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EXEctJTIVE SUMMARY 

Backgrour~d and Corriext for Evaluation (p. 1). The Office of Housing and 
Urban Programs of the Agency for International Development has included 
training and technical assistance as an iritegral part of its programs since the 
1960's. In recent years, several of the Regional Housir~g and lJrban 
Development Offices (RflC.IDOs) have amplified their training efforts. Beginning 
in 1983 the RHhlDO for East ancl Southern Africa (RHUQO EISA) added a full 
time lrairler to its staff, and has since added two additional part-time staff to 
develop and support its regional training program. This evaluation reviews the 
training etforts of the RWCJDO EISA, in the context of its housing and urban 
development programs, and also in light of the evolving approaches arid 
policies of the Office of Housir~g. 

Purpose arid Secspe of Evaluation (p. 3). This section of the evaluaiiorr r 'evie~~s 
the goal arid objectives ot the RIIUDOqs training program, and states the 
evaluation criteria and metb~odology. 'T'liere are four basic program objectives 
caf the I"1IILIBO training effort: 

1) Po provide training sz~pport l o  RHIJDO projects, particularly tn rnain 
implernentirig institutions in the shelter and ilrbarr development field 

2) To provide support for a regional program: policy reform; enhancei-nent of 
private a r ~ d  public sector institutions in shelter urbarl fields; 
technology transfer 

3 Improve ,the capability of selected training instjtu'tions 

4) De\~elop training rnatgria1.s 4% innovative training methodologies 

Tlio evaluc\tion was based an several criteria: imrr~odiate results and irSnpacls of 
training efforts; quality of training; efficiency a r ~ l  organization of the training 
program; sustainability of tl7e program; and integration with the overall goals of 
the Office of Housing. 

T\rvo evaluators corrdur:ted a two-week field visit, followed by additional . 

researcl.1 a.nd reporl preparation, and briefir-igs with key A.I.D. perscslnriel. 

Overview of Trainii'lg Program of l3HikBDCS ElSA (p. 79. This ssctior~ sun~rnarizes 
the four main training companents of the RI-IUD0 program: project related 
training activities; prograrn related training activities; rjevcloprner~t of training 
institutions capacity; ancl devsloprrient sf l.raining rnaterials and methodologies. 
For I ~ S  training .the RHIIDO relies on participant training, short-term sliill 
developnient, on-the-job training, organizalio~ial developrnenl ~lor.kshops, 
policy seminars, direct. support of trainirig insti.tutions, and materials and 
curriculum development. 



Between October 1983 and August1 986, ths RI-IIJDO has sponsored 44 
training events. 71 9' have been in direct support of housing guaranty projects. 
Ttie remainder have supported the over-all programmatic goals of the RI-ILODO., 

Over 7,000 participant days sf training have been provided. 61% of the training 
has taken place in Kenya, i r i  support of three major projects: the Kenya Small 
To\~vns and Community Developmerit Project; Urnoja II, and the Kenya Privats 
Sector Project. 

'Training topics have included palicy issues such as planning and building 
standards, planning alternative systerns of water and sanitation provision, qnrd 
private enterprise development. Skills training focr~sed sr.1 diverse areas, such 
as: financial management; training for trainers; capital improvement planning, 
savings and loan managernent; revenue genaration; secondary mortgage 
~gaarkets; and cooperative hol~sil'l$~. 'The narrative and a series of charts 
illustrate the training a,ctivities. 

Assista.nce to training institutions has been cor?cent,rated 017 the Government 
Trairliing Institute of Mombasa (Kenya), vvhich plays a major role in the 
irnplernentation of training activities in support 0% I.J.S.A.I.~~ projects iri Kenya. 
The RI-il.IDT3 is also workiilg vvith the Irlstitute for Development Mar.~agerner~i in 
Botswana and the Institute of F'ublic: Administration in llgar~cla. 
-- 
I ha trainers tla,ve clleveloped several key ,nw%hodologies a.nd training rrpanuals 
and c~~rric~,.dla, such as the LPS brair"nng institution assessment, the Action 
%'%e,eeaac!? Training met hex!, and an integrated series of rnurrieipal fir~ancial 
managemen2 manuals. 

"Training irripletrrentatiotli Systerw (13.19). This chapter of the evaluation reviews 
the organization of the RH1.IDOts fina,ricial and human resources for the 
implementation of its training program. lrlclucfing all RHODO costs, the program1 
has expervdsd $1.2 IVlilliorn orr training since late '1 983, at a cost of $1 69 per 
participant day. This amount includes overseas training, local training, the 
development of training materials arid outreach vvork with institutions. Direct irr- 
country trair~irlg cost $25 per participarrt day, excluding RWLlBO staff time, which 
is a reasonable cost for local institutions to support in the future. 

The RIiIJDO has hired tvvo trainers and an assistant trainer, all highly qualified. 
Tile regianal training advisor works Pull-tirne ors training, while the regional 
financial rnanagerncmt trainer spends approxi~nately half of his time providing 
technical assistance. "\-he assistant trainer is a part-time staff merrrber. 'The 
program also draws on numerous consultants and firms, as weli as the staff of 
G"TI/Msa., to conduct much of the training, . 

The staff is organized in a support matrix, responding to the project needs as 
guided by the Project Officers. Responsibility far organizing individual training 
events varies, ranging from irnplernenting agencies or'training institutions for in- 
country training related to specific projects, to RHlIDQ staff and personal 
sewices contractors, as well as the 19.S.A.l.D. Missions in the region. 



Long-range planning is tied to the annual budget process, with training 
beearning a more clear cost center, and tience aecarnpanied by a rrlore 
thorough programmatic presentaticrn as the program evolves. Monitoring and 
evaluation take place through staff meetings, periodic project reviews, and post 
course evaluations comple,ted by the participants. 

Analysis and Recomar~erndations. The analysis concentrates on the overall 
training effort of the R6414DQ and not on individual drWaining events.' The chapter 
is divided into two rnain divisior~s: Achievements (outputs, impacts and 
balance) and Efficiency and Sustainability. 

The achiewem~ents have been significant. The direct and indirect linpacts 
indicate that most of the training inputs have been rernarka.bly successful. The 
consistently high quality of training activities is one of the most notable 
accomplishmerits of the program. Nearly all of the trairlirlg events were 
extremely favorably received by those involved. 

Although impacts are difficult to measure, particularly this early in a program, 
the evaluation rlarr'ates and ar~alyzes irnpacts of the training program at the 
following rnain levels: 

I t I I m Q I s , . Wit t i  i n ce rtai r i  co (1 st rai nZ s of -- 
lack of observational data, the evaluation team found tlae results of training 
efforts which focused on the orgarrizat~tron of irnplernentation it~stitutioris and on 
the delivery of their services to be very positive. Examples reviewed include: 
delivery process of sites and services projects of the Marare City Council and 
other Local A~~thorities in Zimbabwe; local autZ701ity training in Kenya, which, 
although in the context of a project, has beer) expanded t.o i17clude all sr-rial1 
towns; and firrancial management training for the City Courlcil of hdogadishu. 
Key conclusions are: a) project-related training produces the most visible 
results; b) non-project specific trainirig, altk\ough no less crucial, has less 
irnrr~ediate and less obvious results, arrd requires follow-1.1~ workshops or 
worlcing meetings over tirne ta er~hance the effectiveness of the policy level 
training; and c) training was particularly effective where a sequence or variety of 
inputs was provided, first at policy levels, followed by proced~~ral and 
managerial and technical levels. 

Impact on T'r'aininq P(3licv ~ij-~,d,,p'~ractTc:~ @. 29). One of the most dramatic overall 
impacts of the trainirig program is the positive change it has brought about in 
attitudes of high and rniddle level o,fficiails 'rovvards tlie usefulness and potential 
of training as a tool to bring a.bout desirable changes. The evaluators also 
f ~ u n d  unanimous approval of the participato~y and experiential training 
rnedhocls used by the trainers. The positive attituds towa,rd training was also 

' carried thraclgh to policy statements, trair1ir.y plans, and firiancial support for 
training. 

IPart Twa provides a detailed review of individual trairiing activities in context of 
the projects and program of the RHUDQ. 



I Training ,lr~ The assistance to training institutions 
has concentrated largely on GTI/Mombasa, although some initial efforts have 
been made in Uganda and Botswana. The work with @Tl/Msa lias been 
considerable, if somewl'lat urisysteniatic. Its impact has been noteworthy, with 
GTI making fundatmental changes in its mandate, initiating a national outreach 
program to support local authorities. The changes are significant, but are also 
fragile and r~quire continuing systematic support: to assure their sustair~ability. 

Balance within the Training Proaram. 'This section of Chapter Four weighs the ---- 
question of balance in the areas of long arid short term objectives, subject areas 
of training, types of training events and levels of participants. The evaluation 
reconr~mends several areas rreodirig additional support: working with the 
Kenyan Goverrrrrlent t~3 develop pre-ernployrnent training in public 
administration and management; small policy workshops at national or sub- 
regional levels to folIc)\~..up regional policy conferences; additional training for 
trainers and curr.iculum development; and increased focus on general 
mianagerial training. 

Efficiency and Sustainability. In this section, the report analyzes tlie training 
prugrarri of the RBdllJDO in terms of costs, the internal organizational s%ructr.~re 
and the long term sustainability. The comprehensive .figure o,f $169  per 
participar~t clay is v e r j  lovrr, partici~larly in relation to the high qua.lity outputs and 
wide impacts of tlie program previously describ,ed. 

