- M.C.I. = 2.
5- C.H.A. = 2.
6- Co.A.R. = 3.
7- M.S.H. = ,9.
8- S.C.F. = 1.
9~ K.A.G. = 1.,
10- AFRANE. = 4.
11- Solidarity Afghan. = 1.
12- AVICEN. = 1.
13- Lajnatul-Ber. = 1.
14- Mujahid Commonders.= 6.
15- Hizb-Islami. = 2.

Total. = 59.

4. Number of participants from different sections:

NGOs-Workers. = 15.
Clinics Workers. = 20.
School teachers. = 18.
Mujahideens. = 6.

Total. = 59.



5. Potential participants for training of trainees courses.-" - i -. . .* ti

1- Del bar from Wardak.
2- Farouq from Wardak.
3- Abdul Wadud from Ghazni (Moqor).
4- Ahmad Suri from Gore.
5- Sayed Abdullah from Qandahar.
6- Sayed Naeem from Ghazni.
7- Fazel Mohammad from Ghazni.
8- Mohammad Jamil from Ghazni.
9- Abdul Bari from Ghazni.
10- Fazel Rasool from Ghazni.
11- Noorudiri from Ghazni.

tlpm
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Muqur Admin Mangement Course
Trainees List

Duration : 18-30 July 1992 list-6

Sr

1

2

3

4

5

'i

J

8

9

10

11

12

13

14

15 .

16

17 1

18 (

19 i

Name

Abdullah Jan

Hussain Gul

Dilber

Mohd Akram

Kamaluddin

Haji Farooq

Farooq

Abdul Wodud
s\o A Rauf

A Wodud
s\o Qudus

Shir Ali

Mihd Sharif

Ahmad Suri

Haqdad

Akhter Hohd

Abdul Majid

Sira Judin

^lohd Sayeed

3hulam Jailani

3hah Mohd

Address

Village

Akhter
hhil
Q Qamar
din

Abdul
Muhaidi

Hakim
Khil

Bakur
Khil

Lora

Abdul
Muhaidii

Sujamad

Autla

Q Qaroar
Din

Warag.

Sar shar

Saido
Khil

Q Hasan

Gada
Khil

Kha'mkhi:

Mirza
Khil

Shah
^ladah

3ada
'hi 1 .

District

Muqur

Muqur

S Abad
n

S Abad

S Abad

S Abad

S Abad
n

Muqur

Muqur

Muqur

Purchama

Theora

Muqur

Muqur

Mukur

Muqur

Muqur

Qarabagh <

^lukur (

Province

Gazni

\\

WArdak

Wardak

WArdak

WArdak

Wardak

Gazni

Gazni

Gazni

Farah

Chore

Gazni

Gazni

Gazni

Gazni

SAzni

Sazni

3azni

Job Address

Orga

EGA

H Isla
mi

swede

Swed C

Swed C

SWed C

\\

MCI

MCI

EGA

CHA

CHA

H Islar

COAR

COAR
MRC

MSH

MSH BH
W

5CF

EGA
.

W area

Muqur

Muqur

Shah Q

ounkha

ShashQ

\\

\\

Janda

J Gilar

Muqur

Quetta

Quetta

i Muqur

J.G

Muqur

Muqur

^luqur

2ara
3agh

Soda
-Knil — •-

Tittle

Head Ma
- -ster

\\
res cli

= \\

worker
of clin

\\

\\

\\

i Res of
clinic

Head M

F" rf'fic

F offic

Res cl:

Manager

Adminis

worker
of hosp

ital

Res of
clinic

Manager

lead
TMaster-L

*

*

*

*

nic

!

*



Muqur Field Account Course
Trianees List

From August 1-13-1992
Potential Trainers *

he

IsrNo
V

2

3

4

5

6

7

8

9

10

11

12

13

14

15

1
16

17

18

19 '

20

21

22

Name

Abdul Aodud
s\o Qudus

Abdul Wodud
s\o A Rauf

Peer Mohd

Baz Mohd

lamail Shah

Abdul Aziz

Mohd Ishaq

Mohd Sharif

Ahmad Souri

S Abdulhai

H Shasullah

Ali Dariab

Sayed Nairn

I G Farooq

rarooq Lajmir

Sirajuddin

Mohd Yasin

A M Wasil

khteir Mohd

hulam Qadir

arakzi

anat Gul

Address

Village

Autla

Sujamad

Khamat kh

Zarin khi

Zarin Khi

Zarin khi

Qala Azat

Warag

Sarshar

Baghi pul

Latif

Angori'

