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Annual Report Year I
Girls in the Vanguard:

A Sustainable Systems Approach to Job Training and Placement
For Girls and Young Women

Cooperative Agreement No. HFP-A-00-OI-00015-00

I. Overview and Changes

Background

Since September 1986, Salesian Missions!Arlington and Salesian Societies in developing
countries have received support from the U.S. Agency for International DeveiopmentlPrivate
Voluntary Cooperation (USAIDIPVC) to strengthen their activities, bringing quality education
to poor, disadvantaged and abandoned youth throughout the world. The Salesian Society of
Saint Frances de Sales was founded in Turin on December 18, 1859. Its original purpose was
to train the unskilled boys migrating to Turin to fmd jobs. On August 5, 1872, Don Bosco
together with Sister Mary Mazzarello founded the Salesian Sisters to train girls. Salesians
have 3, I00 oftheir own schools and manage thousands of others for host governments. Today,
with the help ofUSAIDIPVC, the Salesian Society is defining an approach to offer skills
training for jobs to girls and young women at their once "males only" technical and vocational
schools.

Through the "Girls in the Vanguard" (mV) project, the Salesian Missions/Arlington facilitates
the inclusion ofgirls and young women in Salesian technical and vocational training facilities
in five countries: Bolivia, Honduras, South Africa, Sri Lanka and Zambia. The GIV builds
community support to train girls and young women in these five sites and to place them in
private sector jobs with advancement potential. Under the GIV model, Salesian training
programs designed to include females are developed and best practices under these programs
are disseminated to Salesian Societies in developing countries around the world as they begin
to open their doors to girls and young women. Also through the GIV, existing project offices
are strengthened (or new project offices established) to support and facilitate quality Salesian
training programs for all youth.

The goal of the project at Salesian Missions/Arlington is to provide leadership in girls' and
young women's programming to Salesian Societies in developing countries. The goal ofthe
project at the mv country sites, Bolivia, Honduras, South Africa, Sri Lanka and Zambia, is to
have Salesian-trained girls and young women employed in good jobs. The GIV Project spans
from October 1,2001 to September 29, 2006 and helps fulfill the strategic plan of Don Bosco
and Madre Mazzarello to train poor and disadvantaged youth.

Salesians concentrate their work in economically deprived areas where poverty is the norm,
hunger and malnutrition common and illiteracy high. Salesian socioeconomic development
work aims at providing these poor people the means to achieve economic self-sufficiency,
improve their lives and participate in the benefits of their own growth and that of their
communities. The principal tool of Salesian socioeconomic development work is to pro"ide
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education programs for youth residing in these communities. Salesian education programs
include technical and vocational training coupled with personal development support and
guidance. The educational process is designed to enhance young men and women's
understanding of civic and social responsibilities and oftheir contribution through honest work
to the well-being of their family and their community.

Both boys and girls in the economically deprived areas served by the Salesians often have little
or an incomplete formal education. Under-educated girls are often trained for menial tasks and
dead-end jobs as cooks, cleaning ladies or domestics. On the other hand, under-educated boys
are trained in skills such as welding, auto mechanics, electric wiring, carpentry and cabinet
making where they can earn salaries higher than the minimum wage. The Salesians want to
provide the same opportunities to girls and young women as they give to boys and young men.
This involves integrating the boys' schools and offering the same opportunities to the girls at
these schools.

The objective is well founded, but to attain it is more complicated. Not all girls and young
women want to be trained in skills heretofore thought to be jobs for boys. Many do not even
consider technical or vocational training as an option once they have completed primary school.
More often than not, families are not always open to female members' training or employment in
jobs that are non-traditional for women. As well, the workplace may not be very receptive­
some employers assume that investing in a female is a waste as she will eventually start a family
and leave the job. Nevertheless, the first objective of the Salesian Societies is to open courses
that have been traditionally for boys to girls and to design new skills training programs that can
be offered to both sexes.

Specific objectives for capacity building of the Salesian Missions/Arlington staff are:

I. Technical capacity for supporting programs for girls and young women strengthened;
2. Existing partnerships strengthened and new ones developed in support ofgirls' and

young women's programs; and
3. Fundraising capability improved.

The objectives at the five country sites are:

l. A sustainable project office established;
2. Salesian-trained young women's job skills developed; and
3. Businesses willing to employ young women.

Changes Since the DIP

Some changes in the planning matrices of the DIP were made during the months following its
submission; however, the overall project design and related objectives and budget of the GIV
did not change. Improvements were made in some of the indicators and targets given in the
planning matrices originally submitted. The indicators and targets given for the Salesian
Missions/Arlington Office matrix were modified to improve clarity and to provide mid-term as
well as End of Project (EOP) targets.
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Changes to the country-level planning matrices also involved improvements in the indicators
and associated targets. The first and second performance indicators for Objective 2 in the
original version were: I) Number ofyoung women certified; and 2) Performance on motivation
survey.

Two changes to the indicators for Objective 2 were made:

• the original second indicator, performance on motivation survey was eliminated

• a new indicator was added to include number ofyoung women enrolled as a measurable
performance indicator in addition to number ofyoung women certified.

The original second indicator, (i.e., performance on motivation survey) was initially included as
a response to some ofthe country representatives' concerns that a prerequisite for successful
training would be to have some assurance that the young women participants were sufficiently
motivated to complete a training program and to actively look for a job. Since the DIP
workshop, it has become apparent that many of the young women who apply for the GIV
training programs are indeed, highly motivated. It was decided by Salesian Missions!Arlington
staff and with consultation from the field that to attempt to quantitatively measure and monitor
change in the motivation or self-esteem oftrainees is not warranted and would not be a useful
performance indicator for Objective 2. Rather than attempting to quantify motivation per se, it
was decided that staff in each country should develop a process for maintaining keen awareness
about challenges to success that are faced by individual trainees during the program. By doing
so, GIV staff can provide assistance to the trainees so that issues arising are assessed and
monitored and/or resolved. It was also decided that project staff should have a process for
logging unexpected opportunities that serve to facilitate girls' success during the course of the
program (e.g., a trainee may meet someone who expresses an interest in hiring her after
completion of her course). When this information is recorded on an on-going basis, project staff
are kept abreast of individual circumstances where added support and guidance are needed; for
example when participants appear to lack self-esteem or who are otherwise at risk for
successfully completing the training. The student tracking system or Student Information
Management System (SIMS) developed to monitor student progress in completing training and
obtaining jobs was adjusted accordingly to provide for a log of any special circumstances that
challenge or facilitate a student's success from the time ofenrollment and quarterly throughout
the life of the project.

As the field sites began to develop their plans for recruiting and training young women at the
targeted Salesian Training Sites, it became clear that the training courses themselves were of
variable lengths oftime. For example, some country teams are focusing on developing Certified
Diploma Courses in, for example, Business Administration and Information Technology, while
others are introducing small training modules. The Diploma Courses may require 2 to 3 years of
continuous training while some of the smaller skills courses may only take a few months. In
light of the variable types of training and instructional periods, it was determined that numbers of
young women enrolled was as critical a performance indicator as number ofyoung women
certified. This is especially true for programs that have longer training periods, such as the 2-3
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year courses. Therefore, a new performance indicator to allow for monitoring enrolments in
courses as well as certified students was added.

Objective 2 and the revised performance indicators now read:

Objective 2. Salesian-trained young women's job skills developed.

Indicator 1. Increase in number of young women enrolled.
Indicator 2. Increase in number of young women certified.

Overview - Salesian Missions!Arlington

Salesian Missions/Arlington dedicated the first year of the GlV to:

• establishing or strengthening project offices and identifying staff for five sites

• conducting site visits to assure the viability of selected sites for the GIV and to identifY
alternatives where indicated

• re-visiting and modifYing the original proposal design through the development of the
Detailed Implementation Plan (DIP)

• developing monitoring and evaluation plans including the development of associated
monitoring instruments

• supporting local project offices in start up of their implementation of the work plan
given under the DIP

Salesian Missions/Arlington assisted the project offices in hiring key personnel by developing
job descriptions and participating in the interview process when possible. They also worked
with the project staff in their assessment of needs for physical space and office equipment. In
preparation for the DIP Workshop, Salesian Missions!Arlington worked with local staff in
researching the country and regional contexts relative to girls' and young women's training
and employment. This included collection of baseline information on Salesian programs
during site visits. (Much of this information is included in the submitted DIP document.) As
the project offices began to take their first steps toward implementing their respective work
plans after the DIP workshop, more specific information was collected regarding the
constraints and opportunities for girls and young women, particularly as they applied to
training and job placement in the specific areas of each country where the GIV is operating.
This additional contextual information is presented in the country-specific sections ofthis
report.

The development of Performance Monitoring and Evaluation (PME) Plans for Salesian
Missions/Arlington and the five country sites were initiated during the DIP workshop. These
were completed in the months following with country project offices receiving support as
needed from Salesian Missions/Arlington. In some instances, new monitoring instruments for
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the GIV were developed or adapted from existing tools and reporting frameworks that could be
applied across offices were developed. A copy of each of the four tools is provided in the
attachment ofthis report, including:

• Labor market survey and instruction guide

• Instrument for measuring institutional capacity development

• Student information management system

• Quarterly performance report framework to be used by Salesian Missions!Arlington and
country offices

Labor Market Survey

Recently, the Honduran NGO, CADERH (Centro Acesor para el Desarollo de Recursos
Humanos de Honduras) received technical assistance from USAID to strengthen its network of
technical and vocational training centers throughout Honduras. One of the components of the
technical assistance was the development of new training courses. Each training center was
required to conduct a labor market study in its surrounding communities to justifY the
economic need for new and enhanced training courses. Salesian Missions!Arlington was able
to contract the consultant who worked on developing CADERH's instrument and tasked her
with developing a generic labor market instrument that could be adapted at each GIV site. A
set of instructions for application of the instrument was also developed and both documents
were produced in Spanish as well.

Institutional Development Framework (IDF)

In the months following the DIP workshop, two instruments were developed for monitoring
institutional capacity development. One was developed for Salesian Missions!Arlington (IDF­
GIV Arlington) and one to be used by the five project offices (IDF-GIV). Both of these
instruments were adapted from the Institutional Capacity Development Framework (IDF) and
corresponding tools described by M. Renzi I.

The process of adapting the IDF for the GIV project was iterative; the instruments and
associated tools and guidelines were developed in consultation with Salesian Missions!
Arlington and five country offices. Although time consuming, the final instrument was
comprehensive, yet user-friendly and fine-tuned to the needs of the GIV project offices. The
field instrument and associated guidelines and tools were also translated into Spanish for use in
Bolivia and Honduras. The instruments were completed by the end of Year I. The baseline
assessments for the field project offices were scheduled for the first half of Year 2; the original
schedule for the baseline assessment of institutional capacity is delayed in that it was originally
planned for the fourth quarter of Year I. The work plan for each site and Salesian Missions!
Arlington will be modified to reflect this delay. Also, each work plan will indicate that the

I Renzi, M. (1996) An integrated TOOLKIT for institutional development. Public Administralion and Institutional
Development., Vo1.l6, 469-483.
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follow-on assessments will be conducted bi-annually in the field and annually at Salesian
Missions/Arlington office. Training needs assessments for field staffwill be conducted v,ithin
each country and follows the institutional capacity baseline assessment. Therefore, training
needs assessments relative to institutional strengthening is also postponed until the first half of
Year 2.

Student Information Management System (SIMS)

Salesian Missions/Arlington worked with the field offices to develop a tracking system to be
used for monitoring both the training and job placement of girls and young women
participating in the GIV Project. The SIMS is made up oftwo related Excel spreadsheets.
(The Excel spreadsheet was chosen as the platform of choice because field staff is familiar
with Excel and have minimal familiarity with any database software packages such as
ACCESS.) The first of the spreadsheets consists of a database of student demographics or
identifying information. The second spreadsheet is designed to enter progress information on
each trainee on a quarterly basis. GIV sites will implement the tracking system in Year 2.

Quarterly Report Framework

In order to assure consistency in reporting across the five country sites, Salesian Missions/
Arlington developed a framework for writing the field-based quarterly progress reports. The
framework was developed according to the work plans of individual countries and provides for
a progress table that tracks performance on each planned activity on a quarterly basis.

Activities by Objectives

Objective 1. Technical capacity for supporting programs for girls andyoung women
strengthened.

The focus ofactivity by Salesian Missions!Arlington in the first year was toward supporting
the field staff in project start-up, including the DIP design and initial steps toward its
implementation. However, the Salesian Missions/Arlington staff worked in a participatory
manner in the development of the Institutional Development Framework. In this process,
critical needs for capacity development were identified and a GAP Chart sketching out steps
needed to reach target institutional capacity development goals were developed. As discussed
above, some improvements in the indicators and targets for this objective have been made to
the Salesian Missions/Arlington planning matrix.

Objective 2. Existing partnerships strengthened and new ones developed in support ofgirls'
andyoung women's programs.

As discussed above, some improvements in the indicators and targets for this objective have
been made to the Salesian Missions!Arlington planning matrix. This includes the addition ofa
new performance indicator that reflects the staffs objective to facilitate support from the
Provincial Council in New Rochelle to provide development and leverage funds.
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Salesian Missions!Arlington also collaborated with one new partner, Education Development
Center (EDC) on submitting a proposal for funding a global distance-learning project. While
this proposal was not specific to funding a girls' and young women's program, the contact has
been made and future collaboration is possible.

No other new activity toward achieving this objective took place in Year I. Actions for this
activity are scheduled for Year 2 in the work plan.

Objective 3. Fundraising capability improved.

No new activity toward building Salesian Missions!Arlington's fundraising capability took
place in Year I. As documented in the work plan, actions for this activity are scheduled for
Year 2. Some improvements in the indicators and targets for this objective were made to the
Salesian Missions!Arlington planning matrix (Revised matrix is located in the attachments.)

Overview - Bolivia

Situational Analysis

Bolivian girls and young women are highly motivated to move out of their culturally defined
roles as domestic servants and begin to enter the non-domestic, formal labor force. However,
in spite of national policy that promotes the advancement of girls and young women through
the Reforma Educativa in 1994, the domestic typecasting of women remains very strong and a
significant attitude shift will be required for women to realize the opportunities provided for
them through the education reforms. As a rule, girls and young women fail to complete formal
education, much less enroll in post-secondary education programs because they are expected to
stay at home to care for immediate or extended family and/or join the informal workforce
typically as domestic servants in order to contribute to the family income.

Within the impoverished regions ofEI Alto and Cochabamba where the ON is working,
women often come from rural farming communities, speak only their indigenous language and
haven't completed their basic education. The cultural norm for these rural families is that girls
are not expected to study - they are expected to marry, have children and stay at home. In the
case ofEI Alto, many young women that want to study are often expelled from the home and
have to rent rooms close to the school they choose to attend. This living outside ofthe
expected cultural norm can also bring on a series of problems for the young women. In many
communities the percentage of single parent (female) households is alarming and the majority
ofyoung women work as domestics with little to no pay. The current Don Bosco programs in
these regions provide regular education programs (i.e., primary and secondary education
programs and after-school tutoring programs) for girls and boys and a substantial number of
graduating females from these programs enroll in business-related coursework including
graphics, accounting, and secretarial programs. Under the ON, these latter programs will be
upgraded to include English instruction and more state-of-the art computer courses to increase
the competitiveness of the completers in the job market. In addition to improving the quality
of these programs, a focus in Bolivia will be to build partnerships with the business community
to increase the probability ofjob placement after training.
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Activities by Objective

Objective 1. Existing project office strengthened

An office in Bolivia, OFPROBOL, was established prior to the GIV Matching Grant award.
This office will be strengthened through the mv. Additional staff with expertise in gender has
been hired under the mv. The staffing pattern originally proposed for Bolivia has changed
slightly. Without increasing the budget, site coordinators have been added. This v.ill
streamline the monitoring process as someone will be on site and able to report back to the
project office.

One of the principle activities under Objective 1 for Bolivia is to build partnerships with local
NGOs to collaborate on funding. The Bolivian office has been very active in this regard. Staff
had the opportunity to attend the presentation of the final report of USAID's Girls' and
Women's Education Activity on research that looked at the effect of integrated literacy and
basic education programs on women's participation in social and economic development in
Bolivia. They were able to network with local NGOs working with women and start to
identify partners for future collaboration. During Year 1, OFPROBOL submitted 15 funding
proposals and five ofthese were accepted for funding in the amount of $132,000. OFPROBOL
has also started to build a database of past donors and potential new donors.

One advantage in Bolivia is that the Salesian Society has a keen interest in improving the
position of Bolivian women in society, and is eager to contribute to their development through
the provision oftechnical and life skills training. Furthermore, Bolivia has been very active in
promoting gender equity in the country for some time and many local NGOs are engaged in
gender programs. There are women in the business sector who can serve as mentors and role
models for young women participants in the mv Project as well and have voiced their support
at the Business Advisory Councils (BACs).

In Year 2, the Bolivian staff will build active partnerships with some of the NGOs currently
working on gender issues in Bolivia and will bring that expertise into the program as a
resource for gender training among the Salesians, training staff and the Cochabamba and El
Alto communities.

A consultant was identified and tasked with developing a gender manual to be used not only at
the mv sites, but with Salesian projects throughout Bolivia. The manual will be field tested at
the GIV sites early in Year 2 and then finalized.

The institutional capacity assessment, staff training needs assessment and strategic planning
session will be completed by the second quarter of Year 2.
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Objective 2. Salesian-trainedyoung women's job skills developed.

During the first year, the Bolivia office initiated the process of upgrading the infrastructure of
the Superior Professional Don Bosco and Pacifico Feletti schools by obtaining the necessary
service procurement quotations. Upgrades will start in Year 2. The next steps with regard to
this objective are to identify local consultants - a gender specialist and computer-training
specialist to begin developing the gender sensitivity training program and upgrade the business
school curriculum, respectively. The terms of references for these consultants were developed
and are on schedule for Year 2.

Objective 3. Businesses willing to employ young women.

Presentation materials to promote BAC membership were developed. A set of BAC guidelines
was also drafted with assistance from Salesian Missions!Arlington. By the end of Year I, the
BAC had been established in Cochabamba in support of the Escuela Pacifo Feletti. Initial
membership includes four professional women: two run their own companies, one is a
manager for a large employer in the area and the other is a lawyer and long-time supporter of
Salesian activities. In Year 2, the BAC will expand to include a few local businessmen. The
Escuela Superior Profesional Don Bosco had not yet formalized its BAC by the end of Year I.
Initial meetings had taken place with businesses that currently employ graduates of the Center;
membership will be finalized early in Year 2.

Overview - Honduras

Situational Analysis

The Maria Auxiliadora Parish is located in Comayaguela, an impoverished peri-urban region of
the capital ofTegucigalpa. Within Comayaguela, only 30% ofthe economically active
population has a steady job, another 30% is under-employed and the remaining 40% work
occasionally. The most prominent jobs are those ofselling tortillas, operating stands at the
market place that sell office supplies or household supplies, blacksmiths, carpenters and
bricklayers. Another small group lives from reselling scraps found at the local garbage dump.
The majority offamilies residing in this community are single parent (female) households.
Jobs held by women are typically in the informal sector as domestics, street vendors and/or day
laborers on farms.

In Honduras, girls complete primary school at an equal or better rate than boys. But, beyond
primary school, access is an issue for all students. In 2000, the Ministry of Education reported
9,423 primary schools (Grade 1-6) and only 883 secondary schools (Grade 7-9). In addition,
students are required to cover the cost of uniforms and materials. The inadequate numbers of
secondary schools available and associated costs makes going beyond primary school a
constraint for most families in Comayaguela. Also, given the limited number of schools,
schools are quickly filled to capacity and many students are turned away. A large number of
school-aged youth do not even apply to secondary school as they are expected to help to
support their households, which in turn forces them to enter the informal working sector at an
early age. By the age of 14, many girls in Comayaguela are "acompanada" (partnered) and
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become single mothers. Many do not view technical training as an option to continue their
studies to earn a decent living.

Staff from the project office conducted discussion sessions with girls from the parish to talk
about training and employment. They were specifically asked to comment on what training
courses would appeal them, especially given that courses at the Centro Tecnico Don Bosco are
traditionally for boys. They were also asked about their expectations in tenns of employment.
The majority wanted an education that allowed them to be accepted easily in the marketplace
because they needed to help their own family, earn respect within the family unit, peer groups,
and the cornmunity. They also wanted to continue their fonnal education ifpossible.

The Salesians working in the Maria Auxiliadora Parish provide after-school tutorial programs
to help youth that are lucky enough to continue their studies in the school system. This after­
school program compensates for the limited quality provided by the local schools. The GIV
will recruit girls from the Maria Auxiliadora Parish and these Salesian academic support
programs will provide a base from which to begin the selection process for the technical
training programs. In Year 1, there were only three girls participating in the technical training
programs at the Center. One was enrolled in welding, one in carpentry and the other in
uphostelery.

Activities by Objective

Objective 1. Sustainable project office established.

Honduras staff was on board by the third quarter of Year I. Despite the late start, they were
able to get the project up and running quickly. An Advisory Council was immediately set up
to guide the GIV and other activities ofthe project office; it includes representation from both
the Centro Tecnico Don Bosco and the Maria Auxiliadora Parish. The Council was quickly
brought up to speed on the GIV and planned activities over the LOP.

During the last month ofYear 1, project staff aggressively promoted the GIV to several groups.
They made presentations to the Salesian religious community (including the nuns and parish
personnel), to the staffat the Centro Tecnico Don Bosco and the parents of the youth currently
enrolled, to local NGOs (CADERH and INFOP), government officials (Ministry of Labor,
National Police, National Institute for Families and Children), to the European Community, to
the National Pedagogical University and to potential beneficiaries. Staff also attended the
Regional Education Exchange in San Pedro Sula, Honduras sponsored by
USAIDIEGATIEDILAC. Staff gained valuable infonnation on lessons learned from education
projects developed in Central, South and North America and the Caribbean. They were able to
network and promote the GIV to donors, NGOs and other organizations working in support of
education in Honduras.