'Y'he R9-!1)0(3 EISA approach is cliaracterized by: investing a largg proportion ot 
funds in highly qualified resident trainers and support staff; holding training 
locally in order lo  reduce costs, 1~1ak.e training more relevant, and reach lw~rsre 
people; axid placing considerable emphasis on the cleveloprnent of training 
material and use of local qualified rnanpower. This approach is found to be 
very effective, and will swport the Y G ~ ~ ~ - ~ c ? ~ I X I  sustainability of tra.ining inihiatives. 

'Tlie internal organizatiorl of the training effort needs to be more struebured, 
however, in order to capitalize an tlie successes to date, and ts rnaxirnize 
integration of training with technical assistance. Developmerit of a clearer 
training program identity will also facilitate the setting of clear training priorities 
in relation to overall program goals. 

Recon~~snendaftiorls. The conclusian crf Past One surnmariz@s recummer~dations 
in three key areas, as drawn from the previous analysis. These areas are: long 
term institution building; internal programmirig of HI-IUD0 activities; and 
developmelit of a rnore clear identity as a training program. 

PART TWO (p. 403.' FOP those ititerested in detail rsgardirig the specific training 
activities uf the RHUDO E/SA, Part Two pr'uvides an analysis of training 
activities in the four areas: project related training; regional training; training 
institi~tional de\selopnierit; and materials and methodologies. 



I. BACKGROUND AND CONTEXT FOR EL"ALLJATI0N 

Training and technical assistance have been an integral component 
~f the programs of the Office of Housing and IJrban Programs since its 
beginnings in the 1960's. In recent years, t-lowever, staff of the Office and 
its regional housing and urban development offices (RHUDOs) have 
placed increasing emphasis or) the support that training should provide 
to its shelter and ~ ~ r b a n  prograrns in the developing c;ountries. Centrally, 
this is seen in the crealion in 1983 of a. position of training coordinator in 
Washington, and the estahlishrnent of a central training unit in 1985. 

Ira the field, several RHUDB Chiefs have defined a training agenda 
separate from technical assistance and capital investment. For example, 
in 19633 the Latin America Trainirig Center was created Po sewe Central 
a r~d  South A,merica, as well as the Caribbean. Whur-I a new RHUDO 
office uuac, established in klond~~ras in 1984., new trair-ring e'fforts formed a. 
sigrlificant par? 0.1 its regional program. (See Evale~ation of the %.ATC, 
A~.~gusl, 1985.) 

l'lie trainirvg efforts of the Regional Hlousir~g ar-rd Urban Developrrlent 
Office for East atid Southern Africa (RHUEPQ E/SA) have followed a 
similar evolution. 

Prior to 1983, ,the RIdlJWO E/SA included training in Its support of 
the Housing Guaranty Progranas in its Pegion. For example, numerous 
trailling conferences were conducted on a regior~al basis for Sub-. 
Saharan Africa, leading to the, Tenth Ann,ual Conference .this past March 
in Zimbabwe. "These conferences have focuss,ed on policy issues, and 
also served as a forum for the exchar~ge of ideas, and as a base for 
strel-qthening the raetlvvork of people and organizations with sirnilar 
development concerns. There vilere also a variety of training events 
focussecl on specific projects within individual countries. This training, 
along with technical assistance, supple~r~ented the fir~ancial assistance sf 
'the Rt-iL1T)O. 

In 1983, the 171-II.JDOVs trair~ing sfforis intensified. To support the 6th 
Hausing Guaranty program in Kenya (006), after son'ne initial short terrn 
training assignmenis, the assign hired a full tirrie staff person who 
would be respor\sibie ~xc%usivgly for training both for this project and 
others in .the region. The Kenya Small Towns Slielter'ar~d C;ornn.iernity 
Developrnen"t Project itself evolved and chariged its character due to 
delays in disburser~ents of loan funds. The project shifted frorrr a fcrcels 
on capital improvements,, to an increased emphasis on institutional 
development of the local a.uthorities. The original project training 
elemen't, which consisted of w0rksI7ops and coiitrses ,to foster 
understandirig of tl-re project activities and to enhanke urban 
management skills, expanded in bath importance arid level of effort. 
Other changes included the adding of rriajor work with the Governrnen'r 



Training Institute at Mombasa, and the providing of trainirig to all (84) 
local authorities rather than merely the 15 towns receiving loan funds 
through the project. 

Once a full time trainer was on staff, the training program began to 
grow rapidly, adding a second trainer and a staff assistant, building 
training comporlents inlo new projects and other existing projects, and 
developing increased regional efforts as well. By 1986, the over-all 
training component of the RK-IUDO has increased lo aver arle half of its 
operating budget. Witli training constit~lting a major portion of the 
RHUL7O's support portfolio, this evaluation is tirneiy and was requested 
jointly by tile RHUDO for EISA and the central training unit of the Office. 

This brief iritroduction serves to set the context for the evalwaliorl of 
the training efforts of ithe f'3kiUDO EISA. First, the proyr'ana has been 
evolutionary and must be evaluated accordingly: thero has been a 
gradual unfolding of awar-eness of the impcarta.nce of graining to prommte 
P.ID policy objectives and to support loan projects; the RlllJBO 
commitment in manpower and fir.~ancial resources is growing to respond 
,to the need; and, the program has beer1 developing in an experimental, 
self-correcti~ig way, rather than from the irrlplementalion of a rnaster plan 
or ttiersretical construct. 

'This evaluation i'tself is part of the continuous developrnerst of the 
training effort, and should lead to the next stages of growth for the 
training prograrn. 

Also, the e\~aluation is part of an ongoirlg dialogue among ,the 
RHlJDOs and the Central Office. With the creation of the central training 
unit, and the subseq~~ent devolopwlent of a global training strategy (Ma.y, 
'1 986), attention rnay now be focussed an the development of ,the training 
componerlits of tlie various regiotlal officer;. 

Other recent developrrients of ttie Office of t-lousing in relation to 
trainirig include: the preparation a r~d  approval of a project identification 
document for a central training project (February, 1986), the assessmerlt 
of selected training insti.tutions irs Thailand to be designated as a regisnal 
trainirly center, a.nd the eval~~ations of the regional training efforts as well 
as 29.S. based pa~.ticipan,t training (June, 1986). 

Since one o? ,the audiences fcrr this report, therefore, is the other 
Regional Offices of the Office of I-lousing a.rid Urban Programs, this report 
provides considerable detail an the operalions ~ 7 . f  the training &fort of the 

- "  

EISA F3HldD0, 1 his detail is contained i r s  Part'Two which serves as a 
supplement to tile eva,lwation. 



II. PLIRPBSE AND SCOPE OF EVALUATION 

The purpose of evaluating the training efforts of the RHlJDO EISA is to 
assess the appropriateness and effectiveness of the training to date, and 
to make recommendations for future directions. This report covers tlie 
period from the recruitment of a full-time trainer in 1983 to the present 
(August, 1986). 

The basis for the evaluation is the goal statement of the training 
program itself. The specific objectives of the RHUDO training rrray be 
divided into two types, namely program, a r~d  plrocess objectives. 
Program, csr confen! objectives, relate to the content of the training (e.g. 
target groups, r~aterials'and subject area), while process objectives 
relate to the way in which tlie training is carried out (e.g. delivery systern 
and msthod~logy). The followir~g are the RLI;. gLf::~Uy= of t h e 
training sta.tegy of tlie Rl-iI,IDO/ERSA: 

1) To provide !:raining support to RHlJDO projects, with particular .foc~is 
on enhancing the capacily of rna.in irrrplementing insti.tutioris 'in the 
shelter and urban developmentfield e.y. Local Ai~thorities, I-lousing 
Al.~thoritiec;; 

2) To provido support: to wider RHLJDO program goals in tlie region, selcll 
as the stirnulalion of key policy reforms, the enhancement of the 
capacity of private and public sector i~~stitutior~s irtvolved in the shelter 
and urban developnient field, tkre tu'c?nsfela of technology and' 
irnproved else ot human and other resources; 

3) '%0 increase .the delivery capacity of selec;ted training iristitutisrts in the 
region; 

4) "To develop training rr1a:tsrials and innovative training rrsethodologies in 
selected priority areas and where possible desigried in s i~ch  a way 
that they are easily adaptable to different countries in the region. 

The ways in which these objectives are to be attained are guided by the 
following process 

- 

---m--- 

I )  To maximize the resources available for training by pursuing 
economies of scale wheve possible and by optirr~izirig Ihe utility of 
training interventior~s through the attraction of different audier-rces 
and empliasizing training of trainers; 

2) To attract public and private suurces of funding for training in addition 
to F3WI.IDQ's input; 



3) To pursue the sustainability and replicability of the training efforts 
beyond HtIUDO's efforts and inputs, by integrating short-term direct 
trair~irlg activities and long-term institution building efforts into the 
implementatiori process. 