Kariz Sad

Lora

A Mhaidin

Alam Khil

Akhter kh

Gada khil

ilan

amjama

Azat

amardinQ

District

Muqur

Muqur

Muqur

Nawa

Nzwa

Nawa

Muqur

Purchaman

Theora

Argandab

Gilan,Muq

Jagori

Khwaja Omr

S Abad

S Abad

Muqur

Muqur

luqur

uqur

uqur

uqur

uqur

Province

Gazni

Gazni

Gazni

Gazni

Gazni

Gazni

Gazni

Farah

Chore

Qandahar

Gazni

Gazni

i Gazni

Wardak

Wardak

Gazni

Gazni

Gazni

Gazni

Gazni

Gazni

Sazno.

Job Address

Organiza

MCI

MCI

Swed co

E G A

E G A

E G A

E G A

C H A

C H A

A D A

Jajnatu-
bir

K A G

AFRANE

Swed co

Swed Co

M S H

Swed Co

COAR MRC

E G A

C A

S H

wed Co

W Area

Gailan

Gailan

Muqur

Zarin k

Zarin K

Zarin K

Muqur

Quetta

Quetta

Quetta

Janda

Angori

Qarabagf

Shah Qa

S Qala

Muqur

Zable

Muqur

J G

Muqur

Muqur

uqur

J Titt

Res of
Clinic

Worker
of cli

C Adm

Teache

Teache

Teache

Teache

F Offi

F Offi

Ass Ac

Manager
of Dar-J
etam

F Off

D Man

w o e

w o e

w o e

Reso C

Admini
strator

Manager

Teache

Vaccin

H O C

R

*

r

r

*

*

1

*

r



List Of Participants
Report Writing and Record

Keeping Courses

Date: 15-20 August 1992
Place:Moqur Ip-wr-rk

Sr
*

1

2

3

4

5

6

7

8

9

10

11

12

13

Name

Mohd Gul

Fazal Mohd

M Ismail Shal

A Aziz

Baz Mohad.

Faqir Mohad
Shah.

Fazel Rassol

Mohad Jamil

Mohad Qasim

Pir Mohamad
Faqiri.

Mohad Sharif

Lai Mohamad.

•lohad akram
(Bahaec)

Address

Province

Gazni

Gazni

\\

\\

\\

\\

\\

\\

Wardak.

Ghazni

\\

Ningrahar

Ghazni

District

Gilan

Moqor

Nawa Kal
an

\\

\\

Moqor.

\\

Centre
of

Ghazni.

Said
Abad.

Moqor

\\

Rodat.

Gilan

Village

ShashMar
d

Khomari

Zarin kh
il

\\

Lai Mohd
. Khil.

Kalai-
e-Ezat
Gadakhil

Gohar.

Haft
Asiab.

Hakim
Khil.

Khamat
Khil.

Kala-i-
Godam.

Larki.

Agha Jan

Organiz

Nebrask
a

\\

\\

\\

\\

MSH

\\

AFREN

CoAR

\\

\\

Solida-
rity
Afghani

S.C.A

W Area

Hassan

KhidziM

Z Khil

\\

\\

kalai-
e-Ezat.

, Gohar

Waghiz.

Moqor :
Galan
Nawa .

Moqor

Moqor

Jelarz.

Gilan

Tittle

HMaster

Teacher

\\

\\

\\

Doctor.

\\

Field
officer

Surve-
yer.

Comm-
onder

Teacher
of

•ladrasa

Project
nanager

Head
teacher

Remar
ks

11-16

11*12

11-18

11-19

11-20

10-21

*
11-22

*
11-23

11-24

11-25

11-26

11-27

11-28



List of the participants
(Comm - participants course)

Dated: August 22 - Sep 2. 1992.
Place: Moqor. c:pl-cpm

Names
Addresses.

Province District Village

Job addresses.

Orgniz W.Area Title
Remarks.

Faze! Rasool Ghazni. Moqor. Gohar. MSH. Ghahar Doctor. *22-ll/55.

Fazel Mohad. \\ \\ Khomard Nebra
ska.

Khofai Teacher *12-12/50.

Mohad Ashraf \\ \\ Kala-e-
Godom.

\\ Moqor. Teacher 12-13/55.

4 Mohamad Gul. \\ \\ Shah
Murad

\\ Hassan \\

Norodin. \\ \\ Mula
khil-e
-payan

Avican
Moqor
Shel
Gar.

Doctor. 12-14/45.

Mola Mohamad \\ \\ Char
khil.