The GIV is also coordinating closely with INFOP (National Institute for Vocational Training),
one of the Honduran NGOs responsible for national accreditation of technical training programs.
mv staff has been trained by INFOP to utilize their methodology for the screening and
admissions process for new students. This methodology will be employed as of 2003 for all new
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students emolling at the Centro Tecnico Don Bosco, not only those participating in the GIV.
This process will improve and complement the existing admission procedure.

The project office has also started to develop partnerships with govermnent institutions. They
will provide technical assistance in their areas of expertise to all the students at Centro. Staff
from the Ministry of Labor will train the students about govermnent requirements for opening a
business, where to look for employment, and inform them on their rights and obligations of
employers. The National Institute to Prevent Drugs and Alcoholism and the National Police of
Honduras will conduct education seminars for all students on prevention of drugs and
involvement with gangs. The project office staff also coordinated with the Ministry of Health to
conduct a vaccination campaign to provide tetanus vaccinations to students.

Two proposals were submitted to secure funds for renovations needed in the Center where new
computer training programs are being developed under the GIV. An individual donation in the
amount of EU5000 was obtained through the German Children Mission for computer
textbooks. Staff also developed a financial regulation system to be used to monitor the funds
under the GIV and is awaiting final approval from the Advisory Council.

The institutional capacity assessment and gender awareness outreach scheduled for Year 1 wiII
be conducted in the first quarter of Year 2.

Objective 2. Salesian-trainedyoung women's job skills developed.

Swiss Educational Foundation donated the services ofa consultant with expertise in vocational
training. A technical evaluation was conducted of the Centro Tecnico Don Bosco's programs,
infrastructure and equipment. This assessment provided valuable information and steps are in
process to fulfill most of the recommendations: improving students' security; increased
coordination between workshops; removal of outdated equipment and purchase ofnew
equipment. This report also provided a basis from which new funding proposals were developed
in support ofcontinued infrastructure improvements.

Steps were also initiated toward upgrading the infrastructure and relevant curriculum ofthe
Center to improve access for girls and young women and to ensure that the new or modified
curricula (for the programs targeted for GIV participants) are aligned with market demands and
the interests of potential female trainees in the region. The first area of technical prograrmning
that is being developed is Information Technology and Computer Literacy. A local consultant
was hired to draw up an educational framework for the program. The application process for
course and certification approval from the Honduras Advisor Center for the Development of
Human Resources (CADERH) computer-training program at the Centro Tecnico Don Bosco
was initiated.

Objective 3. Businesses Willing to employ young women.

While work under this activity was not scheduled until Year 2, staff has been active in seeking
out potential members for the BAC. The GIV sponsored an open house at the Centro to promote
project activities to the business community and lay the groundwork for the BAC. Additionally,
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staff worked with Salesian Missions!Arlington to develop a set of guidelines for the BAC. A
first draft was developed and distributed to potential BAC members for their input.

Overview - Republic ojSouth Africa

Situational Analysis

The unemployment situation is one of the constraints relative to the training and employment
of girls and young women. Another constraint is lack of skills. For those who have appropriate
and adequate skills, this scenario changes and jobs are more readily available. However, even
when training programs are available it is difficult for youth living in impoverished areas such
as those served by the GIV Program to participate in these programs. Some of these
challenges are: funding constraints; travel to post-secondary training venues or universities is
unsafe and costly; young women in particular need to continue to reside near their families as
they care for children and work to support an extended family and therefore programs that
require in-resident training is often not a viable choice. The safety ofgirls and young women
is also a growing risk all across the Republic ofSouth Africa (RSA), but in particular in
poverty stricken and over-populated areas where the GIV is concentrating their work.
Statistics show that the rate of violent crime and murder are among the highest in the world,
outstripping Colombia (60 out of every 100,000 ofthe population are victims.) Finally, the
rates ofHIV/AIDS among the female population and the absence of funds for adequate
healthcare further challenge the goals ofjob training and employment for girls and young
women in the workplace. The young women may suffer from AIDS-related illnesses
themselves or may be required to care for orphaned children in their immediate and extended
families. In the latter situation, young women are not able to complete training programs or
maintain a job.

Activities by Objective

Objective 1. Sustainable project office established.

By the end of Year I, staff had been hired for the project office and they began developing
project monitoring systems, including personnel management, financial management and
fundraising systems. The project office began the process ofregistering with the South Africa
Institute for Fundraising. Considerable exploration ofthe requirements to obtain legal status as
an NGO in South Africa took place. The Project Office was organized in a manner that was
acceptable to the Salesian Society and was in compliance with requirements of the Public
Benefit Organization (PBO). Registration as the latter is required by the South African
Revenue Services in order to have tax-exempt status.

As with the other sites, the baseline assessment of institutional capacity was postponed to Year
2 and will be followed by the training needs assessment.
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Objective 2. Salesian-trainedyoung women's job skills developed

The RSA project office has designed a program that involves preliminary Life Skills training
to assist participating girls and young women overcome some of the many challenges faced in
their pursuit of vocational training and employment. Through focus group discussions with
community members from the Cape Flats, a decision was made that the most marketable and
feasible training program would be training in computer literacy and information technology.
Course work for both the Life Skills and Computer Literacy components of the training were
developed with the assistance of a local consultant. The curriculum parallels that from the
University of South Africa's Applied Computer Literacy and Office Management Course. The
application process to register the new Salesian course with the South Africa Education and
Training Association (SETA) was initiated, though still outstanding. The original space
conceived to accommodate the training was the Salesian Institute in Cape Town; however, the
needed renovations were not scheduled to be completed before the training is due to begin in
October of Year 2. The St. John Bosco Parish in Mitchell's Plain agreed to donate a hall for
the first half of the training while the necessary renovations are made to the Salesian Institute.
Atotal of 29 candidates for the first training program were recruited from the Mitchell Plains
area of the Cape Flats.

Objective 3. Businesses willing to employ young women.

Project Office staff made individual and direct contacts with potential employers in the region,
including administrative staff from the Orandwest Casino, SPAR supermarket, Nl City
shopping complex, Vodacom and Holiday Inn. All employers expressed an interest in the
program and in participating in the BAC. The first BAC meeting is scheduled for the first
quarter of Year 2.

Overview - Sri Lanka

Situational Analysis

In addition to technical training for boys, the four Salesian training sites identified to
participate in the ON in Sri Lanka provide academic reinforcement courses to both boys and
girls enrolled in secondary schools. Overall, girls that complete secondary school rarely
participate in post-secondary school training programs that provide the skills training needed
for employment injobs that have advancement potential. The cost ofpost-secondary school
training as well as traditional values that keep girls and young women either unemployed or in
the lowest paying positions such as domestic workers or textile workers in factories severely
hinder the advancement of girls and young women in Sri Lanka, particularly in the regions
being served under the ON. One other constraining factor is that in these regions, many of the
adult women in families travel outside of Sri Lanka to neighboring countries to obtain higher
paying domestic positions. This leaves the girls and young women in the families with the
responsibility of caring for the home and young children in the absence ofthe female heads of
households. Young women who are left with the responsibility of caring for the home and
raising children are not able to complete training programs or maintain jobs. Young women
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living in such unsupervised conditions, particularly in the impoverished and war torn regions
where the GIV Program is operating, are also at risk for becoming victims of sex trafficking.

Activities by Objective

Objective 1. Existing project office strengthened

Gender sensitization training was initiated in last quarter of Year I with formal training
programs for the directors of the four Training Centers, new GIV trainees and their families,
and selected members of existing BACs and Past Pupil Associations (PPAs).

The staffing pattern originally proposed for Sri Lanka has been modified. Given the distances
involved and time required to manage and monitor four sites, the project office proposed that
the salary line item be adjusted (without increasing the line item) to include a site coordinator
at each training center. Staff developed job descriptions and started to identify potential
candidates for each center. By the end of Year I, site coordinators had been identified for
three of the four training sites, Negombo, Nochchiyagama, and Kandy. By the second quarter
of Year 2, all should be hired. With regard to fundraising, a database ofprospective donors
was developed.

As with the other sites, the baseline assessment of institutional capacity was postponed to Year
2 and will be followed by the training needs assessment for project office staff. Also in Year
2, staff will begin to make contacts to establish partnerships with potential development
partners.

Objective 2. Salesian-trainedyoung women's job skills developed.

As discussed in the DIP document, few girls and young women have in the past participated in
the Salesian technical programs. Rather, their participation has been limited to religious
instruction and tutorial programs in basic and secondary education. The GIV Program recruits
female graduates from the public schools and supports their participation in current Salesian
programs or pilot programs established with training partners outside of the Salesian schools.
By the end of Year I, seven girls were enrolled in Diploma-level computer courses in
Nochchiyagma; another 14 were enrolled in programs with training partners.

In order to get the GIV up and running quickly, a pilot program with training partners was
developed for Year I. Organizations that offered programs that were not available at the four
GIV sites were contacted about accepting girls that had completed secondary school and the
Centers' tutoring programs. A total of 14 girls were placed in programs that will prepare them
for careers in nursing, the clothing industry and professional cookery. In Year 2, efforts will
focus on integrating girls into existing Salesian programs rather than sending them offsite for
training. A few girls will continue with the outside Professional Cookery program and spend
time working with the Cookery programs at the Salesian Centers. The Salesian Cookery
program is still in development and the expertise of girls trained by the National Hotel Institute
will serve to strengthen the course at the Centers that offer the program. In Year 2, new fields
will be identified for training girls at Don Bosco Centers.

Girls in the Vanguard
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An assessment of the infrastructure at the four training sites was also conducted, identifYing
needs for separate washroom facilities for girls in all four training sites and additional
equipment needs for the computer programs in two of the sites, Negombo and Nochchiyagma.
The computer training syllabi in all four Centers was reviewed. An updated curriculum
entitled "Computer Diploma in Information Technology" was developed for use in three of the
four sites. By the end of Year I, Nochchiyagama had implemented the new curriculum. The
other sites will follow in Year 2.

Project staff has been working with the Center to access PPAs already in place. The PPA in
Palliyawatte is very active and has started to raise money to support the GIV participants from
their Center.

Objective 3. Businesses willing to employ young women.

Even though these activities have been scheduled for Year 2, Project Office staff started
working with the four centers to begin to establish BACs.

Overview - Zambia

Situational Analysis

Working girls and young women in Zambia are employed in agriculture as commercial field or
subsistence farm workers or may be employed in the textile industry as tailors. However, both
of these job markets are at risk today. Zambia is one of four countries in southern Africa that
has been experiencing agricultural crises due to untimely rain and drought in the region. The
textile trade is also being compromised by the rise in inexpensive imported clothing and
textiles. Girls and young women in Chingola, where the GIV will be implemented, are
seriously disadvantaged with regard to formal education or skills training. In this region, girls
and young women are not expected to obtain more than basic education. When school fees are
required, boys in the family are considered a better investment for education. Girls and young
women shy away from skills training for jobs that are intended for boys because:

• They are ridiculed by peers for engaging in activities meant for boys.

• Training is perceived as a hindrance to marriage because potential husbands view a
woman's education as competition.

• There is a pressing need to care for young children in the home, particularly in families
where there is HIVIAIDS or other debilitating illness.

Chingola is located in the heart of Zambia's copper industry and there is promise for upgrading
some of the courses to better serve the female population. At present only 34 females are
enrolled in the program and the majority of them are enrolled in the tailoring course which
appears to be a risky trade given the upsurge of imported clothes and textiles. The Chingola
Don Bosco training center has yet to incorporate a computer literacy and/or information
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technology-training program. It was decided that the introduction of this coursework would
not only appeal to females and increase their employment opportunities in the region, but the
introduction of computer coursework would broaden the scope ofexisting training programs at
the center.

Activities by Objective

Objective 1. Sustainable project office established.

The Zambian team had a late start. Interviews were conducted in August with the help of the
Program Director from Salesian Missions/Arlington and staff started working in September.
Once in place, a seminar with the Salesian Provincial Staff was conducted to orient new
project office staff on Salesian ethics and operations and also to provide more information on
the GIV project, its goals and activities, to the entire Salesian religious community. Project
Office staffmade a site visit to the Chingola Training Center in September and set up a
schedule for a gender-training workshop for early in Year 2.

Project Office staff attended a four-day workshop on gender and HlV/AIDS sponsored by The
Forum for Women Educationists of Zambia (FAWEZA). This training will be incorporated
into training to be conducted under the GIV. Additionally, FAWEZA has expressed an interest
in collaborating with the GIV. The project office also submitted an application for
membership with the Non Governmental Organization Coordinating Committee (NGOCC) in
Zambia. NGOCC is a network ofNGOs working on women's issues.

As with the other sites, the baseline assessment of institutional capacity was postponed to Year
2 and will be followed by the training needs assessment for project office staff and the
development of a strategic plan.

Objective 2. Salesian-trainedyoung women's job skills developed.

GIV staff initiated a review ofexisting programs at Chingola and Lufubu to determine how to
make these courses accessible and attractive to girls. For instance, the computer literacy course
will be flexible and take into account the fact that many young women have household
responsibilities such as looking after their siblings.

A consultant was identified to conduct the labor market study in Chingola and the surrounding
areas. An instrument was developed based on the model provided by Salesian Missions!
Arlington. This work should be completed and a report submitted by the first quarter of Year 2.

An additional consultant was identified to assist the staff at the Chingola Don Bosco Training
Center to develop the new program in Information Technology and Training. This activity is
scheduled for the first quarter of Year 2.

Objective 3. Businesses willing to employ young women.

Activities for this objective will commence in Year 2.
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II. Constraints, Unexpected Benefits and Lessons Learned

Salesian Missions/Arlington

The matching grant was awarded and signed at the end ofthe first quarter of Year I and this
delayed implementation. This delay had a domino effect in getting funds to the field,
conducting sites visits, hiring staff, conducting the DIP Planning Workshop and submitting the
DIP. However, all work is now on track and by the end of the second quarter, Salesian
Missions/Arlington, as well as the five sites, should be back on track.

The capacity building specialist on the grant resigned in June and as of the end of Year I, a
new person had not been identified. This is only a half-time position and this makes the
position difficult to fill.

Bolivia

In the original DIP, Bolivia identified three sites for implementation of the GIV: the Escuela
Superior Profesional Don Bosco in EI Alto, the Escuela Pacifico Feletti in Cochabamba, and
the Escuela Tecnica Miguel Magone in Santa Cruz. After conducting a site visit, the Escuela
Tecnica Miguel Magone was eliminated as a GIV site due to the school's limited capacity to
support the project. There are a large number of other projects on-going at the Miguel Magone
and inadequate staff to handle them. The Bolivian team, with the endorsement of the GIV
Project Director, decided to focus on the Don Bosco Technical Center in EI Alto and the
Pacifico Feletti training site in Cochabamba.

One of the challenges in Bolivia is that the business communities often train their own
employees rather than hire staff trained from other institutions, particularly in the mechanical
and electrical trades. Although the Salesians are training women in graphics arts, it appears
that this labor market is saturated. Further consultation with the BAC membership and the
formal conduct of a labor market survey in Year 2 will assist the Bolivian tearn in addressing
this issue.

Honduras

One of the primary challenges in Honduras is that with a limited number of seats available at
the Centro Tecnico Don Bosco (i.e., 180 maximum), the introduction of girls into the program
translates into a reduction in the number of boys at the school. It is possible that there may
even be a displacement of boys currently in the program. In order to resolve this, a plan to
expand the school to allow for increased numbers of students is underway. However, until the
expansion is completed there is concern from the Centro that they will not be able to maintain
the same numbers of male students.

There is concern from the Honduras team that the target number of girls is too high, particularly
when the training programs are two years in length and those enrolled in 2005 and 2006 will not
have completed their course of study by the EOP.
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South Africa

Unemployment figures in the Republic of South Africa are high, ranging from 25 to 30%
nationwide, with even higher levels of unemployment among residents from disadvantaged
areas. This problem is exacerbated because of the costs and security risks in traveling long
distances from many ofthe impoverished regions (e.g., Mitchell Plains in Cape Town) to the
business centers in Cape Town.

In response to this situation, the RSA team is including a strong Life Skills course prerequisite
to its computer literacy training. The course will address some of the issues related to
transportation and safety. Individualized support to female participants will be provided
through RSA staff in resolving some ofthe problems that challenge individual success in
completing training and obtaining a job.

South Africa's equity laws are designed to mobilize businesses to hire women in jobs that were
previously held by men only. This is an opportunity driven by policy that should facilitate the
mv achievement of its goal to get women in good jobs. However, there is not currently any
venue for training women in some of the male-dominated vocations such as carpentry and
welding, and plumbing. In Year 2, the project office will continue to look for potential venues
for such training in addition to providing the rehabilitation of the Salesian Institute to host the
computer-training program.

Sri Lanka

One opportunity that has surfaced in Sri Lanka is an interest in developing partnerships ~vith

certain key non-Salesian training institutions. In so doing, the Sri Lanka team is sponsoring 22
girls in the short-term to attend classes in one of the follo",~ng courses: professional cookery;
clothing industry (i.e., Quality Control and Production Management, respectively); basic
nursing; and banking. The training partners have responded favorably to the caliber of
students provided by the Don Bosco Centers and many have expressed their interest in
continuing to train girls as well as boys from the Centers. While new students at these partner
sites will not continue to be sponsored under the GIV, the four Centers can build on the
relationships established and continue to send students.

Zambia

In Zambia, girls are highly stigmatized into believing that they cannot do jobs that are
traditionally for men. Therefore, girls rarely sign up for such training courses and when they
do attempt to seek training in these areas they are critized and ridiculed to the extent that they
drop out before completing the course. Under the GIV, gender awareness training will attempt
to address this issue - not just with the girls but with the boys, teachers and parents to start to
create a climate in which girls can be trained as well as boys in these technical areas. Project
office staff",~lI need to concentrate their efforts on working within the communities where the
girls live.
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Another constraint in Zambia is that many of the girls either have children of their own or have
the responsibility of taking care of their sibling as families in Zambia have been devastated by
the AIDS pandemic. The girls have no one else to watch the children while they attend school.
In most cases, this situation does not affect boys in Zambia because they are not expected to
watch their siblings - and only do so if there is no girl-child available.

III. Changes in Project Design

In Section B of the DIP under Program Design it was noted that the objectives presented in the
original application were field-based and did not relate to building the capacity of the Salesian
Missions/Arlington. Therefore, the objectives presented in the DIP were modified without
changing the overall structure of the program. When the Salesian Missions/Arlington staff
attended the DIP Orientation Workshop in October 2001, it became clear during the review of
submitted planning matrices that the original application contained broad-based objectives,
indicators and activities that focused on building capacity in the field - but not in the Arlington
office. Nothing had been proposed to measure institutional capacity at Salesian
Missions/Arlington. The planning matrix was then modified in consultation with Arlington
staff to reflect results that could measure institutional capacity development at Salesian
Missions/Arlington over the life of the project. This draft matrix was then submitted to PVC
(prior to submitting the final DIP) and approved. After the DIP was submitted in July 2002, the
SALESIAN Mission/Arlington planning matrix was revised even further to be more closely
aligned with the capacity development objectives of the staff. This final revised matrix with
mid-term and LOP targets is included as part of the attachments.

The revised country planning matrices were then submitted to PVC for review in February
2002. PVC staff then met with the GIV program director in March to provide feedback. While
the planning matrixes were clear, the matrices needed to reflect the individual activities in each
country. At this time, it was then decided that individual country planning matrices would be
finalized at the DIP Planning Workshop sponsored by the Arlington office in May 2002. At
the workshop, the entire GIV team was able to come up with indicators that were clear, concise
and measurable across sites. While each GIV country is in a different stage ofdevelopment,
the indicators are manageable. These planning matrices have been further revised to include
mid-term and EOP targets and are located in the attachments.

IV. Budget and Expenditures

The USAID portion ofthe Headquarters budget remains unchanged. However, we have
expanded the line items of the Counterpart budget to include the Excess Property Program and
salaries for current staff members that contribute to the Matching Grant. In addition, individual
countries are also now submitting budgets to the Arlington office that clearly detail their match
for local staff.

It should also be noted that given the late start up, the full match was not met. Also, any funds
that were not expended in Year I were rolled over to Year 2. Ofthe funds that remained for the
DIP Workshop, 15% was moved to travel and the remainder to training.
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ATTACHMENTS

Annual Report Year 1
Girls in the Vanguard:

A Sustainable Systems Approach to Job Training and Placement
For Girls and Young Women

Cooperative Agreement No. HFP-A-OO-OI-OOOI5-00

1. Addendum to DIP
2. Revised Planning Matrices
3. Labor Market Survey and Instruction Guide
4. IDF Instruments
5. Student Information Management System Instruments
6. Quarterly Report Framework
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Addendum to the Detailed Implementation Plan
Girls in the Vanguard:

A Sustainable Systems Approach to Job Training and Placement
For Girls and Young Women

Cooperative Agreement No. HFP-A-OO-OI-00015-00

Please note the following:

I. On page 4, Rl.l - this change to objectives is further clarified in this Annual
Report under clarified under Section III, Changes in Design.

2. On Page 15, Activities, paragraph 1 states that the Arlington office will provide
the assessment instruments. Please note that all instruments developed by the
Arlington office are done in collaboration with the GIV sites.

3. Although not resubmitted in this Annual report, but noted in this report under the
Institutional Development Framework, all work plans will be modified to include
subsequent capacity assessments.