Evaluatiorr Crileria. The evaluation criteria are based on the training 
objectives stated above. They inc l~~de:  

1) Immediate results in relation to RHUDB program goals and objecticrss. 
PIiis part of the eval~.iatiori concentrates (sn the immediate results arid 
aclr~ievements of the trainirly, sather than on long term impacts. The 
program is relatively young and it is premature ,to forrnally evaluate 
the impacts of the training. For example, the disbursemerrt of funds 
under the Small Towns Project is just gettirig underway at this time as 
a result of delays in approval by the Governrrient .sf Kenya. Training 
rsrgarlized by the RMI.JDO trainers began in earnest a little ovor a ye3.r 
ago, and some acti\,~ities have begun even rnsrs recen,tly. Also, 
formal impact analysis requires pre- and post-testing ancl the 
cantrolling of variables  t tie re possible; data is often 110t available. 
t-%owever, insofar as it is possible, this e\/almalion notes impacts. 

2) Quality. This includes the quality of the training even%s, including the 
co%drse design, materials development, conduct of the courses, caliber' 
c -~ f  the trainer(s), aceornodations and the course evaluation process. 

3) Elficiericy and Organization. Under this c;riteriorr, the ewalualion 
examirnes how the iwman and firiaricial resources are orga.nized and 
used, whether local resources are efficiently utilized, and whether 
target groups are reaclled. 

4) Sustainability. In assessing sustainability, the evaluatiori loolis at 
whether the training program is structured and delivered in such a 
way that, where appropriate, it can be perpetuated at the loca.1 level 
beyond A.I.D.'s involverr-lent. 

5) Bn'tegratiori with PREItd. Under this criterion, the evaluation examines 
the extent to wliich the goals tlaernselves are consistent with the over- 
all goals o'f tlie Office of 1-{oli~siny and Urban Programs. 

Evaluation Mekhsdology. In order to coriderct the evaluatiori, the tea177 
f o l ~ ~ w e d  the following steps: 

1) Development of proliniiriary workplan and cor~ferenc:e with RHUL7CI 
Chief in Washington, D.C., and review of reference mratc?rfals, 
during May, 1986. 

2) Field work in Kenya and Zimbabwe, in June. "The two evalwa- 



tors worked in Kenya for the first two weeks of June, and one 
evaluator then proceeded to Zimbabwe to assess the results of 
training in that country. In Kenya, the evaluators met with 
representatives of USAID, both the RHUDO and the Mission, the 
Mil'listry of Local Government (ML.G), Tlre National Housing 
Corporation and the the Housing Development Department sf the 
Nairobi City Council, The Department of Personnel Management of 
the Office of the President, The Government Training Institute of 
Mornlotlsa (GTI/Msa), The Kenya Institute of Administration, 
representatives of four local authorities (Eldoret, Kakamega, hlakuru 
and Mombasa), UN HABITAT and the National Association of 
Cooperative Housing Unions. See Apperidix A for n list of contacts. 

In Zirr~babl~ve, inputs were received from representatives of the 
following institutions: the iAinistry of Public Construction and 
Natinarlal Housing, the Harare City C(~uncil, and the USAID 
Mission. 

The team also gathered and revievvsd a variety of n~aterials. 
I\\lumerous rviaterials were read it1 the field, and the balal-~ce was 
copied for subsequent reviel,~ upon returr~ing to the U.S. 

3) Briefing on preliminary ok)servations. Prior to leaving Kenya, ,the 
evaluation team briefed the RI-IUDO Chief and project and training 
staff. 

4 Repart Preparation. The evaluators upon retilrrling ,to the States 
completed ,the review of materials and the writing of this report, for 
su braii~tltal to the Central Training' Unit and the RHUDO. After feedback, 
the report \r\ras then rnolclified and distributed in final form to t l ~ e  
Rt.-IIJDOs, PREikJ119P arid ather in.terested parties. 

The sho~trress of time in the field means that many of the interviews 
were less tk~orough than the evaluators would have liked. And if it had 
not bee11 for the complete cooperation of the Wbil.JDO staff, as well as 
partieipaing organizations, the team could not have accomplished even 
what it did in $I- is period. 

In consultalion wit11 *the RkIIJDC.) staff, it was decided that due 
primarily to time constr'ai~its, only on6 couratuy in addition to Ker~ya would 
be visited. Although, therefore, (TIQS~ of the tirne was sper~t in Kenya, the 
team was able to assess some aspects af the trair~irlg in other parts of 
the region since regional planning and preparation of materials are 
mostly dona in ,the RHUDO, program and finance records are 
maintained there, and most importa.ntly, the Zrair~ers were based in 
Kenya. Also, some of the training courses that were conducted in Kenya 
were also conducted or planned to be conducted in a slightly modified 
form irn other countries in the region, such as iri Somalia. Separate 
assessments were viewed as superfluous and overly time-consuming. 



The limitations, then, sf this evaluation include: 1) the inability to 
adequately measure impacts; 2) the tirne constraints in light of the 
extensiveness of the training efforts; and 3) the concentration of field time 
in Kenya. In spite of ,these limitations, the evaluation process allowed the 
evaluators to understand the training effort to date, arid to make 
rec~mmendatisns for future directions. 



Ill. OVERVIEW OF TRAINING PROGRAM QF RHLPDQ EISA 

This section summarizes the training efforts of the HHUDO for East 
and Southern Africa from July 1983 to August 1986. In Part Two of 
this report, the RH&IDOts training efforts are reviewed in detail as they 
relate to USAID projects in the region, and as they relate to the 
Rt-llJ DO'S regional program. 

7'0 support its goals, tho over-all program of the RHUDO has four 
main training components: 

project related training activities; 

* program related training activities; 

developrnent of ,[raining institutior~s capacity; and 

development of training materials and methodologies. 

'Wi.tl.lin each 0.f ,these areas of training activity, the RMUDO program 
relies on several types of efforis: third-.cburaty participant training; short 
term skill developnlent; on-the-job training; organizational development 
workshops; policy level dialog on national and regional bases; 
inslitulional si.lpporl' activities,. Of course, there is sorrve over-lapping of 
these categories.. 

Rarticipara.R training iri Agency terms, refer!; to the suppot? of sl-iort terrn 
or long ten-11 academic or non-acadernic experiences in the United States 
or anotl~er country other t1ia.n the co~..lntry of tbrs participants. The Agency, 
either through ,the Iuissions, f11~2 F3kIUI:)O or the Central Office prclvides ,for 
the cost of the tuition, living s\.ipport, books al-ed equipment, arad in some 
cases, transportation. The F'3HIJDO relies primarily on short term 
participant training (2-4 weeks), rather than longer academic training, 
which may require se\leral years of study. Exainples of third-coun21-y 
yariicipant training supported by the RI-tlJWO Enelude mid-level 
marlageme~il trairiirrg throilgli ttie lnstifwfe far Financial Education -.* ,, , , -," w ,-,-, , , - 

(Chicago, Illinois), for staff uf savings and Goaris it-i~t1.liTi611~ ~n Kenya. 

Short-term skill develapanerrt 'rakes place primarily in- co~~ntry. This 
training relates to tlie skills rleecled for people to carcy oil~l: their job 
descriptions effectively. E:tamples of skill training suppol-ted by thhc ') 

RHUDO include: financial management; action . ...." ...-. r~~~,g~.[ch,ific~n,sylf~:!g bs?,\n.J v'! ~.!b~(::l~/ 
sFills; sanitation tecklnology. 



1 ,/ On-the-job training has been a mainstay of the Office of I-lousing and 
.-' its regional offices since its inception. Through the placement of 

personal services contractors, the RHUDO provides ongoing s u p p o ~  to 
housing and urban development institutions such as ministries of 
housing and local government, as well as private institutions such as 
secorld le\rel cooperative organizations. These corltractors have 
designated counter-parts with whom they work or1 a day to day basis in 
skill developmer~t, technology transfer and institutiorral suppol?. During 
this evaluation periocl, the RHLlDO E/SA has such contractors working 
~ ~ i t h  ~fariou:; institutions, both p~.~blic and private, in Kenya arnd Bols\~ana. 
This important aspect of the training suppost provided by the RHUDO is 
beyond the ::;cope of this evaluation. 

Organizational development workshops facers on the functioning of a 
housing, urban development or training inslitutic~n in i2s delivery of 
services. An exarnple of such tiaining would be management courses for' 
senior and mid-level managers. 

Policy sevrrrlirlalrs ,focus on such issues as standards, subsidies and 
cast recovey, and the balance of public and private roles in the delivery 
of shelter and urbrnn services. 

B. Irsslitutiona! Support: 

Direct support sf training ia~stitutlons is p~cavided through througla 
needs assessments, organizational eva!uations, planning assistance, 
training-for-trairiers, financial a.id through logi@cal *- ... suppc7fl, dorzaticsn of 
equipment, ar payrnont of fees and tuition..'. 

C. Methadcaisgies, Curricula and Materials: 

To s~1pp0r-t its training and institutional support efforts, the HHIIDO 
also develops training and assess~~aer'it me%hoc$e)lagies, course curricula 
and training manuals. 

Ttlese acl:ivities, then, comprise the training program of the RIIIJDO. 
The rernaind~r of .this chapter outlines the activities of .the RHIJDO in 
each of' 't!"i~se three areas: a) direct training events; b) institutior~al 
support; and c )  development of 1~iet1~~1doIogies arid materials. 