\\ \\ member
of

Shura.
12-15/50.

7 Haji Ala Dad \\ \\ \\ \\ \\ \\ 12-16/55.

Mohammad
Hassan. \\ Gilan. Purdil \\ \\

Finan-
cial
officer
of Muja
hideen,
centre
of Gha-
-zni.

12-17/55.

Abdul Qayum. \\ \\ kala-e-
Mohamad
Ali khan

ebr-
aska. Hassan

Head
teacher 12-18/45.

10 Faqir Mohad
Shah.

\\ Moqor.

11 Najeebullah. \\ \\

Ezat
kala.

Chamber
Hassan

MSH.

\\

Gada
khil.

Doctor. 12-19/55.

\\ \\ 12-20/40.

12 Asadullah. \\ Gilan. Purdil. S.C.A Bala-
Hir.

Teacher 12-21/55.

13 Sayed Ali
Shah.

\\ Khuaja-
Omari.

Khuaja-
Omari.

AFREN. Khuaja
Omari

Field
officer

12-22/45.



Date:- 5-10-1992,
Place:- Moqor.

List of participants
(Data Collection) Course.

c:pl-pcc

•

£

3

i

'
6

7

8

9

io

11

12,

13

Name.

Monad Qasim

Khial Mohad

Mohd Ghafar

Tellah
Mohamad.

Niaz
Mohamad.

Fazil
Rahman.

Sayed Ali
Shah.

Mohad Raza.-

1ohad Jamil

Mohamad
Sharif.

Fazel
Mohamad.

hah Mohad

aid Habib.

Address.

Province

Wardak.

\\

Ghazni.

\\

\\

\\

\\

\\

\\

\\

\\

\\

\\

District

S.Abad.

\\

Moqor.

Ghazni
centre

Moqor.

\\

Khuja
Omari.

Jagatoo.

Ghazni
Centre

Moqor.

\\

\\

.\\

Village

Hakim
Khil.

Hassan
khan.

Kala-e-
Ezat.

Zargar.

Mehrana.

Latif.

Ali Abad

Lapana.

Iaft
Asiab.

Kala-e-
Ezat.

Khomari .

Akhter
" khil.

ala-e-
Godam.

Job Address.

Organiz

CoAR.

MSH
Hospitl
Moqor.

M.S.H

M . S . H

\\

Nebra-
ska.

AFRENE

\\

\\

Nebra-
ska.

\\

\\

\\

W.Area

Moqor
Nawa
Gilan.

Moqor.

\\

\\

\\

Gilan.

Khuja
Omari

Kakarak

Waghaz.

Shaheed
Danish

School.

Taj Moh
ad shah
school.

M.Allah
chool.

\\

Title.

Servi-
ver.

labou-
rer

forest

Vacci-
nator

Doctor

Mujahic
commo-
nder.

Teach-
-er.

Field
officer

\\

\\

Teach-
-er.

\\

\\

\\

13-13/33.

13-14/33.

13-15/33.

13-16/33.

13-17/33.

13-18/33.

13-19/33.

13-20/33.

*
13-21/33.

13r22/33.

13-23/33.

13-24/33.

13-25/33.

P.T.O



pl-pccl

14

15

16

Lai Mohama

Noor-u-din

Abdul
Bari.

Ning-
rahar.

Ghazni

\\

Rodat.

Moior.

\\

Mazina

Mula
khil
Payan.

\\

Solida-
rity
Afghan-
istan.

Avicen

\\

Jalrez
Maidan

Moqor
Shelg-
-ar

Abzand

\\

Protect
Manager.

Doctor
Vaccin-
ator.

Trainer
in Kabul
univers-

ity.

13-26/33.

* 13-27/33.

Practical
Technical
Trainer.



List Of The Participants
Record 'Keeping and Report Writing Course

pate : 18 - 23 - July 1992

Place:Sayed Abad
-'• -list-5

Sr

1

2

3

4

5

6

7

8

9

10

11

12

13

14

15

Name

Ghulam Darwish

Ameer Mohd

Ghulam Habib

Shah Hassan

Mohd As if

Abdul Hakim

Bahador Khan

Wazir Gul

Khair Mohd

Bahadorkhan

Azizullah

Gul Hassan

Jooma Gul

Zalmai

Amanullah

Address

Province

Wardak

\\

\\

\A

\\

\\,

\\

\\

\\

\\

\\

\\

\\

\\

\\

District

Chack

\\

\\

\\

S Abad

\\

\\

\\

Jagliatoo

Chack

Jaghatoo

S Abad

\\

\\

Jaghatoo

Village

Surptish

\\

\V

Karez

Pianda
Khil

\\

Arab Kh
il

Haider
Khil

Ma -Ma

Changah

Astam
Khil

Hakim
Khil
onkhi

rtaroo

•\bdul
Mohaidir

Sadau
Khil,

Job Address

Orga

SCA

\\

\\

\\

\\

\\

\\ :