2-1
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Arlington Office· Revised

B4. Planning Matrix - Arlington Office· Revised
...... _.._..", ,._--"..,_._-

Program Goal: Leadership in girls' and young women's programming provided
-----

:> .S ti .~"Objective Indicators 0 " ;>

~
Targets Activities

e."
;> .- ~CIl;:; "0 0 CIl

1. Technical Score on Institutional X X >By Midterm, 60% of the IDF-GIV • Conduct baseline assessment.
capacity for Development Framework Arlington resource components obtain • Conduct staff training needs
supporting adapted for the Arlington Office an average score 00 and the remaining assessment and strategic plan in
programs for (IDF-GIV Arlington)' 40% obtain an average score of 2. areas including but not limited to:
girls and young >By EOP meet criteria for high project management and fund
women performance' on IDF-GIV Arlington. raising, monitoring and evaluation,
strengthened. staff professional development

>By end ofYear 2, Salesian Missions • Develop and implement
Number of Salesian Missions in developing countries receive copy of monitoring and evaluation system
using information from Best quarterly GIV Newsletter. • Develop and disseminate GIV
Practices Handbook' and GIV >By end of Year 4, Salesian Missions Newsletter
Newsletter' in developing countries receive copy of • Develop and disseminate Best

Best Practices Handbook Practices Handbook
>By EOP, 10% of recipients of • Survey recipients of Newsletter
newsletter and handbook begin training and Handbook to ascertain the
programs for girls and young women. extent to which information

received is utilized for beginning
Number of country requests for SM!Arlington responds to 10 requests programs that include girls and
technical assistance for for technical support and/or training young women.
developing training programs for regarding programs for girls and young
women that are responded to in a women
timelv and effective wav'

, Adapted from the Institutional Development Framework (IDF), USAID Center for Development Information and Evaluation.
, Best Practices Handbook: A compilation ofGIV best practices for supporting girls' and young women's technical training programs and cmployment
opportunities.
, Vllllguard Ncwsletter: Key activities of GIV field sites and Arlington office highlighted.
, Timely responses arc initial contact responses by phone, e-mail, fax, or post that are made within one week of request for Stlpport. Effective responses arc
responses that, within budget constraints, successfully meet the needs of the field with respect to girls' and young women's programs.
, Criteria for high performance: 60% of the IDF-GIV Arlington resource components obtain an average score of4 and the remaining 40% obtain an average
score of 3.



Arlington Office - Revised

e8

Objective

i. Existing
partnerships
strengthened
and new ones
developed in
support ofgirls'
and young
women's
programs

Indicators

Demonstrated support of from
the Provincial Council in New
Rochelle to facilitate the efforts
of the Arlington Office in
extending technical assistance in
development programming
(especially related to girls and
young women programs) to
Salesian Missions in developing
countries.

Global electronic information
network (Le., e-mail list serve
communications network) about
technical programs for girls and
women established and utilized
by Salesians worldwide

Number of funding proposals in
partnership with other
development organizations
submitted

~ ......~ ---------- ---_.
,: i:' ti .5"Cl ."o >

~
is> .-

e!' CIl"il ~

"0 Cl Po. CIl

_._--_._~

X IxX

Targets

>By end of Year 3 Provincial Council
recognizes the Arlington Office as a
resource to help Salesian Societies
design programs and compete for
funds, and provides travel funding for
this purpose.
>By EOP the Provincial Council, in
consultation with Rome, facilitates the
Arlington Office in their provision of
technical assistance to Salesian
Societies through both development
and leverage funds.

>By end ofYear 2, list serve e-mail
network established and list serve
network accessed by Salesians in 25%
of the targeted developing countries
worldwide.
>By the EOP, list serve is accessed by
Salesians in 50% ofthe targeted
developing countries on the network.

>By end of Year 2, one funding
proposals submitted in partnership with
other development organizations.
>By EOP three proposals submitted in
partnership with other development
organizations.

Activities

• Conduct public relations activities
with public and private sector and
Salesians worldwide

• Network with development
community and consultants by, for
example, attending various
workshop, meetings, and seminars
in development

-I .•



Arlington Office - Revised

-----..---'--"" ..-,-"..- I .~-----~-_._-----,

-- I
>By end of Year 2, minor donations • Develop and implement improved
expanded from 6 to 8 Foundations or fundraising strategy for
Corporations. 8M/Arlington office: build staff
>By end of Year 4, minor donations knowledge and skills in
obtained from 10 different Foundations fundraising; identify potential
or Corporations. funding sources; set targets and
>By the EOP, annual major donations market/network with prospective
increased from I to 2 and a total of 12 donors; submit project funding
minor donations received from proposals
Foundations or_Corporations.

Objective

3. Fundraising
capability
improved

,;2~

Indicators

Increase in donations
received from Foundations
and Corporations from annual
baseline of 1 major donation
from 1 Foundation and 6
smaller donations from other
Foundations.

:> C '" .~~ . " "<> >
~g Jj~ '"::I

CI c.. en

X X

Targets Activities



Bolivia - Revised

B4. Planning Matrix - Bolivia - Revised

Program Goal: Salesian-trained young women are employed in good jobs I

Indicator: Number of Salesian- trained young women employed
Ilirget:ElYtv1idte~l1l_?0_Salesian:trained yo~ng wo.l1l~~e_l11l'loy~d; Bt~QI'_200 Salesian-trained youn~ women are employed. I

Objective

i. -ExTstirigProJect
Office strengthened

Indicators

Score on
Institutional
Development
Framework
adapted for the
mv Project
Offices (IDF­
mV)'

~ .~ ..: .S
Ci "" > ~

$
~

> .~
~

C/l0l "0 Ci 0- C/l

X
--_._ ..,--

YIX

Targets

>By Midterm, 60% of the
IDF-GIV resource
components obtain an
average score of 3 and the
remaining 40% obtain an
average score of2.
>By EOP meet criteria for
high performance' on IDF­
mv.

Activities

• Hire additional staff
• Attend DIP workshop
• Conduct institutional capacity assessment
• Conduct training needs assessment
• Develop training programs
• Develop external partnerships
• Conduct staff training in gender and development

programming for girls and young women
• Develop portfolio of potential development projects

that are aligned with the needs of the community
• Attend mid-term workshop in Washington, D.C.

I Good jobs are defined as jobs within the private sector that offer opportunity for salary advancement.
2 Adapted from the Instil\ltional Development Framework (IDF), USAlD Center for Development Information and Evaluation.
, Criteria for high performance: 60% of the IDF-GIV resource components obtain an average score of4 and the rcmaining 40% obtain an average scorc of 3.
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Bolivia - Revised

2. Salesian-trained Increase in number X X ByMidterm, there willl:>e-an • Provide gender awareness training at target schools,
young women's job ofyoung women increase in the number of (personnel, male and female students, family
skills developed enrolled girls and young women members, others)

enrolled in the new IT • Conduct gender awareness with Salesian
Increase in number course and additional community, private sector, others.
ofyoung women technical 'courses from 45 • Establish and mobilize PPAs at target schools
certified' to 100 • Conduct surveys (labor market, girls)

>By EOP, there will be an • Improve/design training programs based on survey
increase in the number of results
girls and young women • Develop and implement new training programs
enrolled from 100 to 270· • Assess equipment and program needs for computer
>By Midterm, there will be course
an increase in the number of • Assess infrastructure needs
girls certified in the new IT • Make improvements
course and additional
technical course courses
from 30 to 65.
>By EOP, there will be an
increase in the number of
girls certified from 65 to 200

3. Businesses Number of X X X X > By Midterm 10 businesses • Identify current business contacts for BACs
willing to employ businesses are committed to employ a • Establish new business contacts to organize BACs
young women committed to total of20 young women • Establish BACs (include PPA members where

employ Salesian- >By EOP 15 businesses are possible)
trained young committed to employ a total • Develop BAC work plan to support training
women of 60 young women programs and women's empowerment

• Develop and implement strategies to identify and
commit employers to hire Salesian-trained young
women

'CCl1ified is used here to represent a graduate's success in meeting specific criteria used to mcasure their ability to apply the skills and knowledge learned in the
tmining course and will vary across courses and countries. Where they exist, established criteria given by national technical training progrnms will be used to
establish course.specific certificates.
, For example, at the EI Alto technical center, females traditionally enroll in the printing and graphics courses. The GIV will focus on increasing enrollments in
the other technical areas offered at the Center. In Coehabamba, females arc currently enrolled in the general business program and GIV will concentrate On
increasing the numbers in the new IT program.
• This number assumes attrition and recognizes that participants enrolled in Years 4 &5 may not be certified by EOP.



B4. Planning Matrix - Honduras-Revised

Program-Goal: Salesian-irained young women are employed in goodjobs'
Indicator: Number of Salesian- trained young women employed
Target: By Midterm 50 Salesian-trained young women employed; By EOP 200 Salesi~n:!~~!,."e",dc.y,-,o",u",n'l~-,w-"o",m"e,-,n=ar",e-,e",m,"p",l"'o"-ye"'d"'. _

Objective

1. Sustainable
Project Office
established

Indicators

Score on
Institutional
Development
Framework
adapted for the
GIV Project
Offices (lDF­
GIV)'

~
g

X

e:-."<.> >> .-
"'"i3

CI
j

X

J
X

Targets

>By Midterm, 60% of the
lDF-GIV resource
components obtain an
average score 00 and the
remaining 40% obtain an
average score of2.
>By EOP meet criteria for
high performance' on lDF­
GIV.

Activities

• Open and equip Project Office
• Hire Project Director and Gender Specialist
• Participate in DIP Workshop
• Conduct baseline institutional capacity assessment
• Conduct training needs assessment
• Develop and implement strategic institutional

development plan according to results of baseline
assessment and training needs assessment (e.g.,
develop project management systems, accounting
systems, training programs using local training
consultants in appropriate areas)

• Investigate external reSOurces for training and
technical assistance and develop related database

• Identify relevant development partners and
collaborate in program design and fundraising

• Conduct site visit to another Salesian Project Office
in Central America

• Identify and investigate funding priorities of active
donors in the region

• Prepare & submit proposals to prospective donors
(international and national)

I • Attend mid-tcrm workshop ... I

I Goodjobs arc defined as jobs within the private sector that offer opportunity for salary advancement.
2 Adapted from the Institutional Development Framework (101'), USAID Center for Development Information and Evaluation.
, Criteria for high performance: 60% of the IDF-GIV resource components obtain an average score of 4 and the remaining 40% obtain an average score of3.
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Honduras-Revised

ActivitiesTargets

>By Midterm, there will be
an increase in the number of
girls certified in non­
traditional courses from 0 to
50.
>By EOP, there will be an
increase in the number of
girls certified from 50 to
200.

By Midterm, there will be an • Conduct outreach programs in gender awareness I
increase in the number of targeting: Salesians, male students at Don Bosco
girls and young women Center, and instructors
enrolled in non-traditional • Obtain technical assistance to evaluate
courses from 3 to 100 infrastructure improvements that would increase
>By EOP, there will be an access for female students
increase in the number of • Improve facilities according to recommendations
girls and young women • Using external technical assistance, evaluate the
enrolled from 100 to 300' current training programs at Don Bosco to identify

critical areas of improvement that would improve the
employability of graduates

• Enhance existing programs as indicated, including
the computer training components

• Recruit female students
• Using local development agencies with special

expertise in "life skills training", design and conduct
human development seminars for students

• Design and conduct module in resume development,
presentation and interviews techniques, ethics for
students

• Help establish PPA, provide assistance in their
organization, and mobilize the membership to
provide mentorship programs for female participants
in the GIV

.S

~
~ "ll

,.;
0 "
e!>

> .::: ~Cf)~
0 0..

X X

Indicators

Increase in number
ofyoung women
certified'

Objective

2. Salesian-trained
young women job
skills developed

, Certified is used here to represent II gmdullte's success in meeting specific criteria used to measure their llbility to apply the skills lind knowledge learned in thc
trllining course lind will vllry llcross courses lind countries. Where they exist, estllblished criteria given by nationlll technical training programs will be used to
establish course-specific certificates.
S This number assumes attrition and recognizes that participants enrolled in Years 4 &S may not be certificd by EOP.

o<p



21

Honduras-Revised

3. Businesses
willing to employ
young women

Number of
businesses
committed to
employ Salesian­
trained young
women

x x x x > By Midterm 10 businesses
are committed to employ a
total of20 young women
>By EOP 15 businesses are
committed to employ a total
of 60 young women

• IdentitY potentl.fBAc members, assist them in
organizing the BAC, and provide ongoing support,
partnering in outreach programs to business
community

• Develop and update database of potential
employers

• Conduct open house for businesses at the Center
• Negotiate internships for students and mobilize
.~lIl~l()yers to c(),!,m!L~Q hiring graduates I

~.



B4. Planning Matrix - RSA - Revised

Program GoaI: Salesian-trained young women are'ernployed in good jobs'
Indicator: Number of Salesian- trained young women employed
Target: By}0idterm ~O Salesian-trainedyo~ng",o,menet,nploy~d; By EOP 200 Salesian:t,rained youll!j,,,,omen l!!.e,elllplgyed. I

Targets I Activities
~ Q ..: .S

Cl ." "Objective I Indicators I " >
~

g
> .-e,b "'';) :!l

0 CI '"
I. Sustainable Score on Ix x X
Project Office Institutional
established Development

Framework
adapted for the
GIV Project
Offices (IDF-
GIY)'

>By Midterm, 60% ofthe
IDF-GIY resource
components obtain an
average score 00 and the
remaining 40% obtain an
average score of2.
>By EOP meet criteria for
high performance' on IDF­
GIV.

• Hire staff
• Establish, equip office
• Attend DIP workshop
• Assess institutional capacity
• Assess training needs
• Design, implement, and refine effective systems for

Project Office
• Implement strategic planning
• Design, implement and refine an effective

monitoring and evaluation system
• Implement pupil tracking system
• Identify donors, conduct marketing
• Develop projects and submit to donors
• Attend mid term workshop in Washington, DC

3D

I Good jobs are defined as jobs within the private sector that offer opportunity for salary advancement.
, Adapted from the Institutional Development Framework (IDF), USAID Center for Development Information and Evaluation.
, Criteria for high performance: 60% of the lDF-GIV resource components obtain an average score of 4 and the remaining 40% obtnin an average score oD.



RSA - Revised

Objective

2. Salesian-trained
young women's job
skills developed

3. Businesses
willing to employ
young women

Indicators

Increase in number
ofyoung women
enrolled

Increase in number
of young women
certified'

Number of
businesses
committed to
cmploy Salesian­
trained young
women

~
e!>o

X

...

C ,,; .S." "(,) >
~

g Targets Activities> .~
~

"'';) =Q "'" '"...
X X By Midterm, there will be an 0 Conduct labor market research (or access existing

increase in the number of data from labor market research)
girls and young women 0 Investigate interests of female youth relative to
enrolled in non-traditional potential courses given resuits (above)
courses from 0 to 100 0 Identify a small number ofpotential Courses to be
>By EOP, there will be an offered in Cape Town and Gauteng
increase in the number of 0 Establish curriculum and related infrastructure,
girls and young women equipment, and instructor requirements, including
enrolled from 100 to 300' compulsory /prerequisite Life Skills course

0 Register course with relevant SETA for national
>By Midterm, there will be recognition
an increase in the number of 0 Develop Life Skills course for participants
girls certified in non- 0 Identify potential candidates for training and
traditional courses from 0 to determine constraints
50. 0 Provide mentorship support and on-going follow-
>By EOP, there will be an on assistance to female participants to encourage
increase in the number of their perseverance in training, their pursuit and
girls certified from 50 to maintenance of ajob
200. 0 Establish PPAs (include graduates of Salesian

schools that have closed) and provide assistance in
their organization/programming in support ofGlV

X X X > By Midterm 10 businesses o Identify potential BAC members
are committed to employ a o Assist in the organization and on-going activities of
total of 20 young women BAC (e.g., provide venue support and transportation,
>By EOP IS businesses are partner in outreach programs, etc.)
committed to employ a total o Arrange suitable publicity for BAC members

....... of 60 young women
-- --_.....•_- ,--_...~_._._._._.

..5/

, Certified is used here to represent a graduate's success in meeting specific criteria used to measure their ability to apply the skills and knowledge learned in the
training course and will vary across courses and countries. Where they exist, established criteria given by national technical training programs will be used to
establish course-specific certificates.
, This number assumes attrition and recognizes that participants emolled in Years 4 &S may not be certified by EOP.



B4. PLANNING MATRIX - Sri Lanka - Revised

Program Goal: Salesian-trained. young women are ell'lployed.in good jobs'
Indicator: Number of Salesian- trained young women employed
Tar~t~l\1j(lterm 50 Salesian-trained yo~ng w~men e~ploy~d; By EOP 200 Salesian-trained youn~. women are employed. I

Objective

I. Existing Project
Office strengthened

Indicators

Score on
Institutional
Development
Framework
adapted for the
GlY Project
Offices (IDF­
GlY)'

~
b"

X

c."
" >> .-
"'Olo J

X

J
X

Targets

>By Midterm, 60% of the
IDF-GlY resource
components obtain an
average score 00 and the
remaining 40% obtain an
average score of2.
>By EOP meet criteria for
high performance' on IDF­
GIY.

Activities

• Hire additional staff
• Establish office, purchase and install equipment!

furniture
• Attend DIP Workshop
• Conduct institutional capacity assessment
• Conduct staff training needs assessment
• Prioritize training and capacity building needs
• Implement training
• Improve office management systems, accounting

systems, and strategic planning
• Establish partnerships w/relevant development

partners
• Submit funding proposals in collaboration w/partners

w/common interest

3;('..,

I Good jobs arc defined as jobs within the private sector that offer opportunity for salary advanccment.
2 Adapted from the Institutional Development Framework (IDF), USAID Center for Development Information and Evaluation.
, Criteria for high performance: 60% of the IDF-GIY resourcc components obtain an average score of 4 and the remaining 40% obtain an average score of 3.
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Sri Lanka - Revised

:>
.~ li .5"Objective Indicators Cl <J >

~ tl Targets Activities
e!>

> .-eIlOl ::J

0 Q "" ell

2. Salesian-trained Increase in number X X By Midterm, there will be an • Conduct feasibility study to determine which
young women's job of young women increase in the number of existing technical courses are most appropriate
skills developed enrolled. girls and young women targets for participation by female students

enrolled in non-traditional • Identify technical training courses ofgreatest interest
courses' from 31 to 100 to girls currently enrolled in traditional courses at

Increase in number >By EOP, there will be an Salesian institutions
of young women increase in the number of • Share best practices information between four sites
certified' girls and young women regarding most relevant/successful training programs

enrolled from 100 to 300' for young women
• Develop/implement strategic plan to enhance

>By Midterm, there will be appropriate selected courses
an increase in the number of • Hire technical assistance specialists to revise
girls certified in non- curriculum, environment, etc.
traditional courses from 0 to • Develop/implement mentoring support program for
50. young women at each site
>By EOP, there will be an • Mobilize existing PPAs to provide support!
increase in the number of encouragement to female participants
girls certified from 50 to • Establish PPAs where required
200. • Identify core of interested trained women to establish

PPA at required sites --
3. Businesses Number of X X X X > By Midterm 10 businesses • Assist each site in establishing BACs
willing to employ businesses are committed to employ a • Conduct orientation & awareness programs
young women committed to total of20 young women • Identify potential employers & establish networks

employ Salesian- >By EOP 15 businesses are
trained young committed to employ a total
women of 60 younl( women ----_.-

4 Certified is used here to represent a graduate's success in meeting specific criteria used to measure their ability to apply the skills and knowledge learned in the
training course and will vary across courses and countries. Where they exist, established criteria given by national technical training programs will be used to
establish course-specific certificates.
, This targets reOect only the girls trained at Salesian Centers, not training partner centers.
6 This number assumes attrition and recognizes that participants enrolled in Years 4 &5 may not be certified by EOP.



B4. Planning Matrix - Zambia-Revised
------"--------.-.-",.... .. - ',_._--_.- -_._ _. . "1
Program Goal: Salesian-trained young women are employed in good jobs
Indicator: Number of Salesian- trained young women employed
Target: Byl"1idte11115()Sal~sian-trained)'oung",0~eneJ;UpJoy~d; By EOP 200 Salesian-trained Y'?!!'c!g 'r0men are employed. I

Objective

I. Sustainable Project
Office established

Indicators

Score on
Institutional
Development
Framework adapted
for the GIV Project
Offices (IDF-GIV)'

~ ~..:o cJ v 4)

. ,. ..:: s2.1J C/)"G) a
o Q "-

X X

.5
j
x

Targets

>By Midterm, 60% oflbe
!DF-GIV resource
components obtain an
average score of 3 and the
remaining 40% obtain an
average score of 2.
>By EOP meet criteria for
high performance' on
!DF-GIV.

Activities

• Attend DIP Workshop in Arlington.
• Hire professional staff
• Conduct baseline institutional capacity

assessment
• Conduct training needs assessment for staff
• Design and implement an institutional capacity

development strategy to include a staff
professional development program

• Equip the office according to identified
equipment needs

• Establish a network ofexternal resources from
which to partner in development programming and
fundraising

• Attend mid-term workshop in Washington, D.C.

.sy

I Good jobs are defined as jobs within the private sector that offer opportunity for salary advancement.
, Adapted from the Institutional Development Framework (IDF), USAID Center for Development Information and Evaluation.
'Criteria for high performance: 60% of the IDF-GIV resource components obtain an average score of4 and the remaining 40% obtain an average SCOre 00.



Zambia-Revised

Objective

2. Salesian-trained young
women's jobs skills
developed

Indicators

Increase in number
ofyoung women
enrolled

Increase in number
ofyoung women
certified'

:>

r .5" ." "0

~.~ ~
g

tb ~

"0 o "" r/J

X X

Targets

By Midterm, there will be I •

an increase in the number
of girls and young women I •

enrolled in non-traditional
courses from 0 to 50.
>By EOP, there will be an . I •

increase in the number of
girls and young women
enrolled from 50 to 200'. I.