A. 'braining Events. In all, between October, 1983, and August, 1986, 
there have been 44 separate training events conducted under the 
sporlsorship of the I3CilUDO for East and Southern Africa. These training 
ever~ts have either directly supported housing guaranty projects in the 
region (71 %), or have bee17 in supporl of over-all programmatic goals of 
the WHUDO (29%). And of the 31 training events that were in direct 
support of Ilousing guaranty projects, 16 of these have beera broadened 
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The ,following chart and graph summarize the training events as they 
relate to the di.fferent audiences, and show the number of pafiicipant 
training days. 

61% sf the training events have ta.ken place in Kenya, in suppofl of 
three major projects, and 39% \save been elsewhere in the reg i~n ,  or 
regional in nature. 

3.1 DISTRIBUTION OF "B'RAIW!FIIG E\/ENTS BY CONTEXT 

Training Context W sf events % Participant ?r'o 

IGenya Small Towns 15 34% 2390 34% 
Kenya Private Sector 8 1 8% 389 5% 
Zim babvi~e Kuwadrana 2 576 450 ~ D / L  
Kenya Uimoja 81 4 9 9:) 3,d.z 5% 
Botswana SHHA 2 5"/, 62 1 :/o 
Coc~litry & Regional 13 29% 346 I 42lrYO 

TOTALS: 44 "10096 7094 100% 

Towns Priv. Scts. Kuwad. Llrnoja II SI-itdAs Heg:l 



An average of 40 participants attended each training event although if 
the all-Africa conference is not included, this drops to 32 participants per 
event. This is a very reasonable size for one or two trainers to work with. 
Only three workshops exceeded 50 participants, one with 54, one with 
60, and one with 180. 

111 all, this training amounts to 7,094 participant-days of training. The 
regional training advisor was trainer or co- trainer in 27 of ,the 44 events 
(61%), anci accounted for 530h of the participant training days. The 
regiona.1 financial advisor was trainer or co-trainer for 7 events ('1 G%), 
and accounted for approximately 1234 participant-days, or 17%. Otkier 
participant-days (32%) were accounted for by a variety of trainers, 
including other USABD staff and corisultan'ts, and by U.S. based ,training. 

Regarding over-all ,topic:; of training sessions, 1:O events concentrated 
on policy --.- -- issues, - -  such as Standards, Plarining, Water and Sanitation, 
Private Enterprise Developrr-sent and the like,, These account for nearly 
half of the participant training days (42%. The reniairlder focus on skills 
trair~irlg in sucl.~ d~verse areas as: 'fi~"~ancial management; training for 
trainers; capital impruvernents planning; savings and loan rnanagernent; 
revenue generation; and cooperative housing. 

Lists of parlicipants, along with their positions and organi:zatioris, 
were rtot readily available for all workshops arad sernir~ars, making it 
irnpossil~le for the ewal~~ation team to fully analyze the cornposition of the 
participant groups. However, the na tu r~  of the trainir~g itself identifies 
the audience, and hence we approximale the following; 1.2l0 of the 
training was for or abr:~ut private sector institutions, such %.savings and 
loans, co-operatives, building socie ties, local con~sulting groups, and 
small scale vendors; flocc~ssed on urban management for 
municipalities; and 3'1-% was geared toward sl~elter' a r~d  related 
infrastructldre policy iksues arid implernentatiorr skills, primarily for public 
sector- irlstitutions. 

The following chart dernonstrales the distribution of training events by 
subject area of the training. 



Public Institut 
Private Sectar 
Filunicipalities 

The next table summarizes the training eweants frorrr October of 1983 
through July of 1986, the period covered by tl-~is evaluation. The table 
indicates Zl%e location of Plie training, the dates, the ti,tle of the course, the 
number of participants, the key trair~ers, and the casts. The second 
eolunin of the chart classifies the training event as bo whether it sewed a 
specific project., or whether it had a national or' regional audience. 

'This list surnrnarizes all trairning events about which the s\/aluatrars 
were able to receive information. In some cases the dates are 
approxirnaie and are based o n  the niemory of the trainers rather than 
written records or reports. 



3.4 SUMMARY OF TRAINING ACTIVITIES 
OF RHUDO E/SA TRAINING--1 983-1 986 

.-- --- 
LocaPios~ Type Dates ~i%e Parti- 'Trainers Cost 

cipants 

liarare 
Zimbabwe 

Project 1 013 1 I83 
11/1 1/83 

Project Development 28 
Workstlap: Kuwadzana 

Fisher 

Kenya Project 02/01/84 
I.lmoja 02/03/84 

Buildir~g & Infrast. 24 
Standards & Planning 
City of Nairobi 

Project 102/88/04~ 
Towns 02/10/84 

Local Governnient 18 
Financial Managenler~t 

Fisher 

Juba 
Sudan 

Regiorial 0711 7/84 
07,120184 

Water arid Sanitation 24 
Conference 

Fisher 

Low Income Housing 36 
Slandarcis-Nt4C 

Fisher 

Fisher 
Knepper Regiorial 1 11'1 2184 

I 111 WM 
Low Cost t4ousing 34 

Callen 
Fishes 9,800 
O~terIPritcharcl 

Project .1 1/30/04 
'1-owns 1 2/13/84. 

Managerncant CG 3 1 
Organizational 

Management & 3 1 
Devebl2rnent Skills 

as above 9,1300 

Mogadishr~ 
Somalia 

Country 04/91 a85 
0~4/17/85 

Financial Mangm't 40 
Wcrrkstrlop 

Chicago Country 85/04/85 S5L Mid Marpg~~Y 10 IFE 467,560 
Illinois Private Sdr 06/13/85 (Kenya) 

Nyahu ruru Country 05/08/85 1-ocal At.~ttiority 23 OsYer 850 
Kenya Towns 0511 0185 Ueveloprnerit Program 

Duduvilile Regional 05/22/85 Sanitation 54 Fislier 600 
Kenya Towns 05E.ut35 Odera 



----- 
~ ~ c a t i o n  ----- Dates f itle Pai3i- Trainers Cast 

eipunts 

Botswana Cour~trg, 06/06/85 Cost Recovery 20 Fisl~er 
SHHA 

Kenya Country 06120185 Follov~-up on U.S. 21 Bster 
Private Sector S ti I- Courses/ IFE 

Eldorel Project 0811 1/85 Revenue 40 ArTh 6,700 , 

Kenya Towns 0811 5/85 Generatiom 

Mogadishu Country /(39/C12/85 Financial Mar~g"t 4.6, ,Arth 
Somalia 09/07/85 Worlshop 

Nairobi 
Kenya 

Gountr\f 139/11/85 
Policy 09/1 3/85 

Mawl<ers Workshop 60 Fisher 2,500 
Oster 

I<akarnega 
Kenya 

Project 991.1 7/85 
'Tarlyns 09/1 9/85 

Snlali T ~ ~ W I I S  50 
Inauguration 

Local Authority DP 28 
Feasibility Phase 

F'is her 8,000 

Botswana Project 4 0124185 
St-IHA 19/25/85 

Debt Il!anzgemlent 21 Fisher 

Rsgiorlal 16/27/85 
Policy 1 1/22/85 

Usban Marlagernent 30 
(with UN HABITAT') 

Fisher 
Oster 

Giddir~gs I 250 
Oster 

Nairobi 
Kenya 

Project 1 1/08/85 
Private Sedor 

Secondary 25 
Mortgage hAad(et 

Kakamega 
Kenya 

Country 1 ,I 11 0185 
Towns 1 '!/14/8!5 

Financial Managrnl 27 
Fqevenue Cienerrition 

Chicago 
Illinois 

Country 11/10/85 
Private Sct'r 1 1/25/85 

S8tL Senior 11 
Executive 

IFE 10,816 

Kakarnega 
Keraya 

C:ountry '!1/17//'/85 
Towns . 1 1/22/85 

Financial Mang't " 29 
Planr~ing and Budgeting 



-~~~~~ -.- - 
Location Type Dates Title Parti- Trainers Cast 

cipnts 

Malindi Project 12/02/85 
Kenya To!wns 1 2105185 

I-ocal Authority 29 Fisher 
Development Plannirig 

Kenya Country 12/09/85 
Priiate Sector 

Follow-up on U.S. 21 Qster 
S & L Courses1 IFE 

* -' f 

Training for Trainers 20 PABCO 
Fisl~erIOster 

Mombasa Chuntry 02/Q9/86 
Kenya Towns OZ14t86 

kiarare Regional 02/24/86 African Union of 18 Oster 
Bllilding Societies 

'.~ 
All Africa Housing 423 Eenson 284,000 ,,,> 

Conference / 

Harare Regional 02/25/86 
Zimbabwe 02/28/86 

I-imuw Project 031 19/86 
Kenya Uprwja 63/20/86 

IJrrnja Statf 15 Fisher 500 

Nairnbi Project 0312 718 6 
Kenya t3r%;&-lr 

Secndvj Mtg Market 30 Giddings 250 ) 
Gnrclner 

Nyakumru Project C15/02/86 
Kenya Private Sct'r 05/03/86 

Kericho C;ountry 05/04/86 
Kenya Towns 05/09/86 

Bt~cigeting & 30 Arth 6,000 
Planning 

Sornalia Regional Rever~ue 34 Arth 1,670 
Gonemt'i)n 

'llgoni Project 
Kenya lJmja 

1Jmoja follow-up 20 Fisher 400 

Peacc? Corps 17 Fisher 700 ,/ 
and Ministry Local Gvi i 

(Cln Feasibility Studies) 