\\

ACRD

\\

\\

COAR

\\

\\

HAFO

W area

Chack
Nick
Paiqul;

\\

\\

\\

S Abad
Sia Ch

ob

\\

S Abad

Shneez

Jaghat
oo

\\

\\

Shash
Qala

\\

\\

Jagha
too. .

Tittle

H Teacl

f

Teachei

\\

\\

\\

\\

\\

Doctor

Nursurj

clerk
and st
ore
keeper

\\

Financ
e offi
cer

Admini
strato

r

Remarks

icr

officer

Head otTrans
port department

Adminis
trator



List of the participants
(Community Participation ) course

Date : 25 - July- 6 August 92

Place: Sayed Abad
Iist4

Sr

I

2

3

A

5

6

7'

8

9

10

11

Name

Abdul Khlil

Abdul Satar

Abdul Wahab

Abdu Wasi

Inzar Gul

Ghulam Sakhi

Mohd Zaher

Zalmi

Abdul Rasool

Assadullah

Amanullah

Address

Province

Wardak

\\

\\

Kabul

Wardak

\\

\\

\\

\\

\\

Logar

f

District

Jagato

Chack

\\

Pagman

S Abad

\\

\\

\\

\\

\\

Baraki B

Village

Areab
Kalan

Ali jan
Khil

SAdoo
Khil

Qala Ha
tarn

Zamooch

Guli
Khil

\\

Abdu
Muhaidii

\\

\\

Jalozi

Orga

ACRD

\\

\\

HAFO

SCA

\\

\\

COAR

\\

\\

AFRANE

W area

Jagatoo

\\

\\

Jagatoo

Tangi

\\

\\

S Abad'

\\

\\

BarakiB

Tittle

purcha
ser

Extensa

extens;

Sector

Teachei

' \\ ,:

Head ol
trans, *
port
Depart

\\

Respon
sible
of pau
Itry
form

Remarks-

*

.on, *

.oh.

,*

finance ana Kare
officer



List of the participants
Data Collection Course

Date ,: 8- - 13 August 92
Place : Sayed Abad

Iist2

Sn

1

2

3

4

5

3

7

8

9

io

11

Name

Azizullah

Abdul Ahad

Mohd Shareen

Habibullah

Fazal Bary

Mohd Hasir

Gul Rahman

Namatullah

A khalil

Gul Hasan

Gul Mohd

Address

Province

Wardak

wardak

\\

\\

Logar

Wardak

\\

\\

\\

\\

\\

Distric

Sayedab

A Abad

\\

Jagato

Baraki

Kagato

Chack

, \\

Jagato

S Abad

\\

t; villa

Shatar

Patank

H khil

M Ggli

Mohmanc

Dorani

Qadis )•

Mater )<

Areabk

H khil

Tangi

Job AdjSress

Organiza

SCA

SCA

\\

So Afgh

AFREN

VITA

ACRD

\\

\\

COAR

\\

w area

S Abad

Shnaiz

Onkhi

Maidan

Baraki He

Wardak

Jagato

\\

\\

Shash Q

Tangi

Tittle

Ext Surv

\\

ex surve;

F Engin

> Ho Adm

Monitor

Officer

nurs off

Purchase]

finan of)

Nur off

11-1

11-2

11-3

11-4

11-5

11-6

11-7

11-8 ,

11-9

1 1101<!

11-11



Admin-Management's Participant's
List

adm-m-pl

Sir
• *

I

2

3

4

• 5

6

7

: 8

9

10

11

12

13

14

Name

A Khalil

G Nabi

Abdullah

Aziz Ahmad

Redigul

A Samad N

Amanullah

Bahadur kh<

Hesamudin

HematullaH

Azizullah

G Darwish

A Baqi

S Massed

Fs\N

A Majid

A Ahad

A Wodud

Wali Mohd

Aid Gul

Kalimullah

Zabto Khan

n Mangal

G Mohaidin

Khalilullah

M Hashim

M Ismail

G Sakhi

S Ashraf

Address

Province

Wardak

Wardak

Wardak

Logar

Wardak

Wardak

Wardak

Wardak

S Abad

Wardak

Wardak

Wardak

Logar ,
.•-'£*;;