>By Midterm, there will
be an increase in the
number ofgirls certified
in non-traditional courses I.

from 0 to 50.
>By EOP, there will be an
increase in the number of
girls certified from 50 to
200.

Activities

Enhance existing training courses in order to
increase the interest and access by female youth

Conduct labor market survey to identify new
courses that would be viable for females and result
in their employment

Conduct feasibility study regarding new training
courses and where indicated secure external
technical assistance to help design these programs

Using the technical assistance from a gender
specialist, develop and implement a strong
outreach program to sensitize the Salesians, project
staff, instructors, and students in gender issues and
support strategies

Using the technical assistance from a gender
specialist, develop and implement a series of life
skills training programs targeting the female
participants in the Salesian training programs

.l.r

'Certified is used here to represent a graduate'S success in meeting specific criteria used to measure their ability to apply the skills and knowledge learned in the
training course and will vary across courses and countries. Where they exist, established criteria given by national technical training programs will be lIsed to
establish course-specific certificates.
, This number assumes attrition and recognizes that participants enrolled in Years 4 &5 may not be certified by EOp.
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Zambia-Revised

3. Businesses willing to
employ young women

Number of I X I X
businesses
committed to employ
Salesian-trained
young women

X X I > By Midterm 10
businesses are committed
to employ a total of 10
young women
>By EOP 15 businesses
are committed to employ
a total of 50 young
women

• Establish and assist in the organization and
strategic planning of the BAC and functional PPA

• Assist BAC in developing outreach programs to
mobilize a wide range of employers to make
commitments to employ women

• Assist PPAs in conducting outreach to mobilize
the employers to make commitments to employ
women



LABOR MARKET STUDY

Survey # _

Interview Date: _

Interviewer Name: _

I. General Information on the Business

Company Name: _

Address: _

Telephone: _

Contact:_~ _

. Contact E-mail: _

Contact: _

Contact E-mail: _

Name of Person Interviewed: _

Title: _

E-mail ofPerson Interviewed: _

II. Specific Information

1. Company (Business) Type: (Check Qill' answer only.)
a) Private enterprise __
b) Public or Government (Go to question #5.)
c) Cooperative ,---__
d) Other, Specify _

2. Product or Service: (Check all that apply.)
a) Financial Services _
b) Agriculture _
c) Sales Sales Type: Wholesale __

Type of Merchandise Sold: _
d) Handicrafts: _
e) Tourism: _
f) Other, Specify _

Retail: __

3. Does the company have more than one site? Yes _No _ (Go to question #5.)

4. If so, where are they located?
a) _
b) _



5. How many people do you employ at this site? (Check~ answer only.)

a. 1-15
b. 16-30
c. 31-50
d. 51-100
e. 100- +

6. How many women do you employ? _

7. How many men do you employ? _

8. What is the educational level of your employees?

a) No education: __
b) Elementary School: _
c) High School: __
d) Technician: _
e) University: _
f) Other, Specify _
g) Don't know _

9. What is the minimum age of the people you employ? _

III. Training Needs

10. What is the minimal level of education that is required for employees? (Check
~ answer only.)

a) Elementary School Level _
b) High School Level _
c) Technical LevelL _
d) University Level _
e) Other, Specify _

Salesian Missions ofthe Salesian Society, Inc.
Girls in the Vanguard Matching Grant

2



11. In the administrative area, which specific skills and abilities are required? (Check
all that apply.)

a) Use ofcomputer and software __
What type of software,
a.l Word Processor _
a.2 Electronic Sheets _
a.3 Accounting __
a.4 Graphs _
a.5 Internet _
a.6 Other, SpecifY

b) Accounting knowledge __
c) Personnel management __
d) Customer Service _
e) Other, SpecifY: _

12. In the technical area, which are the specific skills and abilities are required? (Not
at university level.)

a) _

b) _

c) _

d) _

e) _

13. When you hire personnel, where do you look for trained people? (Check all that

apply.)

a) In the same city in where the business is located _

b) In other city, specifY

c) In certain area, specifY _

d) Other countries, specifY _

e) Graduates from a specific institution

f) Other, specifY _

Salesian Missions ofthe Salesian Society, Inc.
Girls in the Vanguard Matching Grant



14. How do you recruit new employees?

a) Newspaper ad _

b) Radio ad

c) Thru recruitment firms _

d) Other, specifY _

15. Does your company offer any training to employees? (Check only one answer.)
Yes No_ (Go to question # 16.)

Ifyour answer is yes, what type oftraining does your company offer:

Duration: _

Duration: _

Duration: _

16. Does your company or business require the use of equipment? (Check onl\' one
answer.)

Yes No. _ (Go to question # 17.)

If your answer is yes, what type ofequipment does the company use?

17. Does your company do equipment repair and maintenance on site? (Check ill!!:
answer only.)

Yes _ (Go to question # 18.) No
If your answer is no, how do you handle equipment repair and maintenance?

Salesian Missions a/the Salesian Society, Inc.
Girls in the Vanguard Matching Grant

4



18. How do you plan the growth of your company in the next three years?

19. How many qualified people will your company need in the different areas in the
next three years?

Area: _

Amount of people _

Area: _

Amountofpeople __

Area: _

Amount ofPeople: _

20. What new economic areas could develop in the future in your area?

Salesian Missions a/the Salesian Society. Inc.
Girls in the Vanguard Matching Grant

5
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INSTRUCTIONS FOR CONDUCTING THE LABOR MARKET STUDY

Introduction

The Labor Market Study has been designed to be conducted with different economic
sectors in a region or a country, e.g., general business, agriculture, etc. The interview
should be conducted with the Human Resources Manager or General Manager of the
business. The objective of this study is to obtain information on their needs for a trained,
technical workforce.

Objective

The objective of this Manual is to provide a guide for use and application of the survey.

Where to obtain the sample?

Once the geographic areas have been defined, proceed to do the following:

1. Communicate with the local Chamber of Commerce, ifnone exists, contact the
national Chamber of Commerce. If your country does not have a Chamber of
Commerce, then check with Business Associations that can provide a list oftheir
associates. The web site www.worldchambers.com may be useful.

2. Identify the key areas for economic development in the geographic area.
3. Identify the companies working in these areas.
4. Find out if the Chamber of Commerce or the Business Associations have any

information on the training needs by key area. (Also identify the source of this
information.). If this information is reliable, then a labor market study may not be
needed.

5. Determine the number ofbusinesses you would like to interview and develop a
list based on the lists provided by the Chamber of Commerce and Business
Associations.

Description ofthe Labor Market Study Survey

The first part the survey addresses general information of the business: the address,
telephone, contact(s), name ofthe person interviewed and hislher title. This information
is needed in order to be able to locate the person interviewed in case there are follow up
questions or more information is need. Also, this information will be crucial when
developing a database.

The next section, "Specific Information" is related to the key areas such as the company's
focus, number of employees, educational level of the personnel, etc.

The final section, "Training Needs", explores the needs for qualified personnel.



All the questions must be answered. Most of the questions are multiple choice and in case
the response is not one of the choices given, use "other, specify" to record the
information. If you need more space for a question (answer), a blank page can be used to
complete the information.

In questions # 1,3,15,16, there is a "go to" to another question in case the answer is no,
in question #17, there is a "go to" in case the answer is yes.

2
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Labor Market Survey

Print answers clearly, do not use script.

Survey No. Each survey has to be numbered sequentially. (This can be done by hand,
although there is a margin error with this system.) Depending on the amount of surveys
that are going to be printed, the number can be printed on the survey. Always have some
unnumbered surveys available in case they are needed.

Date of Interview: Clearly write the date in which the survey was conducted using the
following format (day, month, year).

Interviewer Name: Write the interviewer's complete name.

I. GENERAL INFORMATION ON THE BUSINESS

Company (Business) Type: Write the legal name, as it is registered, of the business.

Address: Write the complete address of the business and directions to its location.

Telephone: Write the telephone number or numbers, including the area codes.

Contact: Write the complete name ofthe original contact, and the person with whom the
interview was conducted.

Contact E-mail: Write the contact e-mail, in case that he/she doesn't have one, ask for a
general business e-mail. In case the business doesn't have an e-mail, write "No e-maiL"

Contact: Get the name of second contact that could provide information related to the
business; write the complete name and title.

Contact E-mail: Name Interviewed Person: Write the complete name ofthe person
interviewed. Write the contact e-mail, in case that he/she doesn't have one, ask for a
general business e-mail. In case the business doesn't have an e-mail, write "No e-mail."

Title: Write the exact title of the person interviewed.

Person Interviewed E-mail: Write the interviewee's e-mail. Ifhe/she doesn't have one,
ask for a general business e-mail. In case the business doesn't have an e-mail, write "No
e-mail."

III. Specific Information

Place an "X" following each response. Use the space for "other, specifY" where
appropriate. Where "check only one" is used, "other, specify" is not an option.

3



1. Company (Business) Type: (Check one answer only.)
a) Private Enterprise: _
b) Public or Government (Go to question #5.) It is important to note

ifthe business is a public or government organization you will NOT ask
Questions 2 through 4 and skip to Question #5.

c) Cooperative: _
d) Other, Specify _

2. Product or Service: (Check all that apply.) In this case, one or more answer can
be checked especially if the business has more than one product or service area.

3. Does your Company have more than one site? Yes No _ (Go to
question #5.) If the company does not have more than one site (answer NO), skip
Question 4 and continue with Question 5.

4. If so, where are they located? Write specific location, specifying city and
country.

5. How many people do you employ at this site? (Check one answer only.) Check
the option that has the number given by the interviewee.

6. How many women do you employ? Write the number ofwomen employed;
numbers need to be clear in order to prevent confusion. Ex. 15

7. How many men do you employ? Write the number of men employed; numbers
need to be clear in order to prevent confusion. Ex. 20

8. What is the educational level of the people you employ: Write in each ofthe
options the number ofemployees that have completed each educational level.
Example:
b) Elementary School: 20 people have completed elementary school
If there are no employees in a grade area, record it as "0."

9. What is the minimal age ofthe people you employ? (Check~ answer only.)

4



III Training Needs

10. What is the minimal level of education required for employees? (Check one
answer only.)
Since there may different requirements for each department, this question is
directed to employees, in general.

II. In the administrative area, which specific skills and abilities are required?
(Check all that applY.)
The objective is to identify all the technical needs in the administrative area.

12. In the technical area, which are the specific skills and abilities required? (Not
at university level.)
This should identify specific technical requirements, and will AID in developing
GlV training programs.

13. When you hire personnel, where do you look for trained people? (Check all
that apply.)
The objective is to determine where the business recruits qualified people. Specify
the city or zone where recruitment is done.

14. How do you recruit new people? (Check all that apply.)
The objective is to determine how personnel are recruited.

IS. Does your company offer any training to employees? (Check one answer
only.) Yes _ No_ (Go to question #16.) It is important to mention a
"go to" in case the answer is NO.

If the answer is yes, what type of training does the company provide?
If the answer is YES, fill in the spaces, listing the type oftraining provided (what
it is about) followed by the duration of that training.

16. Does your company or business require the use of equipment?
Yes No. _ (Go to question #17) In case the answer is NO, go to the
next question #17.

Ifyour answer is YES, what type of equipment does the company use?
Specify what type of equipment they use, and its uses. This will help to identify
specific training requirements.

17. Does your company do equipment repair and maintenance on site? Yes
__ (Go to question #18)No_
In the answer is yes, go to question 18.

5



Ifyour answer is NO, how do you handle equipment repair and
maintenance?
Specify how repairs are made (If sent to a particular person, shop, company that
sold the equipment, etc.).

18. How do you plan the growth of your company in the next 3 years?
The objective of this question is to find out if they plan to expand to another
region of the country, create new departments or make the existing departments
bigger, if they plan to increase production, etc. and how they view the business in
the next three years. If the person interviewed see no changes, write, "It will be in
the same condition as is" and then go to question # 20.

19. How many qualified people will your company need in the different areas in
the next three years?
Area: Specify the areas that will expect growth, for example, Administrative
Area, Technical Area, etc.
Amount of people Specify the amount ofpeople that will be needed.
The objective is to see the amount ofjobs that could be open in three years.

20. What new economic areas could develop in the future in your area?
The objective to ask this is to see if new companies could open or if there is going
to be development in determined economic area, which could create new jobs in
the area.

6



Institutional Development Framework-Girls in the Vanguard (lDF-GIV)

Guidelines for using the Integrated TOOLKIT for Institutional Development
adapted from Renzi (1996) 1 for the Girls in the Vanguard Matching Grant

Background

One of the objectives ofthe GIV Project is to strengthen the institutional capacity of the
project offices in each of the five country sites as well as to strengthen the Salesian
Missions Office for International Programs in Arlington. Operationally, the first step to
achieving this goal is to conduct a gap analysis. That is, to define the characteristics of
the project office that are desirable or would be considered "strong capacity" and to
assess where the office stands relative to those desirable characteristics. It is also
important to identify the steps needed to help close any capacity gaps.

The Institutional Development Framework developed by Mark Renzi (See Footnote I)
and Management Systems International (MSI) provides a mechanism for conducting the
needed analysis. The original IDF developed by Renzi and MSI forms the basic
framework from which the IDF-GIV was developed. Some ofthe Resource
Characteristics and/or associated Key Components of the original version have been
eliminated or consolidated. The headings Resource Characteristics and Key Components
in the original IDF have been replaced in the IDF-GIV by Resource Components and Key
Elements, respectively.

Prior to reading the guidelines that follow, GN participants should be familiar with the
Renzi (1996) article and associated tools from which the GIV version has been adapted
from (See Footnote 1 below). The following websites provide some additional reading
on a few ofthe theories that contributed to the development of the original IDF.

http://ix.db.dk/Lise/
http://www.emeraldinsight.com/tqm.htm
http://www.accel-team.comlhuman-relationsihrels04Iikert.html

The TOOLKIT for institutional development adapted for the Girls in the Vanguard
Project consists of the following tools. These are explained further with more specific
guidelines for their use in the sections that follow.

IDF, adapted for the ON (IDF-GIV)
Priority Ranking Worksheet (Step 1)
Progress Assessment Worksheet and Graph ofInstitutional Development Scores (Steps 2
and 2.1
Selecting Institutional Targets (Step 3)
Scoring and Monitoring Progress (Step 4)

1 Adapted from Renzi, M. (1996) An integrated TOOLKIT for institutional development Public
Administration and Development, Vol. 16, 469-483. Management Systems International, Washington, DC,
USA. Copyright Pending.



Girls in the Vanguard, Institutional Development TOOLKIT-Guidelines

General Procedural Guidelines

Page 2 of6

The IDF-GIV has been developed for use by members of the GIV project offices as a
self-evaluation and institutional development tool. The IDF-OIV framework and
associated tools and guidelines are for internal use only and have been adapted for use in
evaluating the organizational capacity and capacity development needs of the orv
Project Offices, not the larger Salesian organizations that the Project Offices are
associated with in their respective countries.

The tools are to be used to build consensus among project office staff about priority areas
for building the capacity of the project office and to build consensus about the processes
or steps needed to best facilitate that capacity development. It is imperative that the
administration of these tools takes place in a group fashion including as many staff
members and relevant project associates as possible. Results from the various
institutional development assessment exercises will provide the project offices with
valuable infonnation they need to begin assessing the training needs ofproject staff.

. Therefore, the training needs assessments should be conducted following the conduct of
the baseline institutional development assessment.

The Perfonnance Monitoring Plans under the orv Project include a perfonnance
indicator that is measured by calculating results from the IDF-Orv. The measurement of
this indicator requires that an average score be obtained for each of the resource
components under the IDF-GIV. This procedure is discussed in detail under Step 5 on
page 5 ofthese guidelines.

IDF-GIV

As in the original IDF, the IDF-OIV and related worksheets are designed to provide the
project office with an approach to identifY institutional characteristics that lead to high
perfonnance (i.e., successful perfonnance in meeting institution and project objectives)
and to evaluate and monitor progress in achieving those desirable characteristics. The
IDF-OIV is the basic framework that drives assessment and monitoring process

The IDF-OIV focuses on nine Resource Components, as follows.

• Management Body Structure
• Mission Statement

• Autonomy
• Leadership Style

• Planning
• Management Systems
• Staffmg Skills and Development
• Financial Management
• PartnershipslPublic Relations
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The Resource Components are made up of one or more Key Elements, each ofwhich is
evaluated according to a four-stage development continuum, grounded in practical
definitions to enhance the reliability of scoring within and across the five country sites.
The language given in the IDF-GIV is intended to provide users with a conceptual
framework to guide their assignment of key elements within the framework to specific
development stages. It is important that users try to understand the conceptual basis for
each stage in the development continuum and not to the specific words used to represent
that concept. It is of critical importance that individuals using the instrument have a clear
understanding of what each developmental stage means. If members of the project office
using the instrument have difficulty grasping the underlying conceptual framework please
work with each other and consult with Mary Ellen to achieve clarification and consensus
among all users. Remember, some of the words may not be appropriate to all countries
sites, but the concepts underlying each developmental stage should be readily applied
across sites.

After thoroughly reading and understanding the basic framework (GIV-IDF) adapted for
use under the GIV country sites, four steps are needed to help identifY priorities for
institutional development and to score and monitor progress over time, as follows:
Step 1) Prioritization; Step 2) Assessment; Step 3) Selecting Institutional Development
Priorities; and Step 4) Scoring and Monitoring Progress.

Step 1. Prioritization

Staff members, as a group, rank each key element in the IDF-GIV according to its
relative importance in the overall success of the project office. The prioritization process
is completed using the Priority Ranking Worksheet. Using the Priority Ranking
Worksheet participating staff members should reach consensus in ranking each key
element according to its importance in fostering the sustained success of the project
office. A four-point scale is provided to assist in this ranking process, as follows:
"0" Not Significant; "1" Significant, not Priority; "2" Priority; "3" Crucial; and "4"
Makes or Breaks.

The priority ranking process allows staffmembers to evaluate progress from baseline to
the EOP in a way that reflects the relative importance ofeach key element in the IDF. By
weighting the scores obtained on the Progress Assessment Worksheet (See below)
according to their assigned priority rankings, progress over time can be evaluated on a
more equitable basis. This process is discussed in more detail below under Step 5,
Scoring and Monitoring Progress.

Step 2. Assessment

The assessment process is conducted by considering what developmental stage best
characterizes the project office with respect to each of the key elements that make up the
resource components. The institutional assessment is scored and recorded on the
Progress Assessment Worksheet.



Girls in the Vanguard. Institutional Development TOOLKIT-Guidelines Page 4of6

The Progress Assessment Worksheet allows for the assignment of a numerical score to
the level of performance demonstrated by the project office on each key element. It can
be seen on the Progress Assessment Worksheet that each of the four developmental
stages are broken down into two levels. That is, the Start-Up stage is broken down to a
low score of 1.0 and a high score of 1.5. The Development stage is broken down to a low
score of2.0 and a high score of2.5 and so on and so forth. After reading the entire
development continuum for one of the key elements of a resource component (e.g., the
Legal Recognition key element of the Management Body Structure resource component)
staffmembers identify what stage of development best represents the project office on
that particular key element. After determining the overall stage of development for a
given key element, a further determination is made to ascertain the level ofperformance
within a particular stage. That is, is the project office performing at the lower or very
beginning of a particular stage or has it made some progress within a particular stage of
development?

For example, let's say the staff determines that the project office is at the Development
stage for the Legal Recognition element of the Management Body Structure resource
component. At this point in time the office has identified the steps necessary for
registering with the government or donor agencies. Relevant staff members have also
begun to complete some of the paper work necessary to register, but have yet to officially
file the completed registration forms with the government or donor agencies. This
performance would probably be scored as a 2.50. Within the Development stage you
have gone one step further than simply identifying the necessary steps. You have begun
to fill out the registration forms; however, you have not yet filed the registration materials
with the government or donor agencies and therefore the institution would not qualify for
the Expansion/Consolidation stage of development on the continuum.

The Progress Assessment Worksheet provides a place for recording the results for the
institution on all of the key elements of the IDF-GIV. Results from the Progress
Assessment Worksheet provide an opportunity to observe the relative strengths and
weaknesses of the project office, especially if the results are presented in a graphic
display such as a bar graph (See Renzi article, Fig. I). A blank bar graph of institutional
development scores is included as Step 2. I to chart progress over the LOP.

After conducting a baseline assessment of the project office's capacity using the IDF­
GIV and Progress Assessment Worksheet, the staff will be in a position to begin
considering what areas ofemphasis should be stressed in their institutional development
program. Step 3 presents a process, combining the outcomes ofStep I and Step 2, that
can be used target areas for institutional development.

Step 3. Selecting Institutional Development Priorities

The priority ranking scores assigned to each of the key elements (Step I, Priority
Ranking Worksheet) together with the assigned institutional development scores (Step 2,
Progress Assessment Worksheet) provide the staff with an avenue for identifying target

~I
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areas for institutional capacity development. The selection process is performed by
plotting, for each key element, the institutional development score against the priority
ranking score. One way to plot the two scores is for staff members to prepare a card for
each key element and then place the cards in a two-dimensional space according to these
two scores. (The two-dimensional space to be used to plot the key elements can be seen
in the IDF-GIV toolkit workbook, worksheet labeled "Plot"). From this plot, staff
members are able to identifY a set of key elements that need their immediate attention.
For example, key elements that tend to have low institutional development scores and
high priority rankings would be given a top priority for strengthening while those, for
example, that are already well developed (i.e., high institutional development scores) and
of lesser priority (i.e., low priority ranking scores) would show little need for immediate
attention.