Yigoni Project 
Kenya Towns 

Mogadishu Regional 
Sfarnalia 

Action Research 18 Fisl-rer 
8 Consultirrg Skills 

Nairobi Project 
Kenya Urncija 

Orientation/lnller\/iew 180 Fisher 
Skills 

Naivasha Country 
Kenya Tola ns 

Financial Regenlalions 26 Fisl~er 
Review 



-- ----.-- 
Location Type Dates Title Pap%i- Trainers Cast 

ci pants 

Nairobi Regional 07/28/86 Private Enterprise 4 1 
Kenya Private Sctr Develspmerlt 

FAornbasa Country 08/04/86 Training of Trainers 27 
Kenya 08/08/86 

P~lombasa Gauntrj 0811 1/86 'Trair~ing of Trainers 27 
Kenya 08/"15186 

Mornbasa Coulltry 08/78/86 Training of Trainers 27 
Kenya 08/22/86 

---------- 
Notes: 1. Ssrne dates are appraxirs~ate 
2. All costs are in 1J.S. dollars arid do 110t include NHUDO slaff Lime 

FishedVanHuyck 
Gev. Tr~ornburg 

Fisher 8,080 
BPM 

Fisher 7,500 
DPM 

Fisher 8,000 
BPM 



B. Training Institutional Support 

The major work of the RHUDO to support training institutions has initially 
focused on the Governrnent Training Institution of blombasa, Kenya (G-O~I/tvlsa) 
Some preliminary work has also been done with the Institute for Development A 
Management in Botswana, and the Institc~te of Public Administration in Uganda. 1 

GTIIMsa started as Coast Secretarial College in '1 963. After several 
changes, it becan~e the Government Training lrlsl~twte in 1970. The primary 
eniphasis of GTlIhlsa is in.-sewice training: refresher and upgrading courses, 
with low and mid-level gowernmer-lt employees, particularly it1 the fields of 
accounting and secretarial training. 

Through an outreach program, established largely as the result of the 
RHlJDO's work with GTIIhlsa, the training center provides courses in 
rnanaysment and finance to local authorities. 

'There are currently 34 lecturers of a total of 67 st,aff. The institution has 
a.ulharity for a total of 133 ~:)ositior\s, and is in the process of recruiting new staff, 
As car1 be seeti frorn the photos in this report, GTI is 1~ndergoiur.y substantial 
expansion of its physical facilities, adding both classrcrorri spaces ar~cl 
dorrnituries. 

The RP-IUQO regional training advisor has workecP cIosi?Iy with GTlIMsa in 
the field testirrg sf an assessn-eent metllodology for'tsainlng insti'6l~tions As a 
result of this process, 6'1-1 committed itself to expartdirig staff a,nd beginning the 
outreach effort to local autkmoriiies. 

Many of the RIiQJDO3 trairling events in Kenya have talterl place 
in eonjuricticrr~ with G%11Ms:1, and as is noted n7or.e thoroughly in Il-~e 
followirag chapter, the financial management trair'lir~y tar the 84 srnall 
towns wjil be provided largely by GTIIMsa. 

In developir~g and field testing t h $ l ~ ~ ' & e t h o d o l o ~ ~  with GTI, the 
RHUDO trainirig program is now pre$a~ed to word< vvitll training 
i~*~stit~.rtions in other cnuntries, and is beginning to do so. 

C. NIekhodoPogEes and Materials: 

The FTI-iUD~O training prograrn bias developed a nurnber of 
metl-~odalogies, training curricula and manuals. 'Three ~aanuals and two 
rnetl~adologies a,ra reviewed in detail in Part T\AIO of this repol?. The 
manuals that have been developed are la.rgely related 80 the Kenya 
Small Towns Project, but are being used by the RHUDO sta,ff in other 
countries as well, with appropriate rrlodification. 



The rrlanuals support the local authority development program and 
cover such topics as: Preparing Development Programmes; Completing 
F~asibility Studies; Managing Projects; Preparing Annual Bsvt3Sopment 
Estimates, and the like. 

Mr. Arth has developed two trair~ing manuals on financial 
managemerlt, and is working on two additior'lai ones. Topics include: 
Revenue Generafion; Budgeting ant? Phnning; and Expenditure 
Management and Control. 

Methodologies reviewed in Part Two irlclude: Actk~n Researc,h 
Training, and LPS, a self-assesstment and strategic: planning 
methadology for training institutions. 



IV. TnAlNlNG IMPLEMENTATION SYSTEM 

Waving provided an overview of the training activities of the RHUDO 
for East and Southern Africa, this report now reviews the organization of 
the RHUD0's finarlcial and human resources for the implementatior~ of its 
training program. 

L n ~ a c u  There are several sources of funds that support the 
RHLJDO's training program: project grants; central PREIC-1 training unit 
funds; the RHUDO operating budget; Mission palticiparat trairiing monies; 
 matching funds from local governments; counterpart funds; and 
international agencies such as tl ie llnited Nalions. 

The Rl-IUD0 accoun,ts only for its own funds and expendi.tures, and since 
the training efforts are largely related to projects, .the acco~~nting for many 
trainir~g costs is not separated out from\ other project casts, making it difficult 
,to assess the tota.1 resources involved in supporting training. Nev@rtheless, 
enough 05 the costs are clearly identifia.ble, that a close apyr'oxirnatiori can 
be made. 'The estimates that follow ir~cIuc;Pe all RI4IJDO costs, but do not 
include Mission participat~l training monies or matching funds. 

The I-nost significant cost is  that' of personnel: personal services 
cor~tractors arad RliUDO direct hire staff. The Personal Services 
Contracts are for the regiorlaS training and financial advisors, and the 
assisZartt trainer. A portion of one direct hire staff is also incltlded as that 
person is responsible for oversigl-lt and supervision of the trainers. Tliese 
psrsonr~el cosils are approxirna1el)l $670,000 for the period covered by 
this tavalua,tion. 

"The next riiajor cost is that sf the A11 Africa Conference, which totalled 
ncjarly $284,000. Finally, we inc11.1de project funds expended in direct 
suppod of training relatsd to those projects in Botswana, Zimbabwe and 
Kenya. T~gether,  these total nearly $265,000. Thus, a total of "3, 
$1,219,000 has been spent in s~lpport of training since late 1983. i / o  L ~ . > ~ [ ~ \ ' \  

i r i~sudi~lg all training events and all RHIJDO costs (staff, irivitatianal ,travel, 
support, participant expenses, etc.) the training cost average $'I69 per 
pariicipant day af training. As a poi~'l,t of comparison, the 1091 participanls days 
04 training accoun.ted far in the first .two years of operatior1 of 1he.l-a'tin American 
Trainirig Center (1-A'TC Evaluation, Augt~st 1985), averaged $1  67 per 
participarat day, which is not appreciably lower. The L.ATC evrrluatitrr~ 
concluded that changes recammer\ded to irnprove the training procjrarn would 
res[.$lt in increasing the cost per participant day. 

The costs for local in-country training, exclusive of the Rt-1UDO pers~nnel  and 
contractors, is extremely modest. 2,004 participant days of in-country training 
t t r ra~~gh duly, 1986, required 9350,970 in support costs. This averages to 



$25 per participant day. This is significant in view of the need for 
sustaining the training effort through local institutions such as the 
Government Training Institute. Interviews with local authorities also 
revealed a willingness of ttie town caur~cils to pay for the training costs. 
'Those interviewed also felt that the accornodations at GTI were more 
than aclequate, obviating the need for and cost of hotels. 

Hidden ,financial support for trainir'tg'includes coiltracting support provided by 
the Keriyan Mission as well as other Missions in tl-le region, and the 
Govornrnent 'Training Institute of Mornbassa, which provic:les classrooms for 
many of the trairiing events. GI7 also provides some equipment, although it 
is scarce. Other trairiing events are held in confereuice centers, retreat 
,facilities, and hotels. 

i-S~~t-r~an Resourcesa The RHUDO cl-lief is responsible! for over-all 
direction and planning of the sk~eltev and urban developrrient programs in 
the region. The project officer for the Kenya Small Tovvns project also 
supervises the training efforts of tire RI-IUDO, and provides programmatic 
supper-1. 

The trainers consist of Fred Fisher, the regional trairiing ad\risor, and 
Maurice Ar-th, the regiunal financial advisor. -They are assisted by Jeanne 
Oster. Mr. Fisher is assigried full-time to training ancl is the co-ordinalor 
of training for the region. He Inas been assigrred 11'2 tirne to the Kenya 
projects and 112 .time to other training activities in ,the region. Mr. Fisher 
is an experienced trainer with a specia.lty %he developrne~it of local 
authorities. Mr. Aith is assigned half time to t,raining, and with the 
remainder of his time he advises the Mi l~ is t~y  of I-ocal Go\~ernmrer~t in 
Kernya. His assigrlrnerit is also regional in nature, with responsibilities 
throughout the region. He has exterrsiwe overseas experience, and 
specializes in finaricial mlanagernerut. He't1-i trainers t.lave lifelong careers 
in their fields. 

'Tlie RHUDO also draws on the expertise &sf corlsulting firms and 
indiviclual experts for some of the trainl"ng. Examples irlcl~rde PADCO, 
IFE and the Cooperative H O U S ~ I ~  Foundation. In Kenya, a cadre cat staff 
from the G'"T provicle training for the local authorities, and will carry on . 
these courses in the future independently of selppe)rP froin the RI-IUDO. 