Logar '," (''

District

Jag'ato

S Abad

Chackv

Baraki
Barak

S Abad

S Abad

Jagato

Chack

Wardak

Jagato

Jagato

Chack

Baraki j.'!!
&&m.
harkh-Ji• •• i '"f* -

Village

Arbab
Kalan

DN Tang

Baraki
Rajan

Tangi

Changu

Bangi

Baraki
Rajan

Qala
Naw

Job Address

Organiz

ACRD

: Swed C

VITA

AFRANE

Swed C

Swed C

HAFO

ACRD

Swed C

ACRD

ACRD

Swed C

AFRANE

CoAR

Area

Jagato

Noor
Tangi
Clinic

Maidan
VITA

Baraki
Barak

Jawai
Zari
Clinic

Mangal
Clinic

Jagato

Jagato

Tangi

Jagato

Jagato

Omar
rarooq
Madrasa

Baraki
Barak

Shash
Qala

Job
tittle

health
worker

Field
office:

inchar
ge of
worksh
op

inchar
ge of
clinic

health
worker

Admini

field
worker

i mast
er

Admini

surchs
ing
officer

Head
iaster

Field
worker

Poultr
y and
Dee
Keepinc
:o-0rd||



FA-PL

I S.
No.

1.

*2.

3.

4.

5.

6.

7.

8.

'
10.

11.
1

I
12.

, I

Name and
Father's
Name .

Raz Monad
Hasten,
s/o

Abdul Manan

Raz Mohad
Feraq.
s/o

Amir Mohad.

Ghulam
Rabbani.
s/o

Mohad Nabi.

Dilbar.
s/o

La j ward.

Shamaludin.
s/o

Kamaludin.

Sadiqullah
s/o

Mohammad-
u-llah.

Said Mohad.
s/o

Gh.Das£agir

Gh.Rasool.
s/o

Hesamudin.

Anzer Gul
s/o

Abdul Salam

Fazel-
Rahman.
s/o

Gh. Mohad.

Lawang
s/o

lohad Ayaz.

Umaytullah
s/o

<halilullah

Address.

Provinc

Ghazni.

Logar.

Wardak.

Wardak.

. Wardak.

Logar

Wardak.

Wardak.

Wardak.

Logar.

Wardak.

Wardak.

Distric

Ander.

Baraki-
Barak.

Said-
Abad.

Said-
Abad.

Said-
Abad.

Baraki-
Barak.

Said-
Abad.

Said-
Abad.

Said-
Abad.

Baraki-
Barak.

Said-
Abad.

aghatoo

Village

Zurmati

Baraki-
Rajan.

Do Aab.

Abdul
Mati-

udin.

Babukar
Khil.

Lalak
Khil.

Dandoki

Zemoch.

Zermoch

araki-
Rajan.

eli
Khil

Bangi.

Organi-

AMI.

CoAR.

Swidish
Commi-
ttee.

Swidish
Commi-
ttee;

Swidish
Commi-
ttee.

Nebrask

Swidish
Commi-
ttee.

Swidish
Commi-
ttee.

widish
Commi-
ttee.

ebrask

ebrask

ACRD.

Job area.

Baraki-
Barak

Logar.

Baraki-
Barak.

Aili Khil.

Mangali
Clinic.

Mangali
Clinic.

Lalak Khil
Schoool.

Dandoki
Madrassa.

Dara noor
Tangi
Clinic.

Dara noor
Tangi
Clinic.

Braki-Barak
Al-Jihad
Madrassa.

Meli Khil
Madrassa-i-
Mi Haider.

Jaghatoo.

Job title.

Translator
and

Accountant.

Ass to
Accountant

Teacher.

Incharge
of

Clinic.

Health
Worker .

Teacher.

Teacher.

Health
Worker.

Health
worker.

Teacher.

ead master.

dminis-
trative.

P . T . 0.



13.

14.

15.

16.

17.

Gul Hassan.
s/o

Sardar Mohad

Said Sultan
Masood
s/o

Said Ashraf .

Zalmai
s/o

Anwar Gul.

Wardak.

Logar

Wardak.

Said-
Abad.

Baraki-
Barak.

Said Abad

Hakim
Khil.

Qala-
Now.

Abdu.
Muhidin.

CoAR.

CoAR.

CoAR.

Shash
Qala.

Shash
Qala.

Shash
Qala.

Finan-
cial

officer.

Poultry
and bee
keeping
Co-ord-
inator.

File name FA-PL2
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