Step 4. Scoring and Monitoring Progress

Step 3, above, describes how your Project Office can identifY priorities for institutional
development. The Data Worksheet provides an avenue for recording the results of the
baseline assessment and follow-up institutional development assessments using the IDF­
GIV. The results of these regular assessments can be summarized using the graphic
display described briefly in Step 2. An example ofa cumulative graph of institutional
progress is shown on Figure 1 of the Renzi article. The graph is compiled from data
given by institutional capacity development assessments conducted as baseline and
throughout the life of the project. The data is recorded in the Data Worksheet.

The first and second column of the Data Worksheet identifies the Resource Component
and associated Key Element from the IDF. The third column identifies the weight for
each Key Element. The weight of a Key Element is the value that is assigned to that key
element during Step I (priority Assessment) and is recorded in the un-shaded spaces in
the Weight Column ofthe Data Worksheet. This number is used to calculate a weighted
score for each key element. The raw and weighted scores from the baseline and LOP
institutional capacity assessments are recorded in the remaining columns.

Raw Scores. The raw scores are the value assigned to each Key Element during Step 2
(progress Assessment). Each time an assessment of institutional development capacity is
conducted a Progress Worksheet is completed, evaluating each Key Element of the IDF­
GIV. The value that is assigned to the Key Element is referred to as a raw score and is
recorded in the shaded area of the column for each Key Element. The raw scores are the
scores used to calculate results for the GIV performance indicator for Objective I. (This
calculation is discussed below in the Calculating (Performance Monitoring Plan) PMP
Results Section.)

Weil2hted Scores. As discussed earlier, progress over time can be evaluated on a more
equitable basis by weighting the scores obtained on the Progress Assessment Worksheet
according to their assigned priority rankings. An example ofthis process is discussed in
the Renzi article in Section L, and illustrated in Figure 8, p.14.
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The weighted score is calculated by multiplying the raw score for a given Key Element
(i.e., the Progress Assessment score) by the assigned weight for that Key Element (i.e.,
the Priority Assessment score). The calculated weighted score is recorded in the un­
shaded area in the column for that Key Element directly under the corresponding raw
score. Weighted scores are calculated and recorded for each assessment process. (This
can be done either by hand or using Excel.) The weighted scores are automatically
entered into the table after the key element weight and obtained raw score are entered.
There is a column for entering raw and weighted scores for each assessment period
throughout the LOP. When the project is rigorous in maintaining current the data
worksheet staffwill be able to calculate (for any given period oftime) percentage of
improvement scores for individual key elements or will be able to calculate percentage of
improvement scores based on the Resource Component averages or based on totals for
the entire IDF-GIV.

Compiled Scores for Resource Components. The raw score averages2 for the Resource
Components are used to evaluate performance on the indicator to measure progress
toward achieving Objective 1. One row per Resource Component is provided for
entering the Resource Component averages for each assessment period. (You may do
this by hand or when entering your data using Excel, the averages are entered for you.)
The Resource Component averages are the scores used to evaluate progress on Objective
I of the PMP. On page 6 of the Data Worksheet is a table, Compiled Scores for
Resourced Components to be used for calculating the status of the Objective I
performance indicator.

Calculating PMP Results. The Resource Component averages are entered in the first nine
fields of the Compiled Scores Table. Following are six columns to enter the number and
percentage of items that fall in three score ranges: a) =>4; b) =>3; c) =>2.
Count and enter the number of Resource Component Averages that fall in each of these
categories. Ifusing the Excel Spreadsheet the percentages will be calculated
automatically. If completing the form by hand, then calculate the percentage by dividing
the number for each range by 9. The final two columns of this table allow you to answer
YES or NO regarding the status of the performance indicator. This is done by two
criteria, a midterm criteria and an EOP criteria. The midterm criteria is that at least 60
percent of the Resource Component averages are =>3 and the remaining are at least 2.
The EOP criteria is that at least 60 percent of the Resource Component averages are =>4
and the remaining are at least 3. In each row and for each assessment period enter YES
or NO given the results ofthe evaluation based on these two criteria

2 Averages are based on number ofkey elements per resource component (ranging from one to eight).
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country Site: Date of Revision:

C,I'lITERIiI FOREAc:lf~I'lClORES$IVE~rt-.5!§t!!1.oe\i.'OI1~".ntC,~~M.u~ll1} .... ... . ........

Resource Component Key Elements
Start-Up Development ExpanslonlConsolldatlon Sustalnablllty

Necessary steps for registering lIS an
Steps necessary for registering with tho

MANAGEMENT BODY Legal Recognition
official non-govenunent organization (or

government and donor agencies (e.g"
Filed with goverrunent and donors (e.g., Legal status eSUlblished with government

STRU('''TURE similar organization structure natiol\lllly
USAID) have begun, but not completed.

USAID), but yet to obto.in legal status. donors and accepted as on approved NGO.
defined) nre yet to be identified.

-------- .- _.._.__..

Project Director and Advisol)'
Role of Project Director and Advisol)' Project Director and Advisory Committee

Project Director and Advisol)'
Committee defined, but the specific role

Committee clearly defined, but few ofib for Project Office roles are clearly defined
Active Mllnlgement Bod)' Committee for project office only

ofProje<:t Director and Advisory
members are actively involved in and all members play an active rolo in

partially defined.
Committee unclear.

organizational management and organizational management and
development. development.

Shared vision for Project Office

Development or a Shued No agreed upon vision for Project Office
Organization-wide dialogue (e.g., focus established but executive management

Shared vision is represented in targetMISSION ~'TATEMENT Vilion (other than goal associated with OIV).
group di!cussions) begun to estllblish a and project staff are unclear IIbout how

development projecb to be proposed.shared vision for Project Office. this would translate into II project
portfolio.

Project Offiee is ablo to r03pond Project Office is Able to obtain funding to
In nddition to mnnagerial and financialProject Offico is implementing agent of interests of more than one donor and support il'\ program, in consultation with

AUTONOMY Advonc,.
ono donor. Project Director and Advisol}' the Project Director nod Advisol)'

nutonomy. the Project Office i! able to

Committee. Committee.
udvocate to govc:mment lUld private sector.

Progrnm directions und mnnagement
Stn{fmombenlMd representatives from

d«isions MO n'Ulde by Project Director,
Sta{fmembel'3 other than the Project the Advisol)' Committee meet on n Stl\n'memhers (including Project Director

l.F:Am:RSIIIP STYLE D.c1don.makJna Ind nt times with the consultation of one
Director nrc consuhed reglU'ding regulM buis to discuss program direction and nll:mbers or the Advisory

Communlnuon
other member ofthe Advisol)'

rnnnngement decisions, but U5\llllly to and rnnnngcment, but Projeet Director is Committee) mlU'e decisions reglltding

Committoo Md project stAff.
obtnin technicnl input only. ultimn.tely responsible for making program directions Md mllMgement.

decisions.

Adapted from RenZi, M. (1996) An Integrated TOOLKIT for Institutional Devo/opment Pub"c Admln/.trat/on and Dove/opment, Vol. 16/ 469-483, Management SYltemllnternational •
copyright pending
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••••• CR,ITERIAFoR;!:AcH::PROGFESS1VE:SrAGElTtie:.Dev.elo:pnierit:Contiriuum ....... •• . ..

Resource Component Key Elements start-Up Development ExpanslonlConsolldatlon Sustainablllty

Planning has not developed beyond Initial work plan has been developcd
Regular, systematic reviews ofthe work

Annulli and long-term plans lire revicwed
plnn are held among Proj«t Office staff

initial work plan for GIV and little further to provide 11 more deta.iled
and Advbory Commltteel, but

regulllrly in relation to overall mission of
PLANNING MlnlonlStnteglc: Overview consideration of budget WIIS taken into account of Year 1and is linked to

modifications of the plan or of the day-to
the Project Office and revisions in day-to.

account when developing initial work budget, but work plan is not reviewed on
day IIctivities are rarely made in response

day activities or in the pilm are often made
plan, a regular basis.

to the reviews.
as II result of such reviews.

Planning is top·down in orientation-
The pnrticipation ofProject Office staff Beneftciaries provide information for Beneficiaries and staffcontribute to

Plann!tll Flow in planning is widened with planning, but beneficiaries excluded planning decisi01lll along with Project
Proj«:t Director driven,

contributions to decision making. from decision making. Dir«tor and Adviso')' Committee.

MANAGEMENT
Admlnlftntlve Proc:eduru Few administrative procedures Administrative procedures increasingly Administrative manual in place, although Admini~trative manual updated as needed

SYSTEMS
(p.rronn.1 Syrt.ml, FII.

formalized. formalized, but no operating manual. not up. to·date or considered the "Bible". considered the arbiter ofprocedures,Syrtemr, Admlnbtntlon)

" ."

Proj«:t Office facili\lltes community group
fonnation with formal structures to include

Project Office draws on community broad crou_scction ofrelov.mt community
Preject Office involvll.ll the community Project Office drows on community leaders in planning. implcmenlntion Ill\d members (e.g., education community,

Pllr1lc:1pltory Manal.naent (Le., educatlen, private secter, leaden for ndvice nnd mobilization of evaluation events. Formal and informal privnte sector, religious community,
and Ext.mal Communlutlon development, religious community) only relevnnt community membeD. No communication mechllnisllU let up immediate and extended

Srltem. as recipients of the Project OtTtce's systematic involvement of community bctween Project Office, relevant family/communities oftrainees), Groups
progrAm. and program beneftciaries in piece. community members, and progrom participlltc fully in planning.

beneficiaries. implementing. and evalUlltion-
contributing cll.llh, mlltcrial, labor, and
managemenL

.-

Modest nmounts of slllff
Project Ollice periodicnlly reviews

communictlliOf\!. The emergence of Communications Me open and intcr-
Inlemlll CommunluUon. Poor intrlHI.mlT communications - lack. of

formal chnnneb for dialogue and hiernrc:hiclli. Fonnal nnd informal
conunulliclllion now to ensure fr~ flow of

SyrC.m. fOrmhl and infomllli channels. informl\lion through both fonnni nnd
decision mAking (such lIS smff chllMels cslllbilshod lU\d utilized.

infonnal chllnnels.
meetings).

.._"'".- - - -

PMP JMred with Advhot)' Commlttllll
Performlll\cc reviews nrc conducted on

Ongoing M&E .'Iystem functioning wilh
OMic Perfonnlll\co Mrmitoring Plnn lin annuli! hll.l~ with feedbllck provided
(PMP) exblfl, but PMf' hll~ not becn

nnd $pceilic proctl!l!le' for reviewing
fmm bcnolicillfies and dMII MIIly1.«1, yel

1\111 plifticipntioll nnd fcedbllck from
Inltltnl1fd M&I-;.'iy.l.nl f!r\)!VClln on II reguillf bn~i, lifo bcMlieilltltls /Ind jlCl1bnnallcc mcmitorin&

dwo<l with Atlvhory Committe! nor
e.,thbli~hed but nc) review, havc been

dfltwlnl'onnhtlon If()ffi reviow3 nucly
Inlofn\!ltll>n 1M u.~ed in progrllm plnnning

implementw,
Ichodulod to dllte.

efloet manllgement lind prll1Vllm planning
nnd nUlnllgoment ofProj«t Olliee,

ofProjcct omcc,

Adapted from Renzi, M, (19S8) An Jntegratod TOOLKJT for Jnatltutlona' Devolopmont PubJfc Admlnlatratlon pnd Devolopment, Vol.16, 469-483, MAnAgement Systems InternAtional ~

copyright pending
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. i. ....... CRITERIA'F.dR,EAC':',f'.ROGI:tESSiVE/STA.QE 1Th'e: DeveloDm'.hfdontlriuuill)' i i . ........ i ·.iii.·····.

Resource Component Key Elements Start·Up Development Expanslon/Consolldatlon Sustainablllty

Project office 0'1lanlzatlonal chart
Stafffunetions and lines of authority Me

All staffpositions Me filled and capacity
STAFFING SKILLS and Organizational chart exists and clearly clearly indicated on organization chart

DEVELOPMENT
Sklllr/Capaclty exists, but docsn't clcarly indicate

indicates functions. which is endorsed/supported by stan: but
exists to contract out for other trained

functions.
all staffing needs are not met.

people a$ appropriate/necessary.

.-

Starr Participation In Staffroles and responsibilities unclear Staffrole.~ better understood, but
Swrunderstand role in Project omce Staff increasingly able to shnpe the way in

MlInlllClmClnt and changeable. fragmented.
morc clearly and how to participate in which they participale in management of
management. Project Office.

._--_. "•.= .•

Staff possess some technical skills
In addition to having technical

Staffnot fully capable of providing skills
requircd of their positions, but stillll\ck

specialiution required of their positions,
required of their positions and few have

broader analytic,
staff posse.'1S broader analytic,

Staff recognized for excellence and
Starr Ellpertln

lU1)' background in gender issues and
communication/presentation,

communication, pre.'1entation, managerial
provide expertise and assistance 10 outside

programming.
management :Jkilb and fundraising nod

skills nod fundrrosing and Me wdl versed
organizations.

few have any background in gender
in gender issues and programming.

iuu es and programming.

---- -- -------- - --- ---- .•~~--~ _._-

No conscious human resource General dircction provided for staff Staff development needs IISsessment and
Professional development considered part

PrefCllJlonl1 DClvelopment
development strategy or practice. development. action plan exists, ofjob performance and staff development

plan ill implemented on schedule,

.._------_._--- ..... I· -"'-.-. _. _.. .-'- _...

Ponnal perfonnnnce nppraisal system
SWl'participate in objective settingJ1c.now

I'Clr1orman~e Appnlral
Little or no recognition of employee PenonnMce recognized infonnl\lIy, but

established, but skills developmcnt not
what is expected ofthem. skills

pcrfolTr'lMec. no fomu,1 mechanism.. exist.
included in perfonnance appraisal. devclopment is included in penonnnncc

apprnisfll.
I··· .. "'---~---~~-_. .

In recruitment, Project Office hM little
Consciousne.'IS and intcres~ incl'<lllScd, Projcct Ollice ex:prC55cs commitmcnt ~o Aetive recruitmenl of Project Office 8111.ff

Dlvtnll:y PolIC')' eonscioumeu ofimportMee of, or
interest in, divcnity.

but ,till no policy regarding diversity. diversifying stoffvia fortnlll policy. follows formal diversity policy.

Adapted from Renzi. M. (1996) An Inregroted TOOLKIT for Instltutlona' Development Public AdminIstration ond Devo/opment, Vo/.18, 489-483, Management system. International ..
copyright pending
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Resource component Key Elements Start-Up Development ExpanslonlConsolldatlon Sustainablllty

FINANCIAL Budcot Planning uud .. Budgets are not used as management
Budgets are developed for project Total expenditure is usually within 20% Budgets nrc integral part of project
activities, but nrc often over- or under· of budget, but actual activity often management and are adjusted as project

MANAGEMENf Man'cement Tools tools.
spent by more than 20%. diverges from budget predictions. implementation warrants.

Fil1tlncial records nrc incomplete and
Finmcial reports are clear and complete,

Reports nnd financial data system /lfe

Financial Health
difficult to understand. Project Office Finnncial reports arc clearor - usually

even as project portfolio becomes more
understandable and can be accessed easily

often needs to be prodded to produce timely, but still incomplete.
complex.

and efficiently. Reports are always timely
them. and accurate.

..- ,-._..',

No clear procedures exist for handling Financial controls ex.ist, but lack II
Ex.cellent cash controls for payables and

Cash Con1rols Improved financial control systems exist. receivables and established budget
payllbles and receivables. systematic procedure.

procedures.

-'-'''- ----- -------- -----
External audits (i.e., where audiu arc

Bxtcmailludiu are only rarely Extemal audiu are performed frequently, Extemililludiu are performed with a
Audits requestcd by donors according to national

performed. but not on a regular basis. regular and appropriate frequency.
custom) are not performed.

-- ~---~_.---~- .. ------- --".,.,.-.---- -~ ,-~-----_.,-------- .--~" ----,..- .._-~ ... -----

Funds /lfe not separated for different
Project funds nrc separated, but some Standard procedure is to avoid cross- All projcet fund~ nrc separated and

Co-mingling of Fundi temporary cross_project finllncing may project financing and most funds arc adequate controls exist to avoid cross-
projects within lhc program,

occur. separated. project financing.
1---- ..... -- .._- ...--- -,.. ------_.,'-_.--------_..,~

Fln.ndat SecUrity Financing comes from only one soutce.
Financing comes from multiple sources, No single sourco offunding provides No single source provides more than 40%
but 90% or moro from one source, more thAn 60% offunding. offunding.

-_._.. -_.._~--" ...- -_ ....-... .. ..

Project Oflico does not t'Ompete for new Project Ofiice irregularly competes for
Projcct omce regularly competes for Project Office regulnrly eompetes for new

"'undrablnl
grArlI& nnd projects. new gennts nnd projeeu.

new grnnU or projects, but with limited grnntll nnd projects lI1l.d achieves
succcss. Acceptable levels ofsuccess.

-- "',-----,-- .. ---

Project fundinS is in.,utlleien! to meet Fundinl; is nvnilnble to cover lIhort-tclrm
Funding ill available for short-term otlico All projccb have long·term funding plans

Fln.nthlilloh'tnt)'
Projcct OmCt opcrotioMI expenses. opcrntionnl expenses,

oXpol\.'es IIl1d medium-term funding nnd CUlTen! fund!. lifO ndequtlto to meet
strntegies exist long tonn opoflltionnl expenses.

Adnpted ffom Renzi, M. (1896) An Intogratod TOOLKIT (Qr InsCltuClonal Dovolopmont Public Admln/straClon and Oovo/opmont. Vot.16, 469-483. Mnnagement Systems Internatlonnl •
copyright pending
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Resource Component Key Elements Start-Up Development ExpanslonfConsolldatlon Sustainablllty

Project office is known in its own Project Office has developed some Project office and its work well known to
community, but does little to promote its lines of communication with private pUblic and systematic communications in

I'ARTNERJHIIPSI Recor;nltlon of the Project Project office little known outside the activities or broader sustainable sector, development community, and place. Organization engages relevant
PUBLIC REI..ATIONS omco range of its direct collaborators. development to private sector, relevant beneficiaries in community but community members in policy dialogue in

development community, or regular communication system.1 not in relation to development programs (e.g.,
beneficiaries. place. hiring young women).

Project office is located and directed Work still located in distant urban From the field project base, community From the field project base, community's
Ability to Work with uul from an urban center a long distance center, work is focused on fLeld, and input is solicited for key decisions. input is integrated into most management

Communltle. from the field, or is based on top-down projectonke is viewed as an ally ofthc Project office and efforts viewed lIS considerations. Project office viewed Ma
structure. community. service provided to community. community resource.

---- --- - ------~-.- . ----

Little or no communication exists
Progrnm for developing gender

Program for developing gender sen:~itivitysensitivity established and implemented
Promotion of Gender

between ProJecu office Director, Program for developing gender
for communities in and around training

estllblished and implemented for

A_ren,,_ Advisory Committee, or Project Office sensitivity e:ltnblished for communities
program.'l and strategy for outreach

communities in and around training
slaff and other communitiC3 on gender in and around trftining programs.

beyond communities oftraining
progranu and for communities outside of

development iuuos. ilutitutions established.
those surrounding training institutions.

-"....._---- -....-. .-.----

Project Office works with internatioMI

Ability to Work 'l'lith
Project OlTtco does not have experience Projcct Office increasingly known by or locnl development organiutions, and Project Office plays leadmhip role in
working with. other NODs, Not known development community, bUl hlL'llittle participntes in NOD networks, but hn.s promoting NOD cOlllitions or projects and

I)evelopnllnt Putnefl
by devolopment community. experience willi collaboration. not played II leadership role in promoting supports other NOOs.

NOO coalitions l\tld projects.

Adapted from Renzi, M. (19961 An Integrated TOOL.KIT (or fnllllUllonal Oove/opment PUblic Admlnlslrallon and Oeve/opment, Vol.18, 489·463, Management Syttemslnternntlonal ~

copyright pending



PRIORITY RANKING WORKSHEET (step 1)

PROJECT OFFICE:, _

DATE: _

Page 1 of 3

q

.....

••••••••••••••••••••••

I··•.•••• i(y. / ........../ n.i< 9~(3At'ilP'oT!QJ\lAl.i>Bl9RIT!I;S ..• »i'. ./ Xx

Iii. .. <'i ii' ..... <i ................ X ..< ·· ...·ix ......·i )Ic ....•.. Not Significant, Priorit Crucial Makes or ii'Significant not Priority Y Breaks ·· ..·.··i
.i .•• 'I <.•.•.••••..• i«i ii .·<>i.C . ..'liiiO ,'/ 112< I.:r> 1< '. 4 ...•.•.

•••
.... ii ...

Legal Recognition
MANAGEMENT BODY

I .........- +. ..n.__
STRUCTURE

Active Management Body

MISSiON STATEMENT
Development of a Shared

Vision

AUTONOMY Advocacy

LEADERSHIP STYLE
Oeclslon Making and

Communication

MI••lon/Strateglc Overview

PLANNING ....._.._.~--- _.

Planning Flow

AdmInistrative Procedures

I ""'-'-'--

Participatory Mllnagement and
I!xttrnal Communication

MANAOI!MI!NT Syfl.tms
SYSTEMS .. . _ . .......---- -- --

Internal Communlcalton
Syttemt:

"----- _.-----

Inl.gl'llttd MAl! System

...._--_.. -_. -_._.- ~ ... _._ ...