Org,a~iizaPiora~l Strnclure. TCJ dale, the training effort of WI-IUD0 E/SA is riot -- ---.-.-- .- --,--- -, 

formally organized as a distinct program. Rather, it is loosely slructured, 
primarily as a functional support service in a matrix, as illustrated by the 
organizatidsnal chart on the follo~ving page. The RPiWDO has undertaken 
several efforts to orgarslize its training into a regional program, including the 
development 0.f a project identification docurnent far such a regional effort. 



ORGANE~~TION CHART 

REGIONAL HOUSING AND ISRBAM DEVELOPmNT OFFICE 
FOR EAST AND S0UTS-EER.N AFKICA 

'~raining is a support furlction for the Shelter and Urban Development Projects, 
as well as a programmatic ur . r i , t  within the RHIJDQ itself for regiorlal activities. 
As a support function, the manageFenst is a matrix system. 



'The Government Training Institute of Mo~nbasa is expanding both its programs and its facilities. 
As a result of an instituiional assessment facilitated by the RI-II.Jl'30 for East and Souther.n Africa, 
Gl'IlhAsa has added an outreach program servir~g the managernent arl(J. financial training needs of  
the 84 small towns im Kenya. 



The Project Officers for each project have direct responsibility for 
training related to their projects. They call on the RWUDO trainers or 
other training consultants or institutions, to organize or provide the 
tra.ining that the Project Officers see as needed for the development of 
their projects. Hence there are trairring activities in which none of the 
RHUDO training staff are involved, either in planning, implementing or 
monitoring and evaluation. 

The regional training advisor, as the first and only full- time trainer, 
has the central coordinating responsibility for training. In areas silch as 
regional training and co-ordination with other international agencies, the 

- regional training advisor has greater o v e ~ a l l  responsibility arid flexibility 
than in regard to project-specific training. 

Supelwisi~n of the training and financial advisors has been the 
~~esponsibility of the Project Officer for the Srnall Towns Project (Kenya). 
The assistant trainer reports prirriarily to the regional training advisor. 
Bott-I the regional training arid fir~aricial advisors also work closely with 
t1-1~ RHUDO Chief. 

Wesponsik)ility for organizing individual training events varies. For 
in-country training related to sp&cilic projects, Illis is otten done by the 
irnplen~enting agency witti assistarice from the WHUDQ training staff 
and the iravol~~ed training institution. An irnplernenting agency, or 
training irlstitution such as the Government Training Institil~te, w ~ b ~ l d  
provide logistical support such as correspa~ldence, transcribing of 
proceedings and accornodations, as well as training suppor-t. 

In-co\.rntry trainir~g rlot relaled to specific projects is organized by the 
RMLJD(1 staff and personal services contractors in that country. Regional 
and 1J.S. based participant training funded by A. I.D. is arranged prilr~nrily 
through the Missisns, following Handbook Tert procedures for Participant 
Training. In almost all of these cases, the RHUDO does not provide 
direct logistical s~~ppor t  for training. 

For regiorsal training everits such as the All-Africa conferences, the 
RHUDO takes major organizational responsibility. When the regional 
training is joinLly sponsored by other iriternatiarial agencies, the division 
of responsibilities is worked o~..lt on a case-by-case basis. 

Both the regional training advisor and the reyiotial tinaneial advisor 
s~1ppor-t the institution building objective of Ihe program, althasrsgf7 in 
somewhat different ways. GXJ, Mombassa, is a case in point, GKI is a 
government inslitutior~ that has, as a result of RHUDCl efforts, become the 
focus of local government training in Kenya. GXll has adopted RHUDO- 
develop@d methods and materials, and has begun an outreach effort to 
serve the 84 local authorities in Kenya in their financial and 
organizational management needs. The regional training advisor assists 



with overall assessments, plarlnirig and organizational development. 
The financial advisor has coricentrated on development of curricula and 
the instructing of staff in the use of these materials and methodologies. 

The delivery of the financial management workshops is illustrative of 
this relationship with @TI. Mr. Aath develops the curriculum and n~aterials 
in consultation with G'T'I trainers and the Ministry, as well as the local 
authorities. For the first two worksl-lops (one week duratior~ each) the 
RHlJDO advisor conducts the majority of the training. He then prepares 
trainers from @TI, who have been assisting him in the first two rounds, to 
conduct the third round themselves, conferring cacti day in modifying 
and improving their presentations and the materials themselves. GTI (n,hj 
trainers.will conduct the remaining r o ~ ~ n d s  unassisted. In the future, the 
RHUDO plaris to train 'ten staff from GTI in the use of the materials for d , ~  A'? . $, '\ v- j7' I hl( 

each course. .- U.L.,., <(,I. ,l..J.j 
b f ( j  [..). 

Most of the training n~aEa.terials ar'd curricula used in ,the training 
courses have been cjeveloped specifica.lly .for those events by RHUDO 
trainers or* ccmsultants, a.nd where possible, in coIlabori2tion with local 
trainers. 

Lon --- . PYar-rrrirrg I. , Mor~itsrinmnd .------.,-. Evalic,natTo'ri. .---. As in the case of all the 
Rt-lhlDOs, thl; basic lorig-range planning cycle is related to the annual budge.t. 
Wif1-1 the axpar~sion o,f the central training unit in Washington, D.C., training is 
be'corning a clear cost ceriter a r ~ d  hence the MHUDO budget submissions more 
fully iderltify training activities, their relatioriship to projects and country and 
regional strategies. 

Since tho B3HIJDOqs training pProgra1-c) flows from and sr,/pports its 
over-all development prograrn, regiorial progranaming for iraining rests 
with the RHLJD0 Chief. The regional training and financial advisors also 
assist with regional programming in tl'ieir respsctij~o areas of expertise. 

Monitoring and eval1.1ation take place in several ways: staff meetings 
with a focus an iraining; periodic project reviews; staff supewisio~i; a 
variety of post-course evaluation methods, such as post course 
evaluation forms Po be filled out by participants. Some of the training 
events conclude wit11 a self-planning exercise for each participant, who 
then report hack at the begir-~r-~ing of I:he next sernir~ar they attend. 

In isolated cases, there are more elaborate evaluations done at the 
end of seminars and workshops. Where this is done, it provides rnuch 
useful information. Training events carried out by' G-rl are, as a rule,. 
eval~rated by GPl's trainers or) the basis of information provided by 
participants. But GTI is inadequately staffed to keep up with their regular 
training load, let alone the evaluatir~g of these added worksl-nops. 

The accounting and filing systems are not set up for 
rnoriitorir~g purposes. 



V. ANALYSIS AND RECOMMENDATIONS 

This analysis concentrates on the overall training effort of the 
RHUDO/ESA and will not evaluate individual training events or' outputs. 
In Par3 Two of this report a detailed account is given of most ~f the 
different training activi.ties undertaken over the past three years and, 
where appropriate, evaluative assessments have beer1 incorporated in 
each description. In this section we will discuss: 

the achievements of the training program in terlr~s of outputs, 
impacts and the balance it provides in long term and short term 
objectives, differeht subject areas c~vered  and different lypes of 
training events; 

the efficierlcy of the trainirlg prograrn in terms of its cost, the 
planning, delivery arid follovv-up system and its long- term 
sustainability. 

Except where this would rriake the analysis unnecessarily 
cumbersome, ,the four main areas of activity of tlie training program are 
discussed separately: project related training, program related training, 
the development of training institutional capacity and the developmesrt of 
training snaterials and m~et,hotlologies. Tho analysis and 
recommendations will focus particularly on future rseeds and rdirectlsn of 
the training program. 

The achievements of the training program of the RHUDO have been 
significant over the three year period included it1 ,this evaluation. This is 
.true for all fo i~r  of the RHUDO's program objectives for training. Ever1 if 
we only assess tlie volume of direct outputs produced or supervised by 
$116 training staff of the RHRJBO in relation to these program objectives, 
the achievements are impressive. More sigrificantly , the direct and 
indirect impacts of their activities indicate, even after this short period, 
that most training inputs have been remarkably sirccessful. 

The training activities have been described in detail in the previous 
chapter and in Part Two of this report. The following stirnrnary list of direct: 
outpi~ts produced by the trairling prograrn is indicative of the 
ackiswen~ents of the program, particularly since the overall qualily of 
these products has for the most part been excellent (see below): 



Training events: Altogether, forty four training events have been 
organized and 7,094 participant training days were delivered. Sixty 
one percent of these events were directly related to USAID Urban 
projects in Kenya, Zimbabwe and Botswana and thirty nine percent of 
these were national or regional training events which were program- 
oriented. 

Trairiing nialerial and methodologies: 

- Procedura.l and training manuals where prepared directly for 
the Small Towri Project in Kenya for use by tlie Ministry of 
Local Govern rnent and the Local Authorities; 

-, Detailed course curricula were developed for both naliorial and 
regional use iri areas of financial rrnanagernerit for Local 
Autliarities and supervisory management; 

- 'Three assessnient rne.thoc-lologies were developed and tested. 
1-wa of tliese have been published, namely ,the Acfisn Research 
and 'P"ra/rsjr?g melkodology, a.n experimental 1:r;ainirig rnett~od now 
widely used in the reg ion, and the Learning, PPannlng and 
Serwjng, a salf-assessnient methodology for' training irrstitutions. 
"The third rnelhocl, a training needs assessment rnetl-~odology, 
developed in coliaburation wi,th tl."~e World B;anlr and U N G H S ,  was 
found to be too cu~~~berson-le a.fter ,testing and was dropped. 

Training institutional developr~er~tr Several assessments of training 
institutions in Kenya, I-lganda and Hotswarla were carried out. 
Furtherm~ore, in Kenya substantial institutional development work was 
done with GTlilhAon~basa. 

'The consister~tly high quality of training activities provided by the 
RHUDO is one of the most remarkable characteristics of the program. All 
Zraining activities were extremely favorably received by those iravolved,. 
'There were orily a few exceptions, and in most cases this involved 
training events which lacked a clear agenda and which were a'follow-up 
QI-I previous training activi'ties that had been sucee.,ssfully corrducted. \/With 
present shortages of q~lalified staff in nearly all implernen.ting instit[.itions, 
aclrninistrator~s are ,very ddema.riding in regard I:o the benefits of training. b '  1 
Trair~ir~g which does not lead to needed policy cl~ange, orga.nisationa1 
irnprovera~ents or improved skills is harshly criticized. That so little 
criticism was heard Is thr.1~ reralarkable indeed. 

This excellence in $the level of training, of training materials arid 
methods has been achieved because the RHlJDO has attracted top- 



level trainers, who are experienced specialists in the substantive areas 
in which they tra.in. Fisher is a management specialist, with extensive 
work and training experience with Local Authorities, while Arth is an 
expert in financial management, with a broad and extended experience 
in participant training in various international settings. Apart from their 
professional qualifications, the trainers are extremely dedicated to their 
work. The inipact of the high caliber of trainers or1 the achievements of 
Rt4UDlO's training component and on the respect which it has gained 
cannot be overestimated. 

Results and impacts of training efforts are difficult to measure. Many 
governments and internatior~al agencies try to develop a system of tools 
a r~d  indicators which could assist i r ~  ,the assessment of impacts of training 
on de,velopmental goals. Not marly have been ~ ~ u c c e s f ~ l l  so far., Most 
studies rely on a c~rnbiriation of dvvo types of' informa.tior1, namely: expert 
judgernen't by the o\/ai~,~aturs on the basis of the analysis of secondary 
sources and interviews with yarticiparits anrl mariayt-,rs of irnplernentir~g 
and trainil-ig institutions; and sorne firrrc indicators of impact which can be 
i-neasured directly, such as increased revenue c o l l e c t i ~ ~ i ~ ,  improved 
ways of accounting, irnproverr~ent r3f training pragrarr'ls a.ncl curric~.~ia. This 
svaluation is also based on a cornbirsation o,f differer~t mett-~ods. 

As mentioned above, the RH1980 training staff has built an evaluative 
component in some of their training events and has cennducteci several 
follow-up evaluations to uriderstand the impact of previous organizational 
development interventions. Hol~ever, the latter have not been silccessfu! 
for a variety of reasons. Moreover, for certain training components the 
irnpacks will only bccorrie clear aftelm a much lor~ger period of time. The 
assessment of the irnpacjts 06 the program which is presented here is 
therefore by necessity tentative. 

To assess tk~e long-term impacts of a training program tsf such 
diversity, it bias to be viewed from different perspectives. The evaluation 
team has attempted fa analyze the irripact of the training progran.1 at 
three rr~ain levels: 

,!lit. irnpact on policies and tlie delivery capacity of implerr~entincj 
institutions in the shelter and urban development field; 

irrlpacts QII traitling policy and practice and on attitiides ,trav\tard 
training; 

impacts of the training program on the wider program goals sf the 
RHISDO and its regional and international image. 



e . , U e l  
institutions in the field ~f shelter and urban davelo~ment ,-- 

Within the constrair~ts of the lack of primary observational data, the 
evaluation team found the results of training efforts which focussed on 
the organization of implerrlerltating institutions and on the delivery of their 
services l o  be very positive. Several exanlplles will illi~strate this 
conclusion. 

R g o ~ d  example is provided by the trainirrg worltshops on the delivery 
process of sites and services projects of the Harare City Council and other 
Local Authorities in Zimbabwe. Oneof tfiese workshops was sponsored by 
IJNCHS, but the RHlJDO training advisor provided considerable input; the 
other was co-sponsored by the City of Harare and the RHI.JDO. Tlae 
workshops generated an opportunity to create clarity on unresolved policy 
issues, and they provided the framework in which proced~~res of 
iwwplementation were spelled out. But, most important af all, because of the 
participatory tra.ining anetlioci which was r.~sed, ,the training process itself 
created a team spirit which according to the Zimbabwe project coordinator 
for tlie experimental Kuwadzaria project "has held i ~ s  together through 
rough times" throughout the img~iemntation nf the Muvvadzana project. 7I-m 
training V W ~ S  prsvided only 'to those of.ficials involved in the project, and 
has tt~eredore only impacted a small sec2ior~ of the council department 
which deals witti this type of projects. However, the trainer 0.6 ,the Humarl 
Sewices and Community Develcapment Division has been trained in 
dealing with this type of participatory training, which will have a spin-off 
effect sn future training efforts. 

The local authority training efforts in Kenya provide a good example 
of ,training which is conducted in the context of a project, but where the 
training inputs are not rerstricted to personvlel or institutions which 
directly participate in the projscl.. The training for local authorities has 
been looked at from a national perspective and I-]as therefore not only 
influenced the i~nplemerat~itican of the project but ultimately also the 
effective operatior1 of all local authorities i r l  Kenya as well as tlie 
contil-~ued training program for local authorities through the work with the 
GII/Mombasa. 

Particularly iri the area of financial management the training efforts 
and technical assistance inputs are complimentary ar~d reinforce each 
other. In this case the sarne corlsultant has a dual assignment to a.ssist 
the Ministry of I-oca.1 G~vernment wit17 tho improvernerit of its financ::ial 
rrranagerial procedures and to trairi L-ocal Authorities in financial 
n~anageni'ent while at the same time establishing tlhese training skills at 
the GTI/Msa. The gr'oundwork for trair~irlg in this area, was laid by the 
RHUDO training advisor during his Action Research Training work with 
Local Authsrilies. Impacts of this type of concerted efforts are highly 



significant. Even after a short period of training several clear impacts can 
be seen on the implementing institutions: 

- As a result of both th@ problem identification and organizational 
' 

development workshop and the skill development training in financial 
management, several I-ocal Authorities have staced to reorganize 
their revenue collection system and have ir~creased tlieir revenues 
from various sources; 

- Several Local Autliorities indicated that they had improved their 
system of bath short term and long term financial planning; 

- At a liational policy level, financial mariageriient trainirrg for Local 
Authorities has been given a high priority a ~ i d  an official endorsement 
(Sessional Paper No. I ,  1986). 

Related trairring efforts in the area of general developmerut planning 
for Local Au.thorities in Kenya have not brought the expected results as 
yet, although the planning procedures which were developed by the 
RHUDO technical assistance statf have been ecadorsed at the national 
policy level. The reasons for the lack of res~~ l t s  relate only partly to the 
quality of the training inputs, but Ile primarily in the lack of a coordinated 
training approach in this area. (See section on Efficienc:~ and 
Sbmstainability) 

The y r s ~ i n d w ~ r k  for much nf the training related to %Fie Small Ts\ivri 
Project was laid in a short series of general managermen? workshops 
attended by a variety of high level officials from Local Autk~orities, t h ~  
various rr~inistries and ins%i.tutions related 'to the project and staff from 
GTl/l\nornbasa. 'This s e r i ~ s  of workshops had a tremendous influence or1 
ways in which participants looked at the organization of their institutions 
and %he way in which problems can be understood, analyzed and solvecd. 
Many reported that they have changetl their rr~anagernent style as a 
result of this workshop. Moreover,%he Municipality of Morslbasa (which is 
not inclucletl in .the Small Town Project) has asked the GTI/Mornbasa 
nianagement training staff to conduct a management workshop for' staff of 
the Municipality, because it felt this approach could increase the 
efficiency of their arganization. 

Many of the problerns faced by Local Aa~ttsorities can, however, not 
be solved by trainir~g and relate to their overall lack of financial 
resources arid staff. Potential irrlpacts of training have to be 
evaluated within that overall context. 

Several participants in regiorlal or r~ational level training semir~ars or 
workshops were interviewed in order' to understand the impact of non- 
project related training on irnplernenting institutions. Since few of these 
training eliforts were focussed directly on the needs of particular 
implementing institutions, impacts will be evident only indirectly. Fl'om 



disc~lssions it was c1ea.r that most participants gained an understanding 
of the particular problenis which were addressed, which varied frorn 
hawker problerns to lrrbari management issues. In the case of regional. 
or 14.S. participant training, insights and knowledge were acquired about 
different approaches and experiments unclertal<eri in va,rious countries, 
and lessons to be learned from those experiences. These impacts are 
not as clearly perceived in tangible policy or organizational changes but 
form the necessary first step in that direction. Several persons 
intelldiewed expressed a desire to participate in rrrore cross culZural 
training events. 