Adapted from RenzI, M.(1B9I1 An Inteurated TOOLKlTforlnultutlonaf Dove/opment Public Administration and Dovo/opmont, VoI,16, 489·483. M,.,nAgcmcnt Sy=tem= International·
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b8

1< ii •...Iii
. ... ..... i<.. ..•....• < i 9B9Ai'JIZ!\1;IONAi,:!'BIPBI1;,Ell i ...iiiIi i.···· i····<·· ...•• \ i.

iii .•••• ••... 1 ..... <.•....••.••••.••••••••• Not Significant, Priority Crucial Ma~es or Iii .••..•. •••• •••• ·•••·.·<iiI Significant not Priority Breaks .. •....•..<

I •..•. { <J < •••.. I· .. iiiii liiii··. < .•....•• ··.ii<() l<i1i 21~i i «4
Skills/Capacity

.•._._..._...._...__._-----_._-"- _._...

Starr Participation In
Manag.ment

Staff Expertise

STAFFING SI<IL.t.S "'"l:!
DEVELOPMENT

Professional Development

----------- -----_.__._._-----~---

Performance Appraisal

------------- _.~
---_._-_._,- _._. __._-~._--_._ ..

Dlveralty Policy

FINANCIAL Budget Planning used 8'
MANAOeMI!!NT Managomtnt Tool

._~--- --_._- ...•.. ---_.-

Financial Health

Cash Controls

Audits

Co-mingling of P'und.

IIlnantlal Socurlty

lIundral.lng
.. ._.....•._-_.. .......... . ...• _,. __.._.

FinancIal Solvoncy

Adapted from RenZI, M.111'81 An fnterJflltod TOOLKJT fOfJnJtltutlomlf Dovo/opmonr Publ1c AdmfnJ:ttratJon and Dovo/opmont, Vol. 18, 489·483. Management Systems International ~
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ORGANIZATIONACPRIORiTIES·

PRIORITY RANKING WORKSHEET (step 1)

Recognition of Organization
by Public

Ability to Work with Local
Communltlts

PARTNERSHIPSJ
PUBLIC RELATIONS

Promotion of Oender
Awarenns

Ability to Work with
Development Partners

~/

Priority Crucial Ma~es or
Breaks

4

Page 3 of 3

Adapted from Renzi. M. (Hl981 An Int(tOfaled TOOLKITforfmtUutlonaf Ottve/opment Public AdmInistration and Devo/opmen" Vol. 1IS, 469.483. Management Systems International.
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PROGRESS ASSESSMENT WORKSHEET (Step 2)
OFFICE: _

DATE:. PROJECTYEAR. _

Page10f2

iiL i .·i.·..····.·········.···.····· ....... .i .. DEVELOPMENT CONTINUUM....

...•. .'"~
Expanslon/

........ " Start-Up Development Consolidation Sustainability

Iii ... 1 2 3 4
...... . 1.00 1.50 2.00 2.50 3.00 3.50 4.00 4.50

MANAGEMENT BODY
Legal Recognttion

STRUCTURE

Active Management Body

MISSION STATEMENT
Development of a Shared

Vision

AUTONOMY Advocacy

LEADERSHIP STYLE
DecIsion Making and

Communication

Mission/Strategic Overview I,
PLANNING

Planning Flow I
, i
.

Administrative Procedures ,
i II

I i
,

Participatory Management
and External Communication

MANAGEMENT Systems i iSYSTEMS
Internal Communication

Systems , ,

i
,

I Integrated M&E System I
,

ISkillsiCapactty
I

Staff Participation in I
Management I I

I

STAFFING SKILLS and
Staff Expertise

DEVELOPMENT
Professional Development

i ~
Performance AppraIsal i

I
!

I
,

Diverstty Policy ! I

Adapted from M. Renzi (1996) An Integrated TOOLKlTfor InsritutJonat DeVelopment Public Administration and Developmen~
Vo/.16,469-483. Management Systems International­
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""" ' .. "'.' I ""'",...,.,.", ... '....,......, .... ,' ...... ,.,' DEVELOPMENT CONTINUUM,.•.".}' ..•...•,.'.•..... I
' ...

I}' ,,,;, Expansion!

IrF~' c- .}, ."., .. Start-Up Development Consolidation Sustainability

I> I.··. 1 2 3 4

I.'.i' •• '··.·'•••. i .." .•· .. ,... , .....,/ ... .,,'. ".' 1;00 1.50 2.00 2.50 3.00 3.50 4.00 4.50

Budget Planning used as
Management Tool

Financial Health

Cash Controls

FINANCIAL
AudMs

MANAGEMENT
Co-mingllng of Funds I

Financlal Security

Fundraising

Financial Solvency ,

Recognition of Organization

Iby Public

Ability to Work with Local I ,

PARTNERSHIPSI Communities

PUBUC RELATIONS
Promotion of Gender

Awareness
,

IAbility to Work with
,

IDevelopment Partners

Adapted from M. Renzi (1996) An Integrated TOOLKIT for Institutional Development Pubic Administration andDevelopmen~
Vol.16, 469483. Manag emen! Systems Intemallonal· I "2­
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Graph of Institutional Development Scores (STEP 2.1)

DEVELOPMENT CONTINUUM
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,

! ,
LEADERSHIP STYlE Decision Making and Communication I ! ! I !

Mission/Strategic OvelView , I ,
IPLANNING

I
,
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Administrative Procedures I I I ! !
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I I
,

I
i , I
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i
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,
!

I

Staff Participation in Management ! I I Ii ,

,

STAFFING SKILLS and Staff Expertfse
.

,
DEVELOPMENT ,
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I I iPerformance Appraisal !
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! II ,

Cash Controls i I I !, !

I ! ,
I

,
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FINANCIAL MANAGEMENT
,

Co-mingling of Funds
I j

'.i , I !,
I

, I
Financial Security I

!
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Fundraising i i I
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j I
, I

.'Financial Solvency
,
I ,

I
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Selecting InstitutIonal Development Targets
(STEP 3)

4.5 1 I I I I I I I I I I I I I I I I I

f--I I I I I I " I I I I I I I I 1---1

Progress 4.01 I I I I I I------+-----~
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IDF DATA WORKSHEET (STEP 4)

PROJECT OFFICE:, _

DATE.: _

Page 1 of6

Mld-Yr2 I End-Yr2 I Mld-Yr3 I End-Yr3 I Mld-Yr4 I End-Yr4 I Mld-YrS I End-YrS

0.00

0,00

0.00

0.00

0.00

0.00

0.00

0.00

BaselineWeight

Development of a
Shared Vision

.. ,:,:;.:.:,;",>"" .;:,::.:

RESOURCE
COMPONENT

AUTONOMY

Legal Recognition r""'w«<~<M'''''''>1 1 1 I 1 1 'I 1 1 I

MiSSiON STATEMENT

MANAGEMENT BODY I I t I I

STRUCTURE I ~]WiWt(1lliWt:" 1'1. .+>:.
Active Management 1@~1!jj.® '" I II Ii·Iii I II

B_ I I I I
0.00

illl~~fa~llillrjf,r~llrlttllll tJ"

111~1111!1:'~Jlllfl~I~1
i i

,if.f Adapted from Renzi, M, (19981 An Integreted TOOLKIT for Instltutlonel Development Public AdmInIstratIon and Development, Vol.18, 489-483. Management System. International.
copyright pending



(OF DATA WORKSHEET (STEP 4)

RESOURCE
COMPONENT '. .rev

Weight Baseline I Mld-Yr2 I End-Yr2 I Mld-Yr3 I End-Yr3 I Mld-Yr4 I End-Yr4 I Mld-Yr5 I End-Yr5

Page 2 or6

~~:~~~l1#~~~.
:::··:::;:::::tt:::=:APe:~·

Mission/Strategic f<~t:~ii$::~\~,-::,£H~~j~ij£ii~~t~J4:;;------+----+----t-----t-----j------'"II----"i-----+----i
Overview

0.00

0.00

PLANNING

Planning Flow
'.~ '~~llilftl:
:.Wl:::,w~#k¥~:

----r

illll·;~illljli;ll'~llj(tll("'JJj'~lllj~1 0.00r....--I---,.....,.........+-........=F--+........+~+ ........_I=~=l
Administrative

Procedures

'~;~III,

MANAGEMENT
SYSTEMS

Participatory
Management and

External
Communication

Systems

Internal
Communlcalton

Systems

':~: .11

0.00

0.00

0.00

~~ :~q~I:::;;:

c----L-Integreted M&E
System

,
{(M :;:~~~~~~~:~l~mfgl~.~ri~t~~f!::,":'. J.?7~· @

0.00

0.00

~~ Adapted from Renzi, M. (1996) An Integrated TOOLKIT (or Institutional Development Public Administration and Development, Vol.16, 469·483. Management Systems International ..
copyright pending
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0.00

0.00

0.00

0.00

0.00

0.00

Baseline I Mld-Yr2 I End-Yr2 I Mld-Yr3 I End-Yr3 I Mld-Yr4 I End-Yr4 I Mld-Yr5 I End-Yr5

•.••. ...1 1.·..------..,.··-.

Weight

Performance
Appraisal

Professional
Development

Stall Expertise

Skills/Capacity

Diversity Policy

Stall Participation In
Management

STAFFINO SKILLS and
DEVELOPMENT

!~~lltlll~i~llf~I!lIIIIl.

IDF DATA WORKSHEET (STEP 4)

i '>:)'::',::::\",l:/;'::<.,'::'i:,'/< :1

C~E~~~:~;T

~ Adapted from Renzi, M. (1996) An Integreted TOOLKIT lor Inatltutlonel Development Public Administration and Development, Vo/.16, 469·483. Management Sy.tem.lnternatlonal-
copyright pending



(OF DATA WORKSHEET (STEP 4)

l{ESOUl{CE; Weight
COMPONENT

Baseline Mld-Yr2 End-Yr2 I Mld-Yr3 ( End-Yr3 ( Mld-Yr4 I End-Yr4 I Mld-Yr5 ( End-Yr5

Page4of6

0.00

l~~~m~fi~~:
BUdget Planning ·!~!f.mruMh#

used as flli:';'~~:"~"~;&"'&"~'~'&'"'~~@~:-:'~&'::-:4'------If-...:.---1-----t-----t----+----+----t-----t-----i
Management Tool

Financial Health

0.00

Cash Controls

0.00

Audits

FINANCIAL
MANAGEMENT

0.00

CO~I;~~1;9of -.111 ,I . I I·· I I I· I I-I
0.00

0.00

IIIIFundralslng

~;I'I"~'~%:tjT

Financial Security ~.:\f:;';.::.~::~:;fW:1:i!l:,:t=~~=j=--t---t---+---t-==~===r==Jt==j
0.00

0.00
Financial Solvency r""'''"'''"'1illJI~~_;-t---t---+---~----1~---~---t---l---J

!i:01I0Aq'fl~lf~i~~iiijM'ik~'iWi!!:Ujii ~,•••''''1 000
:j{nH?if0AkT@}l~%b@J0i!):iiM!d)j~2\,d}~:;{i,D:1XffW.~. I I I I I

7/ Adapted from Renzi, M. (1996) An Integratftd TOOLKIT for In:JtJtutlom.' Devo/opment Public AdminIstration and Development, VOI.16, 469~483. Management Systems International ­
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IDF DATA WORKSHEET (STEP 4)
i i

RESOURCE
COMPoNl':f':JT

Recognition of
Organization by

Public

Ability to work with
Local Communities

PARTNERSHIPSI
PUBLIC RELATiONS 11---

Promotion of
Gender Awareness

Ability to Work with
Development

Partners

Weight Baseline

0.00

0.00

0.00

0.00

Mld-Yr2 I End-Yr2 I Mld-Yr3 I End-Yr3 I Mld-Yr4 I End-Yr4 I Mld-YrS I End-YrS

PageS of6
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IDF DATA WORKSHEET (STEP 4)

I. •...... .. .........<. COMPILED SCORES FOR RESOURCE COMPONENTS

.•·~k$Q\lRC;l:¢~N1~PNl:NT

Page 6 of6

Baseline
I

Management s-;'dy Structure--- -r . -_.......

0.00
---_.,-~_ .....,.~

Mission Statement I 0.00
~_._---

Autonomy 0.00
---~-

Leadership Style I 0.00
.--_....._~~

Planning I 0.00
-_.'" - -----'._--.---

Management Systems I 0.00
----_.- -_.,--_....-

Staffing Skills and Development I 0.00
~--_. __.~-~---,. __._-

Financial Management I 0.00
._---------~--_.,._---

Partnerships/Public Relations I 0.00

Mld-Yr2 I End-Yr2 I Mld-Yr3 I End-Yr3 I Mld-Yr4 I End-Yr4 I Mld-YrS I End-YrS

---,,-1 I 1 I 1 1 I

0.00%

0.00%

0.00%

0.00%

Midterm Crlt""ill_Met?' (YES or NO)

EOP Criteria Met?..jYES or NO).

'Midterm Criteria: 60% of component averages are -> than 3 and the remaining 40% are at least 2.
"EOP Criteria: 60% of component averages are -> 4 and remaining 40% at least 3.

7..3 Adapted from Renzi, M. (1996) An Integrated TOOL.KIT (Of Instltutlona' Devo/opmont PUblic Administration and Development, Val.16, 489..483. Management Systems International·
copyright pending



Salesian Mission OffIce of International Programs: Institutional Development Framework Page 1 of 5

71'

Organizational Unit: Salesian Mission Office of International Proarams (SMOIP) Date of Revision:

···.····II ...•.......•..•••• Oiite(IMo(E~",h P(oilie~~!'ieStag~(I@I:l~"eIdi1rrientCohtihuurri) ... .... ..... I ••••••

Key Elements
Start·Up Development Expansion/Consolidation Sustalnability

Resource Component

Though registered with USG
Steps neccSlInry for registering with one

Legal Recognition by non- orglU\izations, necessary steps for Steps necessary for registering with non
non-USG donor completed, submitted

Legal status established with one: non-
USG In.tltutlonal donors registering with non-USG institutional usa donors being explored.

and under review.
USG institutional donors.

donors arc yet to be identified.
---~- ------- --- ---~- - - --- ---- "_... --_._-----,_.._._~. ----

MANAGEMENT BODY With a few ex:ceptions SMOIP has not
Provincial Council, with the endorsementSTRUCTURE developed its role as a resource for SMOIP has increased the awareness of Provincial Councils recognize SMOIP
orRome, support SMOIP in providingalISisting Salesian Societies design Salesian Provincial Councils of ita a,<1 a resource to help Salesian Societies

Ac:t1ve Support or SMOIP programs and submissions to donors nor technioal expertise for designing design programs and compete for fund~,
technioal assistanco to Salesian Societies

Outreach by Saleshms
is it recognized by the Provinoial programs and for competing and provides travel funding for this and facilitates both travel funw and

Counoils to be a technioal service successfully for grants and contraots. purpose. leverage funds to meet counterpart

provider. compliance.

No agreed upon vision for SMOIP
SMOIP dialogue (e.g., foous group

Shared vision for SMOIP established

MISSION STATEMENT
Development or. Shared (Salesian Mission Office for

discussions) begun to establish a shared
but ex:coutive management staff arc Shared vision is represented in

Vision International Programs) with regard to unolear about how this would translate development projects to be proposed.
lcadership in development.

vl8lon.
into n project portfolio.

SMOlP is implcmenting ogent ofone SMOIP is able to respond to thc SMOIP ill able to obtain funding to In llddition to mlUlogcrinl and finanoial
AUTONOMY Advocacy

donor. interests ofmore than one donor. support its program. autonomy, SMOlP is able to ndvocnte to
government and private sector.

Progrnm directions nnd management
Eltcoutive Director oco8!lionally SMOIP staff member'll other thnn the Staffmembcra meet on II regulur bllllill to

DeeblDll-mlSdng Ind consults with one oUler Iltnffmember in Director ore consulted I'CIgarding discUS! progrnm. direQtion Ilnd
LEADlm.smp STVLE CommunlC:IUOII

deoisions~ made by Executive
milking program IUld mOnllgement mnnllgc:ment deoisions, but U.'UIIUy 10 nUlnllgement, but Director is ultimotolyDireotor.
dcoisions. obtain teohnical input only. responsiblc for milking decisions.

Adapted from Renzi, M. (1996) An Integrated TOOLKIT for In:Jtltutional Development, Public Admlnlatratlon and Development, Vol. 16,469·483, Management Systems International ..
copyright pending
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7.s-

ii ... Cr.ltefla:,fo't:'EachPibdre~$IV'e;:St®'e::'The;;OeVel(),brr1,elifC:ontlritiumt,::,. i'ii ...., . .,...,, .ii

Resource Component Key Elements
Start-up Development ExpanslonfConsolldation Sustainability

Initial work plan has been developed
Regular, systematio reviews of the work

Annual and long-tonn strategic plans are
plan nrc held among SMOlP staff and

Mission/Strategic Overview
Planning has not been developed further to provide a more detailed

members of the executive management
reviewed regularly in relation to overall

beyond individual projeot work plans. account of Year 1 and is linked to
staff, but modifiontioJUl of the plan arc mission of SMOJP and revisions the plan

budget.
rarely made in response to the reviews.

ore often made 811 a result of such reviews.

PLANNING

Beneficiaries (i.e., Salesian societies, Beneficiaries (i.e., Salesian sooieties,

PlaMing is top-down in orientation·
The participation of SMOIP staff in 10001 PVO's, host govemmenL~, donors) local PVO's, host governments, donon)

Planning Flow
Executive Direotor driven.

planning is widened with contributions provide information for planning, but and SMOIP staff contribute to plaMing
to deoision making. beneficiaries excluded from deoision deoisions along with executive

making. management staff.

Admlnldratlve Procedures Few SMOIP administrative prooedures Administrative procedures increasingly
Administrative manual in place,

Administrative manual updated a.~ needed
(pc:nonnel Systems, File although not up.to·date or cOnllidered
SyJten\l, Administration) formalized. formalized, but no operating manual.

the "Bible".
• cOlUlidered the arbiter of procedures.

- 1"- . .."

SMOJP draws on Salesian leaden for
SMOlP draw. on Salesian lenden in

advice and mobilizntion of relevant
pll\tUl.ing, implementation and

SuleRion missions pnrtioipate fully in
PlrtlclPlitOry Management SMOIP involves Salcsinn missions

Salcsian Society members. Systematio
evaluation events. Formal and jnfonnal

planning, implemcnting, and evaluation
find Extenl.l Conununltatlon around the world only a.ll reoipients of involvement of Salesian Societies lind

communication meohanisms set up
eventll. Communication mechanisms

Systems the SMOIP's program. progrnm benefioinnes ill yet to be
between SMOIP, relevant Salcsian

utilized.
established.

Society membenl, and program

MANAGEMENT
bencfieiaries.

SY~'TEMS

Moded nmount8 ofstAff
Orgnniz1l1ion periodicnlly reviews

Interllal COlllnlunlc.Uonl Poor intrn-,tnffcommuniontions • laok
cornmunioatiol\ll. The emergenoe of Communioatiol\ll nrc open and inter.

communioation flow to ensure free flow
Sylten'l offonnlllllnd infonnul ohnnncil.

fonnni ChllMcI. for dialogue and hierorohioal. Fonnal und infonnni
of information through both fonnllllU\d

del,li.ion moking (suoh lUI staff ohnMcls cstablished and utilized.
informlll ohannels.

meclingJI).

PcnomliUlce reviews wing tJle IDJ~·

PMP nnd specifio proce8Jlell for GlV IIro oonducted on II bi·lll1nulil b/lSis Ongoing M&E lIy.lcm funotionilll:l with
Perfomlllncc Monitoring Pilln (PMP) reviewing inslitlltionlll development with feedbuck provided through full pllrticiplltioll lind fccdbllck from stun'

IlIh.'l;r"tl,ll.l M&& Sy_tlllll 11lIing the IDP·CiIV for SMOJP progreM u,ing thoIDF·OIV llro qUlllihltivOlllld (llIlllitlitive dllll! rtlvicw8, lind pc:rl'onnllllee moniloring in(tlmilitioll
0flOrllliol\8 "lISllot heen developed. ellttlbli.hcd bllt no reviews have heen yd Jlltu/infonnntion ji'on\ rovicw8 i. used in progrllffl plllnning lind

IIcheduled to dl\tc. rllrely effeot mOllogcmont lmd prDgrllffi mllnllgemcnl.
phlMinS·

Adapted from Renzi, M. (1996) An Integrated TOOLKIT for Institutional Deve/opmont, Public Administration and Development, Vol. 16, 469-483, Management Sy.temslnternatlonal •
copyright pending
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....... ............ .......... Crlt"ria.f(jt Eaeljp!ogrEi••iVEiSI..g"(1'@O"VeloproEititC"iiUtiuuro).•• • ........... ......... ...... ·.·.· .. ii·. . .....
Resource Component Key Elements

Start-Up Development ExpanslonfConsolldatlon Sustainability

Staff functions and lines of authority nre
All staff positions are filled and capaoity

Organizational chart exists, but doesn't Organizational chart exists and clearly olearly indicnted on organization chart
Skills/Capacity

clearly indicate functions. indioates functions. which is endorsed/supported by staff,
exists to contract out for other trained

but staffing needs arc not all met.
people as appropriatc/neocS3ary.

Staff roles and respomibilitics uncloar Staff roles better understood, but
Staffunderstand role in SMOIP more Staff inoreasingly nblc to shape the way

SlarrPat1lc1pation In clearly and how to partioipate in in whioh they partioipate in program
Management and ohangeable. fragmented,

program operations. operations.

.. '0"'-

StatTpossess some teohnioalskills In addition to having teohnioal
SMOIP staffnot fully oapable of required of their positions, but still tack specialization required of their Staff reoognized foc ex-cellence and

Stll.rrExpertbe providing skills required of their broader annlytie, positions, staff pouellS broader analytio, provide ex-pertise to Salesian MillsiolUl
positions. oommunication/presentation, communication, presentation, and other organizations.

STAFFING SKILLS AND management skills and fUndraising. managerial skills and fUndraising.

DEVELOPMENT
~- . ~~~----_.~-~---"-"- - ._-~----

_.

No consoious human resource General direction provided for staff StntT development needs assessment and Profcssional developmcnt considered part
Prort'SJlonlll DevCllopment

development strategy oc practice. development. nction pirm exists. ofjob perfolmllnce llnd staffdevelopment
ptan ill implemented on lIchedule.

'.'..'---, .. ..-

Formal perfonnance appraisalsYlltem
SMOJP staff participate in objective

Per(om,lncc Appralsftl
Little or no recognition of employee Performance;: reoognized informally, but

established, but skills dovelopment not
settinglknow what is ex-peoled of them.

performance. no fonnat mechanisms ex-ist.
included in perfonnanoo appraisal.

Skills development is inoluded in
performance appraisal.

.-- ..- ._--~~-, .

In recruitment procelI3, organization hall
ConsciOllmess nnd interest inerensed, OrgllnizlItion e:<presse!l commitment to Activc recruitment of SMOIP stuff

D1venlty 1·011(')' lillie eOMcioU8ness ofimportllncc of, or but still no policy rcgnrding divetllity. diversifying stuff viII fonnal policy. following fcnnni divcnsily policy,
illtcresl in, divenily.

Adapted from Renzi, M. (1998) An Inteoratod TOOLKIT for Institutional Development, Public Administration and Development, Vol. 16,469-483, Management Systema International ~

copyright pending
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i Ci'itetia'f6t'each::Plo'g're:$slv~i:sta(i.e:'(Th,e::DeVeloJ:lrri'entcontlniiuri'1)::';" ':'::'::, i : .... ..... iii

Resource Component Key Elements
Start.Up Development Expansion/Consolidation Sustainabllity

Budget Planning used SIS Budgets are not used 8ll management
Budgets arc developed for project Total expenditure is UlIually within 20% Budgets are integral part of project
activities, but arc often over~ or under- of budget, but aotual aotivity often management and arc adjusted as projectManagement Tool tools.
spent by more than 20%. diverges from budget predictiom. implementation warrants.

Financial reoords arc incomplete and Financial reports are clear and Reports and financinl data system arc

Financial Health difficult to understand. Prodding is
Financial reports are clearer ~ usually

complete, even as project portfolio understandable and oan be accessed easily

often needed to produce them.
timely. but still incomplete.

becomes more complex. and effioiently. Reports arc always
timely and accurate.

--- --- - -~ ...._._--_.- _..-

No clear procedures exist for handling Financial controls exist, but lack n Improved financial oontrol systems
Exoellent cash controls for payables and

Cash Controb receivables and established budgetpayables and receivable.~. systematic procedure. exist.
prooedures.

.----- .-~- - ----_._-- .--.-- ---- .---- 1-····- - __-_0.._-- ---" ---... -------

External audiu (i.e., where audits arc
External audits nrc only rarely External audiu arc perfonned External audits arc perfonned with aAudits requested by donors acoording to
performed frequently, but not on a regull\r basis. regular and appropriate frequenoy.

FINANCIAL
national oustom) lire not perfonned.

MANAGKMKN'l' -- ....- -- ---- - --_..- ,--.. - --...._--,,,-----

Project funds arc not separated for
Projeot funds arc separated, but some Standard procedure is 10 avoid cross- All project funds arc separated and

Co-mingling or Fund, temporary cross-projeot finanoing may project finanoing and most funds nrc adequate controls exist to avoid oros:l~
different projecta within the program.

oocllr. separated. project financing.
---_...... ,...- -"" -------,--..._--~_."

Flnancl.1 Stlcurlty
SMOIP finanoing comCll from only one Financing comes from mulliple sources, No single SOutee of funding provides No single source provides more than 40%
1I0urOO. but 90% or more from one sOUrce. more than 60% offunding. of funding.

_..._--,-- ." ----..... .- --'" ......_-

SMOIP does not compete for new SMOIP irrcgullU'ly competell for ncw SMOIP regularly competes for new SMOJP regulnrly competes for llCiW

Fundtlllsing grnnlll or projccu, but with limitcd grunta or projects nod obtniRll aoceptnblcgrllontlJ or projccb. grants lind projcctll.
llUCCCM, levelllofllUcocss.

.._.....__ ....__._-----

Project funding i~ il\llUfficient to meet Funding illllvuilnbio to \lover IIllClr1-!cnu Funding ill IlVllilnbte fot III1t1rt-tcml lind
Funding for bnllic opcrilliolt'l nrc

Jtlnnndni Solvent)' gUlItnntccd for flcriodll bcyond the life ofSMOIl> operntins llxpcme8, CXflcIUC~ only. medium·tcoo operllting cxpenlle8,
individulil project!!,

Adapted from Renzi, M. (1996) An Integrated TOOLKIT for Instltut/ona/ Development, PubJJc Admlnlstrat/on and Development, Vol. 10,469·483, Management Syatema International.
copyright pending
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~3":,; ,:;/t~J2:L9Il~~E~~}ofEach::Pt'~g~$$lij~·S·ta{J'e::1The::Oev~J~m~!ifC£iTIlli~:um): ',::; .> .••• >/

Resource Component Key Elements
Start-Up Development ExpanslonlConsolldation SustalnablJlty

SMOIP lIali developed limited lines of
SMOIP and its work is well known to

SMOIP little knov.n outside the fange SMOIP is known to Salesian Societies, communication with private /lcctor,
public and systematic communications in

Recognition or Organization
of its direct collaborators. but docs little to promote its activities. development community, but regular place. Organization engages relevant

oommunioation systems not in place.
community members in polioy dialogue in
relation to development programs.

_._.._-

SMOIP is reoognized by some Salesian
SMOIP is recognized by most Salesian

SMOIP is recognized by most Salesian
Societies as a leader in gender

Sooieties as a leader in gender
Societies 88 a leader in gender

development and requests ore made by
SMOIP is not recognized by Salesian

development. though, with the
Salesian Sooieties for SMOIP's

development llfId requests are made by
Pi\RTNERSHlPSI Promotion orGender exoeption of the GIV related aotivities, Salesian Sooieties for SMOIP's technical

PUBLIC RELATIONS Awareneu
Sooieties 88 a leader in gender

few requests have been made by
teehnioal assistanoe in the area of

assilltunce in the area of gender
development.

Salesian Societies to SMOIP to provide
gender development progranuning.

development progranuning. SMOIP has
technioal assistance in the area of

However, SMOIP hu not developed
developed formal strategies for

gender development programming.
formalized a strategy for effeotively

effeotively responding to these requests.
responding to these requesta.

_."- . --------

SMOIP works with international or

Ability to Work with
SMOJP does not have experience SMOIP inofCusingly known by 10001 development orgunizatiom, and SMOIP plays leudefllhip role in
working with other PVO,. Not known development community, but hils little participates in PVO networks. but hll!l promoting pVO cOllliliom: or projeots an

Development Partners
by development community. experience with collaboration. not played II leadership role in supports olher PVOs.

promoting PVO coalitions and projects.

Adapted from Renzi. M. (1998) An Intograted TOOLKIT forlnatltutlonal Development, Public Admlnlatratlon and Deve/opmen~Vol. 18,469·483, Management System. International ..
"nnul'l",h...__1<11__



PRIORITY RANKING WORKSHEET

Salesian Mlsslons/Arlington' _

DATE:, _

Page 1 of3

/1

·u i.·' Ii '.. ..• PRQi\.NIZATIPNAI..I'Rl9Rrnl:$ .··.·i<

lui

.. ......... ..... ····iii
,;'=.", '6~Ci< .·.··..·..··.. i.. ·i.·.... ·.·>·i« Not Slg nlficant, Makes or > ••••••••

Significant not Priority
Priority Crucial

Breaks i •.••• >
.~.'.> '~·...····.·.•.····....• ).·>ii.......[>0>. 1/<1'.""· '.• ·2» 1>3.'> ...... i>.4/ Iii '.' .' > ... , .·.i· .·,.U> .•••.

Legal Recognition
MANAGEMENT BODY ..._-_..._---- -----_.•.." .--.

STRUCTURE
Active Managemont Body

MiSSiON STATEMENT
Development of a Shared

Vision

AUTONOMY Advocacy

LEADERSHIP STYLI!! Ceclslon Making and
Communication

MlsslonlStratoglc Overview

PLANNING -_......." ~. .... _--- -_." _.-- ----

Planning Flow

Administrative Procodures

_""O'C_·· --,. .---- '--'-'-"-'"'".- ",,--

Participatory Management and
external Communication

MANAGeMeNT Syst.m.
SYST!MS .•

Internal Commun'calton
Sy.tem.

~ '- ----~,~"--._------ ~

Integrated M&! Systom

.-.--- ."-

Adl'ptod from RonJ:l, M,line) An Intogrllrod TOOLKIT for fnu/tutfonltl Dove/opmonl Public Admlnlatretlon end Dovo/opmont, Vol. 18, 489·483. Management SYlStema International.

copyright pending



PRIORITY RANKING WORKSHEET

ORGANIZA~IONAL PRIORITIES

Priority Crucial

Page 2 of 3

I . .... I I ... I I

I 1-- 1 +-..--.-....-

.......+. ... I .

I I·····

----+···········_-1-----·_········/·····_·····_-·····1-----_.._.._.--.- I

. __.1_ . ""..~.""L"_".__ I _.,_ .._.J. .__m'.~_" m ....'_._.,_"_~_ I

.?~ Adilptod Irom Renzi, M, 1inS) Anlnrflrlfittod TOOLKITforln.rltut/ona! Devo/opment Public AdmInIstration and Development, Vol. 18, 469-483. Management Sy:Jtems International ~

copyright pencllng



ORGANI2;ATIONALPRIORITIES .

PRIORITY RANKING WORKSHEET

RESOURCE
COMPONENT

Ability to Work with
Dovelopment Partners

YI

Priority Crucial

Page 3 of3

Aditpted from Ranzl, M, 118161 An JntofilfjJrod TOOLKlTforln.tltut/omtf Dovo/opment Public Admlnl,tratlon and Dovo/opmont, Vol.1B, 489·483, Management SyAtom::J International.

copyright pending



PROGRESS ASSESSMENT WORKSHEET

Salesian Missions/Arlington

DATE:~ PROJECTYEAR'-- _

Page10f2

li<,iii·· ..... ...... "............... . .. DEVELOPMENT CONTINUUM
/'/L"

.

I ./,
expansion/

/
.... KEY ELEMENT i Start-Up Development ConsolJdation SustainablUty

!.} •.i'··· 1 2 3 4..............•...

........•......... .•... ..... • i ....... . ....... 1.00 1.$0 2,00 2.50 3.00 3.50 4.00 4.50

MANAGEMENT BODY
Legal Recognnion

STRUCTURE

Active Management Body

MISSION STATEMENT
Development of a Shared

Vision

AUTONOMY Advocacy ,,

LEADERSHIP STYLE
Decision Making and .

Communication
i

Mission/Strategic Overview

PLANNING

Planning Flow
I

Administrative Procedures

Participatory Management I

and External Communication
MANAGEMENT Systems

SYSTEMS
Internal Communication

Systems

Integrated M&E System

Skilis/Capacny !

!,
Staff Participation in

Management

I
Staff Expertise I

STAFFING SKILLS and
DEVELOPMENT I

Professional Development l
j

II

Performance Appraisal
,

Diversny Polley

Adapted from M. Renzi (1996) An Infegrated TOOLKlTfor Institutional Development Public Administration andDeve{opmen~
Vol.16,469483. Management Systems International­

copyright pending I;;L



PROGRESS ASSESSMENT WORKSHEET Page20f2

DEVELOPMENT CONTINUUM

....... i.· RESPUBCE
I

KEY Ell:MENT
Expansion!

COMPONENT Start-Up Development Consolidation Sustalnabllity
......... I 1 2 3 4

•...•..... .

.......
>

I.> .... 1.00 1.50 2.00 2.50 3.00 3.50 4.00 4.50

Budget Planning used as
Management Tool

Financial Health

Cash Controls

FINANCIAL
Audns

MANAGEMENT
Co-mlngllng of Funds

Financial Security

Fundralsing

Financial Solvency

Recognition ofOrganization
by Public

PARTNERSHIPSI Promotion of Gender
PUBUC RELATIONS Awareness

Abllny to Work with
Development Partners

Adapted from M. Renzi (1996) An Integrated TOOLKlT for Instftutjonai Development Pub6c Admlnlst1ation andDeveIopmen~
VOI.16.469483. Management Systems Internatlonal- <1'2.

copyright pending liY



IDF DATA WORKSHEET (STEP 4) Page 1 of 6

Salesian Missions/Arlington

DATE: _

0.00

0.00

0.00

0.00

0.00

0.00

Baseline I Mld-Yr2 I End-Yr2 I Mld-Yr3 I End-Yr3 I Mld-Yr4 I End-Yr4 I Mld-YrS I End-YrSWeight

Advocacy

Development of a
Shared Vision

Legal Recognition fM"''"''''''?w'''~1 I I r I I II I I

AUTONOMY

:;;~~:~;T'

LEADERSHIP STYLE

:\:J:)}~~(lIJtffll~~~~I!~il~IJ~~'JI:
,;,;.,.- ., .....' .... ---_... -_.... -.......•

MISSiON STATEMENT

MANAGEMENT BODY
STRUCTURE

!!~I'~IIJ,I'fl~I~1~illjlillf!

i!;;~l~II"I.r'r~'.t

?/
Adapted 'rom Renzi, M. (1996) An Inlograted TOOLKIT '0' In./llutlonol Development Public Administration and Development, Vol.16, 469·483. Management Sy9tem. International ­

copyright pending



Mission/strategic
Overview

IDF DATA WORKSHEET (STEP 4)

<~k~§lli~CE . Weight Baseline Mld-Vr2 End-Vr2 Mld-Vr3 End-Vr3 Mld-Yr4 End-Vr4 Mld-Vr5 End-Vr5
9QM~¢~ENT

:t.M#H11''" i~~
%!d¥.$W~~ '?1.:::
~1:e:$!@.@i&m:r:h::

0.00

Page 2 of6

PLANNING

Planning Flow

0.00

Administrative
Procedures

;:::::~/,"& '....;:,~:::::f.;>; "/":' ""':"".1':::''':::
:j \: '~~k4.t:%::-},~lq}~~( '~.w '11:::::'18%.. " W:;:;~«" '.I:<'~:~ t'-'lt.'f"iI\~~ .•.~'III" -,:Y', ;::;...J ''®.~ fff I', ,''',;' ,"!! '<' ",:-}.~~ h':1'~
~'::"- ,,:=,,,:--».' =::, ;}, u':.: ,,<,_~~

"~"'::"~~~lliifit~i¥£1t!

"".';1;,Wi1j:
?%t~:

'4{

:~:

,j!

0.00

, , , , Ii! I I---C"._ -. T .,- ------r.- T - ..--T.. I

0.00

Participatory
Management and I

External __I____ '1 1 I I I I
Communication

Systems

Internal
Communlcalton -··....---1--------....,+~~·---·--·I

Systems

MANAGEMENT
SYSTEMS

Integrated M&E
System

.........%"'.,.l[ -- I I I I I"'.:1"11'!ll@MilI;"I" 1l&~r ':~1.,d@.;~::(~~ _.__.. ~.fj!.!&~4hw ._+ ..... .__ \,~Z&.::-..~::::';:;'::::;';'; _

0.00

i!i:ir~'~'t~,,~J~~:~!~~'~~!"ltillIJ6/111 0.00 I I I I I I I I I

R,J-
Adapted from Renzi, M, (19961 An Inlagr.ted TOOLKIT'or /n.II'ullon./ Development Public AdministratIon and Devolopment, Vol.18, 489-483. Management Systems International _

copyright pending



Mld·Yr2 I End-Yr2 I Mld-Yr3 I End·Yr3 I Mld-Yr4 I End·Yr4 I Mld-YrS I End-YrS

WA¥HWMffij~i . I I:f:[if.t.*ttVq::::::;:' -::' .,:}, ::> "::- ::::' -:{<):,' .:"._
b®.wm;t@Jll:~LJ:L)\':: :)':'\:

0.00

IDF DATA WORKSHEET (STEP 4)

II ..RESOURCE . .'. '. .
.COMPONENT KI"V _. ~,--

Skills/Capacity

Weight Baseline

Page 3 of6

1~1~1{1~il
Staf~~~~~~~~~nInpll':1~1J'~"1JJl\!li!.l1l\!,·f-------+----·--I__.... ····+ I- -1- l- -1-_---.!l----~

0.00

Staff Expertise

';'-~:::;:n~':::'" :mW::::8:
tL~ill1!11IWilMutsrin.i;wtt::@riP/ABA I

0.00

Professional
Development

I +--STAFFING SKILLS and ~1W'4:!'
DEVELOPMENT 1& 'W ;"., t

.#.?t. ~ 0L:~__ _ __ _

0.00

I -I-

Diversity Polley If:lfillft
0.00

I

~IBIIIM~~;"'II'I'lllamwm

0.00

0.00

.7-'
Adapted from Renzi, M. (1996) An Intogratsd TOOLKIT for Inst/tut/onal Dovo/opment Public AdminIstration and Development, Vol.16, 469..483. Management Systems InternatIonal.

copyright pendlna



Budget Planning
used as

Management Tool 0.00

'1I
iW

'W"""""'1 "i:it~i·~*~;~W~~~:i . "
~JifJ~~~lffiMM .

Page4of6

Mld-Yr2 I End-Yr2 I Mld-Yr3 I End-Yr3 I Mld-Yr4 I End·Yr4 I Mld·YrS I End-YrSBaselineWeight

IDF DATA WORKSHEET (STEP 4)

I RESOURCE I, '. '"
COMPONENT', """.,, ""

Financial Health 'fll'~lr
0.00

Cash Controls r~lltl:I'11
I

Audits 1"zIJ~ll

0.00

FINANCiAL
MANAGEMENT

Co-mlngling of
Funds

1111111
0.00

0.00

!1!i:I~·'~1i!I~~~r;il
Financial Security F~" '6&1&*1 I I I I I I I I I

0.00

Fundralslng

0.00

Financial Solvency

0.00

0.00

,P?
Adapted from Renzi, M. (1996) An Intograted TOOLKlTfor fnstltutlonttl Devo/opmont Public Administration and Development, Vol.16, 469-483. Management Systems International ..

copyright pending
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IDF DATA WORKSHEET (STEP 4)
...;,<

RESOURCE
COMpONENT

Recognition of
Organization by

Public

PARTNERHSIPSI I Promotion of
PUBLIC RELAnONS Gender Awareness

Ability to Work with
Development

Partners

'~III{I'llll1ll'llflj'

Weight Baseline I Mld-Yr2 I End-Yr2 I Mld-Yr3 I End·Yr3 I Mld-Yr4 I End-Yr4 I Mld·Yr5 I End-Yr5

0.00

0.00

Page 5 of 6

Adapted from Renzi, M. (1996) An Integr.tod TOOLKIT for Inatltutlomfl Development Public Administration and Development, Vol.18, 469·483. Management Systems International·
copyright pending



COMPILED SCORES FOR RESOURCE COMPONENTS

IDF DATA WORKSHEET (STEP 4)
I

Baseline

Management Body Structure I 0.00

Mission Slatement I 0.00

Autonomy I 0.00

Leadership Slyle I 0.00

Planning I 0.00

Management Systems I 0.00

Financial Management I 0.00

Mld-Yr2 I End-Yr2 I Mld-Yr3 I End-Yr3 I Mld-Yr4 I End-Yr4 I Mld-Yr5 I End-Yr5

Page 6 of 6

~.,

Partnerships/Public Relations I 0.00
"::::::::::::::,,,~:,:~

o.oO%~ ~ I I I I I I I
0.00%

0.00%

;~i~~t;~11~1I.1~:~:tP~·:~!~ljl
·'.M;~Kt·~I:~l.t.J:w'~~~ijr~~~~11 0.00%

Midterm Criteria Mel?' (YES or NO)

EOP Criteria Mel?" (YES or NO)

'Midterm Criteria: 60% of component averages are -> than 3 and the remaining 40% are at least 2.
"EOP Criteria: 60% of component averages are -> 4 and remaining 40% at leas! 3.

Adapted from Renzi, M. (1996) An Int80flttDd TOOLKIT (or InstItutional CJove/opmfmt Public AdminIstration and Development, Vol.16, 469..483. Management Systems International ..
copyright pending



GIV Student Information Management System
Guidelines

Attached is a copy of an Excel Workbook that will make up the GIV student tracking
system referred to as the Student Information Management System. The Workbook
includes two separate Excel Spreadsheets to be used to keep a record of the young
women who have enrolled in one of the technical training programs under the OIV
Project.

In most cases Project Office staffmembers will need to work with key personnel at the
training site to assist them in completing the information on the two spreadsheets. The
information can be entered in writing or typed into the Excel Spreadsheet at the training
site, depending on the capacity and resources of the personnel at the training site.
However, it is important that information across training sites be compiled at the Project
Office in order to: I) maintain a record ofall the young women in the ON; 2) monitor

. progress of the GIV overall; 3) monitor progress and provide support to the training sites;
and 4) monitor progress and provide support to all the young women in the program.

The Project Office will need to help the training sites set up a coding system for the
Trainee ID and Training Program Code. For example, each training site (e.g., technical
training center, vocational school) should be assigned a number. Then Trainee ID
numbers will begin with that number and followed by a number representing the trainee.
For example, in a country let's say there are two training sites where young women are
being enrolled in certain training programs, the XXXX and the YYYY training sites. The
XXXX site will be assigned the training site code of"I" and YYYY will be assigned the
training site code of"2". Subsequently, the first trainee at the XXXX training site \\~ll

receive an ID number of 100I. The second trainee from the XXXX site will receive an
ID number of 1002 and so on and so forth. The first trainee from the yyyy training site
will receive a Trainee ID number of2001 and the second trainee from the YYYY site
will receive a Trainee ID number of2002 and so on and so forth. The Training Program
Codes within each training site (e.g., a Computer Skills Program and a Graphic Design
Program both provided at a similar Training Site) can also be assigned codes in the same
manner. By doing this carefully, there will be no redundancy and confusion when the
data is compiled across training centers at the Project Office.

It is imperative that some of the information on the two spreadsheets remain constant to
allow us to combine the two sets of information in our efforts to understand what factors
contribute or constrain student performance in a given training program. The information
that should be the SAME for each spreadsheet is listed below.

GIVCountry

SA, South Africa
ZA,Zambia
SL, Sri Lanka

qD



GIV Tracking System- Guidelines

HO, Honduras
BO, Bolivia

TraineeID

Page 2 of2

Each young women trainee being tracked as part of the GIV Project should be assigned a
unique identification number. That is, every young woman in the program should have a
different Trainee ID.

Trainee Name

The trainee named should be consistent (along with the Trainee Code) from one
spreadsheet to another.

. Training Program Code

Each training program that young women may enroll in should be assigned a unique
code. This common code will be used both in the demographic spreadsheet and the
progress spreadsheet.

GIV Tracking System-Demographics

The first spreadsheet is used to store demographic information on all the young women in
the program. As you can see on this spreadsheet there is one line ofdata for each trainee.
Most of the information stored in this spreadsheet is self-explanatory.

What should be entered under the column Social/Personal Factors that may Impact
Performance? Please enter any information about the young woman trainee that you feel
would facilitate or constrain her progress in successfully completing her training
program and securing and keeping employment after completion. Taking the time to
know the young women in the program and recording these factors will serve to inform
the training site and the project office about factors that impact the program (e.g., positive
and negative factors that impact the trainee's participation and performance and/or her
ability to secure and maintain a job). This information will assist the project office in
better understanding factors that facilitate a young woman's success so that these could
be applied if possible to other young women trainees. The information will also help
identify constraining factors and allow the training sites and project office to make mid­
course changes to resolve or mitigate identified constraints.

An eCode to be used for Highest Grade Completed

• "1,2... 12" Represents years in formal schooling; that is, IS' year or grade, 2nd

year or grade, etc.

q/



GIV Tracking System- Guidelines Page 3 of3

• Use the final year of formal school with plus sign added to indicate technical or
other training (e.g., adult literacy or education) beyond formal schooling such as:
6+,7+, 12+.

Finally, remember to keep the data entered for G/V Country, Trainee /D, Trainee Name,
and Training Program Code the same on both the demographic and progress sheet.

G/V Tracking System-Progress

The second spreadsheet is used to track the progress of the young women in the GIV
program. This spreadsheet allows the project office to identifY trends in trainee
performance, attendance and aspects of the training program that may facilitate or impede
performance and participation by young women.

As you can see, this spreadsheet provides four lines for each young woman trainee. Each
line represents the progress of each trainee for each year of the project beginning in Year
2. On each line there is an opportunity to enter a quarterly comment for each trainee.
This trainee monitoring process should continue on a quarterly basis even after the
trainee has graduated from a program. The reason for this is so that we continue to
support all of the trainees during their job search and also after they have secured a job.
The latter support and follow-up will facilitate the young women's perseverance in
maintaining employment.

The spreadsheet provides a space for a comment on the young women's progress for
every quarter through Year 5 of the project In this space, please make any comments
you feel appropriate, such as the following (but certainly not limited to these examples):

Courses completed
Grades obtained
Examinations passed or failed
Courses being added
Changes in training program
Attendance
Personal constraining factors to be noted
Interviews
Jobs obtained
Jobs lost
Interaction with PPAs
Interaction with BACs
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Country:
Reporting Period:

1. Background

Quarterly Progress Report
Girls in the Vanguard

zambia
1 APRIL - 30 JUNE 2002

Since September 1986 Salesian Missions/Arlington and Salesian Societies in developing
countries have received support from USAIDIPVC to strengthen their activities bringing
quality education to poor, disadvantaged and abandoned youth throughout the world. The
Salesian Society of Saint Frances de Sales was founded in Turin on December 18,1859. Its
original purpose was to train the unskilled boys migrating to Turin to find jobs. On August
5, 1872, Don Bosco together with Sister Mary Mazzarello founded the Salesian Sisters to
train girls. Salesians have 3, I00 of their own schools and manage thousands of others for
host governments. Today, with the help ofUSAIDIPVC the Salesian Society is defining an
approach to offer skills training for jobs to girls and young women at their once "males
only" professional schools. The project is titled "Girls in the Vanguard" (GIV). The goal
of the project at the Salesian Missions/Arlington Office is to provide leadership in girls'
and young women's programming to Salesian Societies in developing countries. The goal
ofthe project at the GIV country sites, Bolivia, Honduras, South Africa, Sri Lanka and
Zambia, is to have Salesian-trained girls young women employed in good jobs. The
activities will take place from October 1,2001 to September 29, 2006 and help to fulfill the
strategic plan of Don Bosco and Madre Mazzarello to train poor and disadvantaged girls
and young women.

The current program incorporates past experiences in developing the highly successful
Project Office model from the prior Matching Grant and offers skills training and job
placement to girls in non-traditional skills. The project will train and place at least 1,000
girls in private sector jobs utilizing a network of partnerships with Salesian Past Pupil's
Associations (PPAs) and newly established Business Advisory Councils (BACs).

All five sites share three principle objectives:

I. To establish a sustainable project office;

2. Salesian-trained young women job skills and movitiation developed; and

3. For businesses to be willing to employ young women.

In Zambia, the Salesian training institutions in Chingola and Lufubu will be assisted as they
develop their programs further to accommodate the participation by girls and young
women. Considering the high unemployment rates in Zambia (-70%), course enhancements
and new program development activities will follow a rigorous study of the labor demands
in nearby communities.
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II. Schedule of GIV-zambia Results and Associated Activities

Activities scheduled under the GIV-Zambia country program are organized according to the
three primary objectives as follows:

Objective I. Sustainable project Office strengthened.

l.l Attend DIP workshop in Washington, DC.
1.2 Locate office space; procure needed equipment.
1.3 Hire professional staff (project Director and Gender Specialist)
1.4 Conduct baseline institutional capacity assessment.
1.5 Conduct training needs assessment for staff.
1.6 Design strategic plan to develop institutional development plan, including a training strategy.
1.7 Implement institutional development plan, including systems for managing staff, acth,ities, finan~ and M

&E.
1.8 Implement staff training.
1.9 Establish networks with development partners.
1.1ODesign development program priorities.
1.11 Write/submit funding proposals.
1.12Atlend mid-term workshop in Washington, DC.

Objective 1. Solesian-trainedyoung women'sjob skills and motivation developed.

2.1 Enhance existing programs at Chingola and Lufubu to increase access by female students.
2.2 Conduct labor market research to identifY new courses that would be attended well by woman and would

lead to their employment.
2.3 Conduct a feasibility study prior to course developmen~ based on research findings.
2.4 Obtain technical assistance to design new course(s).
2.5 Develop gender outreach program for staff, instructors, students.
2.6 Conduct gender orientation seminars.
2.7 Developlimplementlife skills training program for female students.
2.8 Assist in the establishment of a functional PPA.

2.9 Support PPA work as support programs for women in training.

Objective 3. Businesses willing to employ young women.

3.1 Survey employment needs oflocal businesses.
3.2 Assist in establishment of a Business Advisory Council.
3.3 Assist BAC in their conduct of regular meetings and outreach to businesses regarding GIV activities.
3.4 Assist PPAs in conducting outreach programs to encourage BAC members and others to commit to employ

women.

Program Management {PM}.

PMl. Conduct mid-term evaluation.
PM2. Conduct final evaluation.
PM3. Submit monthly financial report.
PM4. Submit quarterly progress report.
PM5. Submit annual report.
PM6. Submit final report.
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III. Current Activities

Prior to addressing each objective and relatedplanned acfil'iries. some text should be provided that disclisses
the lasT quarter alld the main accomplishments ofthar quarter. This review is. usually/allowed by 011

introduction to the focus ofactivityfor the current quarter.

Objective 1. Sustainable project office strengthened.

1.1 Attend DIP workshop in Washington, DC.

Discuss what has been done on this activity this quarter. ifanything. lfthere has been no activity related to this
action during the quarter, then say this (e.g., No activity this quarter). If this action was completed in a
previous quarter then say this (e.g., This action completed in 150t Quarter ofYcar I).

1.2 Locate office space; procure neededequipment.

Discuss what has been done on this activity this quarter. ifan}1hing. If there has been no activity related to this
action during the quarter, then say this (e.g., No activity this quarter). If this action was completed in a
previous quarter then say this (e.g., This action completed in 1st Quarter of Year 1).

1.3 Hire professional staff(project Director and Gender Specialist)

Discuss what has been done on this activity this quarter, if anything. If there has been no activity related to this
action during the quarter~ then say this (e.g., No activity this quarter). If this action was completed in a
previous quarter then say this (e.g.. 1ltis action completed in 1M Quarter ofYcar 1).

1.4 Conduct baseline institutional capacity assessment.

Discuss what has been done on this activity this quarter, if anything. lfthere has been no activity related to this
action during the quarter, then say this (e.g., No acth..ity this quarter). If this action 'was ..:ompletcd in a
previous quarter then say this (e.g., This action completed in 1~ Quarter of Year I).

1.5 Conduct training needs assessment for staff.

Discuss what has been done on this activity this quarter, if anything. If there has been no activity related to this
action during the quarter, then say this (e.g., No activity this quarter). If this action was ..:ompletcd in a
previous quarter then say this (e.g.~ This action completed in 1st Quarter of Year 1).

1.6 Design strategic plan to develop institutional development plan, including a training
strategy.

Discuss what has been done on this activity this quarter, ifan}1hing. If there has been no a..:tivity related to this
action during the quarter, then say this (e.g., No activity this quarter). If this action ,"'as completed in a
previous quarter then say this (e.g.• 1ltis action completed in I~I Quarter of Year I).

1.7 Implement institutional development plan, including systemsfor managing staff,
activities, finances, and M & E.

Discuss what has been done on this activity this quarter, ifan)"lhing. If there has been no activity related to this
action during the quarter~ then S3Y this (c.g., No activity this quarter). If this action was completed in a
previous quarter then sa)' this (c.g., This action completed in IS: Quarter of Ycar J).

1.8 Implement stafftraining.
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Discuss \\-'hat has been done on this activity this quarter, if anything. lfthcrc has been no actit·ity related to this
action during the quarter, then say this (e.g.. No activity this quarter). lfthis action was ct)mpleted in a
previous quarter then say this (c.g., This action completed in IS; Quarter of Year I).

1.9 Establish networks with development partners.

Discuss what has been done on this activity this quarter. if an)"1hing. If there has been no activity related to this
action during the quarter, then say this (e.g., No activity this quarter). If this action was completed in a
previous quarter then say this (e.g., This action completed in IS! Quarter of Year I).

I.IODesign development program priorities.

Discuss what has been done on this activity this quaJ1er~ ifan)1hing. If there has been no activity related to I:his
action during the quarter, then say this (e.g., No activity this quarter). If this action was completed in a
previous quarter then say this (e.g., This action completed in 1st Quarter of Year I).

1.11Write/submit fUnding proposals.

Discuss what has been done on this activity this quarter. if an)"1hing. Ifthere has been no activity related to Ihis
action during the quarter, then say this (e.g., No activity this quarter). [fthis action \\'35 completed in a
previous quarter then say this (e.g., This action completed in 1M Quarter of Year 1).

I.I2Attend mid-term workshop in Washington, DC.

Discuss what has been done on this activity this quarter, if anything. Ifthcre has been no acti\,ity related to this
action during the quarter, then say this (e.g., No activity this quarter). If this action was completed in a
previous quarter then say this (e.g.. This action completed in I" Quarter of Year I).

Objective 2. Salesian-trainedyoung women's job skills and motivation developed.

2.1 Enhance existingprograms at Chingola and LufUbu to increase access byfemale
students.

Discuss what has been done on this activity this quarter, if anything. If there has been no activity relaled to this
action during the quarter, then say this (e.g.. No activity this quarter). Ifthis action \\'35 completed in a
previous quarter then say this (c.g., This action completed in 1st Quarter ofYcar 1).

2.2 Conduct labor market research to identify new courses that would be attended well by
woman and would lead to their employment.

Discuss what has been done on this activity this quarter, if an}1hing. If there has been no activit)' related to this
action during the quarter. then say this (e.g., No activity this quarter). If this action \1,,'3S completed in a
previous quarter then sa)' this (e.g., This action completed in I" Quarter or Year I).

2.3 Conduct a feasibility studyprior to course development, based on researchfindings.

Discuss what has been done on this activity this quarter, ifanything. If there has been no activity related to this
action during the quarter. then say this (e.g., No acth·ity this quarter). If this action was completed in a
previous quarter then say this (c.g.• This action completed in 1st Quarter of Year 1).

2.4 Obtain technical assistance to design new coursers).
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Discuss what has been done on this activity this quarter, if anything. If there has been no activity related to this
action during the quarter, then say this (e.g.. No activity this quarter). If this action \\,as completed in a
prcvious quarter then say this (c.g., This action completed in lSi Quarter of Year I).

2.5 Develop gender outreach program for staff. instructors, students.

Discuss what has been done on this activity this quarter. ifanything. If there has been no activity related to this
action during the quarter. then say this (e.g., No activity this quarter). If this action was completed in a
previous quarter then say this (e.g., This action completed in 15': Qual1er of Year I).

2.6 Conduct gender orientation seminars.

Discuss what has been done on this activity this quarter. if anything. If there has been no activity related to this
action during the quarter, then say this (e.g.• No activity this quarter). If this action was completed in a
previous quarter then say this (e.g., lllis action completed in 1st Quarter of Year I).

2.7 Develop/implement life skills training programfor female students.

Discuss what has been done on this activity this quarter. if anY1hing. Ifthere has been no acti,.. ity related to this
action during the quarter, then S3Y this (e.g.~ No activity this quarter). If this action was completed in a
previous quarter then say this (e.g., This action completed in 1st Quarter of Year 1).

2.8 Assist in the establishment ofafunctional PPA.

Discuss what has been done on this activity this quarter. if anything. If there has been no activity related to this
action during the quarter, then say this (c.g.• No acti ....ity this quarter). If this action was completed in 3.

previous quarter then say this (e.g., This action completed in 1st Quarter of Year 1).

2.9 Support PPA work as support programsfor women in training.

Discuss what has been done on this activity this quarter~ if an)1hing. If there has been no activity related to this
action during the quarter. then say this (e.g.• No activity this quarter). If this action was completed in a
prc\·ious quarter then say this (e.g.• This action completed in Is! Quarter of Year I).

Objective 3. Businesses willing to employ young women.

3. I Survey employment needs oflocal businesses.

Discuss what has been done on this activity this quarter, if anything. If there has been no activity related to this
action during the quarter, then say this (e.g., No activity this quarter). If this action ¥-'as completed in a
previous quarter then say this (e.g., This action completed in 1st Quarter of Year I).

3.2 Assist in establishment ofa Business Advisory Council.

Discuss \\'hat has been done- on this activity this quarter. if anything. lftherc has been no activity related to this
action during the quarter, then say this (e.g., No activity this quarter). If this action \....as completed in a
previous quarter then say this (e.g., This action completed in 1~ Quarter of Year I).

3.3 Assist BAC in their conduct ofregular meetings and outreach to new and relevant
employers.
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Discuss what has been done on this activity this quarter, ifan)-1hing. If there has been no activity related to thi~

action during the quarter. then say this (e.g.~ No activity this quarter). If this action was complcted in a
previous quarter then say this (e.g., This action completed in fR Quarter ofYcar I).

3.4 Assist PPAs in conducting outreach programs to encourage BAC members andothers to
commit to employ women.

Discuss what has been done on this activity thi.s quarter. ifanything. If there has been no aCIivity related to this
action during the quarter, then say this (c.g., No activity this quarter). If this aClion was completed in a
previous quarter then say this (e.g., This action completed in lSI Quarter of Year I).

Program Management (PM).

PMl. Conduct mid-term evaluation.
Discuss what has been done on this activity this quarter) ifanything. {fthere has been no activity related to this
action during the quarter, then say this (c.g., No activity this quarter). (fthis action was completed in a
previous quanerthen say this (e.g.. This action completed in I" Quaner of Year I).

PM2. Conductfinal evaluation.
Discuss what has been done on this activity this quarter, ifan)-1hing. Ifthere has been no activity relatoo 10 this
action during the quarter. then say this (e.g.~ No activity this quarter). If this action was c.ompleted in a
previous quarter then say this (e.g., This action completed in l~ Quarter ofYcar I).

PM3. Submit monthlyfinancial report.
Address timcliness of your submission and iflatc, why and what ),ou will do to alleviatc problems.

PM4. Submit quarterlyprogress report.
Address timelincss ofy-our submission and if latc~ why and what you will do to alleviate problems.

PM5. Submit annual report.
Address timeliness of your submission and if late:. why and what you will do to allc\,iate problems.

PM6. Submitfinal report.
Address timeliness of your submission and if late. why and what you will do to alleviate problems.
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IV. Performance

In the following table planned activities for the project are listed with associated timelines
and a stalus report. The original time lines were those projected earlier and documented on
the Work Plan submitted with the GIV Detailed Implementation Plan. Delayed activities are
assigned a new timeline and the new timeline will be listed as the Projected Timeline in the
Performance Section of subsequent quarterly reports (i.e., unless the new timelines are
revised even further). Note: Some of the language is simplified to reduce space on table.
Also, if a Country Program would like to further breakdown activities into sub-activities with
different projected timelines, it should be done by using the same numbering system (i.e.• for
1.6 Design strategic plan to develop institutional development plan, it might be desirable to.
for example, have a different deadline for developing the plan: 1.6.1 Develop strategic plan.
1.6.2 Implementation completed).

Table o{,GIV-zaDlbia Objectives and Activities: TiDlelines and PerforDlance Statns
GIV·Zambia Objectives and Associated Activities Proje<ted

sa:UIe? I !lew
r..,eIine Sdledule

Obiective 1. Sustainable nroiectoffice strenf!thened.
1.1 Attend DIP workshop in Washinmon, DC. Yr103
1.2 Locate office space; procure needed equipment. Yrl Q4
1.3 Hire professional staff (Project Director and Gender Specialist) Yr1 Q4
1.4 Conduct baseline institutional capacity assessment. Yrl Q4
1.5 Conduct training needs assessment for staff. Yr1 Q4
1.6 Design strategic plan to develop institutional development plan, Yrl Q4

including a training strategy.
1.7 Implement institutional development plan, including systems for Wl

managing staff, activities. finances. and M & E.
! 1.8 Implement staff training. Yl\201-2

, Yr3Q2Yr402 I
Yr5Q2

1.9 Establish networks with development partners. Y12.Q1'ijoing
1.1ODesilffi development prOl!r3lTl priorities. Y12.Q1'ijoing
1.11 Write/submit funding proposals. Y12.Q1'ijoing
I.I2Attend mid-term workshoo in Washington DC. Yr303
OIitecti'le2. Satesian-fIainedyiJung women's tob slritts andmotivation <!eve/ODed.
2.1 Enhance existing programs at Chingola and Lufubu to increase Y1201-4 I .

access by female students.
,

2.2 Conduct labor market research to identify new courses that would be Yrl Q4 Y12 01
attended well by woman and would lead to their employment. ,

2.3 Conduct a feasibility study prior to course development, based on Yrl Q4 Y1201 ,
research findin2s.

2.4 Obtain technical assistance to design new course(s). Y12 02-4
2.5 DeveloD gender outreach program for staff, instructors, students. Y12-Ongoing
2.6 Conduct gender orientation seminars. Y12.Q1'ijoing I
2.7 Develop/implement life skills training program for female students. Y1203-

iOnQoino
2.8 Assist in the establishment of a functional PPA. I Y122-3 I
2.9 SuPPOrt PPA work as SUDPOrt programs for women in traininl\. ! YJ3.Ongoing ,

Objective 3. Bl!Si"esses,willit'l! to employYOUnf(womell-
3.1 Survey employment needs oflocal businesses. , Yrt Q4-Y12 01 J

,

3.2 Assist in establishment ofa business advisory council. i Y12 01-3 I

3.3 Assist BAC in their conduct ofregular meetings and outreach to Y1203-
Ibusinesses re~ding GIV activities. Ongoing

i 3.4 Assist PPAs in conducting outreach programs to encourage BAC
I

Y12 03- i
I members and others to commit to emolov women. I

Ongoing ,
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I'roalamManaaement (PM!.
PMl Conduct mid-tenn evaluation and repOrt submitted. Yr3Q2

PM2 Conduct final evaluation and repOrt submitted. YrSQ4
PM3 Submit monthly financial repOrt YR1'()~oi~ N!A
PM4 Submit quarterly progress repOrt YR1'()~oi~ NJA
PM5 Submit annual repOrt YR1'()~oi~ NIA
PM6 Submit final repOrt Sep'06

V. Financials

This section is to be a narrative on tinancial issues: Le., discuss whether spending levels arc on target or noL
anticipated large expenditures for the upcoming quarter. how match is being mel,. eli:. Note: this dOt.'"S nOl
replace the monthly financial report.

VI. Summary: Opportunities, Constraints, And Next Steps

This section provides ),ou with an opportunity to summarize your progress during the quarter in )'our on-n words
and to discuss any special circumstances, both positive and negative that have facilitated or constrained
progress. This is a self-retlection opportunity and should be considered thaI. Also, this seclion helps you to
frame a strategy for the upcoming quarter, based on the current quarter results.
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