Pt will be of in.terest to monitor closely t11e results of non-project related 
training efforts which are directeel at specific irnptement:irig insti~tutions, 
such as the financial managemerlt training program for the City Council 
of Magadishu. This is the only exarnple of its kind In the region, and it will 
provide evidence of whether s1.1ct-a training car1 work indeper'~den,tly of 
housing guaranty or' other project activity invulvirig the irnplemerlting 
institution. 

Based on these and other exctrriple!; we can rnake the fclElovving 
general observations regarding the inlpact of RH14DO training efforts on 
implementing irrstitutions. 

The pro,jecb-related tsairiing E-~ns prc2rluced the most visible resl.nlts concer~~ing 
organizatiorral developraient, policy change and impro\fernent of si<ill levels. In a 
project context other types of assistance reinforce the training effort and vice versa. 

, 'There exists a rag~dlar and ongoing corltact betvdeen the RHUDO and the 
) implomcnting agency lwhict~ facilitates the access trainers have to the staff, etcetera. 

I 
I 

Impacts 0.8 non-project related training, altt~oug[i no Icss crucial to the cleveloprr~en't of 
the wverall Rt.(UUO program, are not as irnrnediately c;bvic?us, since they often 

I 
! 
! address larger policy issues w~tiir:h need a gradual pro~ess of interaction with 

... .. 

Training, was particularly successful whe~e a sequence or a variety of training inputs 
was provided, first addressing the general policies, procedures and managerial 
aspects of irnplernentirig institutions and subsequently or sirnultaneol~sly .the 
technical or managerial :;kills. Whore no prior agreement on policies or basic 
procedures was reached within the implementing institution or between different 
institutions, skill-oriented training efforts were unable 'lo reach tl-reir potential ar~d 
some of the time was unprcducti\le, ir~scifar ;a it focussed on topics which parlicipailts 
could riot etfectiveiy address. 



potential: 

One of the most dramatic overall impacts of the training program is the 
positive change it has brought about in attitudes of high and middle level 
officials towards tlae usefulness and potential of training as a tool or a 
process to bring about desirable changes. This change in attitude was 
found to be pervasive among all officials intetviewed from those at the 
policy-making level to those in implementing and training institut,ions who 
had come into contact with the Rt-1UL)O training programs and even for 
the RHUDO staff and technical assistarlce personnel. Ever) more 
interes,ting was the finding 'that there was a ~~r~an i rnous agreement 
among those interviewed, that the training nsethocls used by RHldDC) 
trainers, which inc[~,~ded a vs-lriety of participatory, experirnerstal me%hods 
of learning, are much r'nar'e effective than the methods colmr~\only used 
before. Mareover, training was viewed as an ongoirsg process in ,the 
development of stronger institutions, in,volving both skill enharlcement 
and organizational development. This was even tlse case for top level 
officials of shelter institu2ions who were ott-remise skeptical regar'dir~g the 
type and direction uf cl?a.nge whiek~ the RHUDO slielter and urbari 
program tries ta stimulate, such as the National Housing Corpuraticsn of 
fh8 Kenya GlsvernrtienL 

, There is clear evidence that this positive aitituds expressed with 
regard to the trainir~g program was more tl-1t.n just paying lipservice to the 
evaluators. T l ~ e  change in attitude towards the sfFectiveness of training 
was evident in relevant policy staten'isnts of t l ~ e  Central Government of 
Kenya (see Kenya Small -Yeown Project in Part Two of this repcart), in their 
acceptance of a new outreach Lrairiing program for Local Authorities in 

I Kenya, in the forrnulalion of project documents, in the cornrnitment of 
lfunds for training, not only by ttie RHUDO and Missions, but also by the 
I s  ~rr~plernenting institutions themselves, and in the requests for training 
/which are made to the RHUDO training staff or to the GTI/Molnbasa local 
\ authority training program. Also, nearly all iniplementing institutions 
visited had a training agenda or a plan that indicated at which p a i ~ ~ t s  in 
Lhe irnplernent.ation process of projects or progra.ms a training input 
would be necessary. 

'There are, of course, factor's otk~er than the Rt-ildDO training program 
that have influenced this positive. attit~~ele towards training. It was 
generally acknowledged, however, that the experience with RHIBDO 
training efforts tiad beon a critical factor in the appreciation of ttae 
potential of training. 



Altho~rgh some training inputs have been provided ,to the la~stitute for 
LSeveloprnent Management in Botswana and the Institute of Public 
Adn~inistration in Kampala, Uganda, these were isolated assessments of 
the capacities of these institutions. Without follow-1.1p adions there is no 
indicatirsn of any impacts. Wle will concentrate the discuss\on therefore on 
the impacts of the RHUDO training inputs on GT'IIWlornbasa. 

As disc~lssed elsewhere, the RHUDO training assistance to GVTI/Msa 
has been unsystematic and mostly of an informal n'atu.re. However, the ' . 

initial LPS assessment of the institi.rtion by Fisher and Sherwood and the 
successf~~l series of wor'kshops addressing the problems of I..ocal 
Authorities, which wore partly conducted at GTIIMsa, induced a 
fundamental reorientation of ,the marldate of ,this institution,. This 
resrien.tat'ion was endorsed at the I'dational level:: an outreach program 
,was ini,tiated for tl-ue 'training of Local Authorities; a combination of 
training, research, cor~sulting arrd p~.mblicatio~-1s was to be pursued; and 
t11e participatory or experimental learning lnettuod was recormrr~encled as 
the basis of all training of L-ocal Authorities and other outreach training, 
such as the training for'the District Foc~us. The capacity of ttle GTllMsa 
training staf.1: involved in the csutreach program was further enhanced by 
subseql~ent joint training efforts with WF%13D(3 draining staff and the joint 
developr-nsnt of new currics.lla in financial rnanagernent and supervisory 
,training. blowever, the developrner'lt of research, cons~~lt ing a.nd 
publicatior~s can hardly be further pt.lrs~..~ed with the manpower and ._ ,. 

financial resources presently available. Ar~nther side sifect of the Rk41J!JO 
i17vol\~errlerit is the recent approval by the international Union of Local I ('.; i' L 
A~~thtrrit,ies l:o desiy rial:? GT'IIMombasa a:; a regional training cent'er' for ..- "" 

training of I..ocal P~~i th~r i t ies.  . ( ) /(" # 
)$< 

. 1) y I 
These tremer-dous iwlpac'ts have been achieved wit11 very limited uw~ 4 

resources and have demanded aru incredible input from the staff and -- .  " "  

leadership of tbre institution. For this effort little compensation was of.ferecl 
other than the interest in developing one's own and the institution's 
ca.pability. While this is a sigri of a deep institutional ccammitrnent, it is at the 
same time a precarious situatior~ since too rnuct-1 depends on the willingr~ess 
of the individual staff niernhers. The eval~~atilan team encl~rses and 
encourages , t h s  RIIUDO's present attempts ,to seek Bi~rldirlg for further 
ins.tit\.rtianal developrnerltl of the GTYIMsa,. (See Efficiency) 

of the '7- ---L.- rn: .-- 

In the process of the eval~ralion it  bebnarne evident that ttie training 
program had some impacts other than enhancing skills, knowledge, 
practices and policies. It functions effectively as an outreach prograrrn in 



countries in which no USAID shelter or urban projects are presently 
feasible, but where a strong interest exists in learning a b ~ u t  new 
approaches in this field or learning new skills. 'Through training, many 
obstacles for the effective development or implementation of future 
projects may be cleared away. 

The training progranr has also gained an iriternational reputation and 
presently has cor~siderable impacl on internatiolsial training activities in 
the region. Increasingly, the RHUDO isainirig staff is asked to develop 
course curricula and training methodologies for training activities col- 
sponsored by lJNCMS and the World Bank. This impact will deepen 
when the LPS assessment method for training institutions is used in a 
planned joint effort to develop a regirsnal network of training institutioris in 
the urban development field. 

Walant=e within the Training Program 

The q~~est ion remains: does the training program achieve an 
adequate balance of long and short term objectives, subject areas of 
training, types of trairiir~g events a.nd levels of participants. 

Prainirig CTbject i \~~: The objectives of the RII-iIJDO E/SA training program 
are consistent with the Iraining s$jecti\/ss caf the Central Training unit of 
the Oftice of Housing and Urban Ps'ograrrcs in Washingion. The RHlJDO 
prvograrn incorporates trair~irig at three levels: policy level, training 
,fol:usec! on implementing institutio~~s, bol21'1 for organizational 
development and technical training, arid the development of local 
training institutions. Trair~ing events reflect this rnixture of differe~it 
objectives. There is also a careful balance between training tor long-term 
needs, through policy seminars ar~d  the gradual development of 
institutions and training capacity, and the fullfillrnent of short-term needs 
in relation to the immediate implementaiion of projects. However, an area 
which is presently not incorporated is assistance with the longer term 
rnanpower needs in the urban manage~nent sector. For instance, in 
Kenya and in rrlany other co~~ntr ies in the region, only short and niediurn 
terna pre- and in-service training yroyrarns are available for training in 
public administration, all sporissared by ths Governnient. With increasing 
manpower needs in this sector, the RHUDO niay provide assistance to 
the Govorr~ment to develop plans for a pre-employment type private or 
semi-private training program in public adn~inistration arid management. 

As mentioned above, the training events related 20 shelter and urban 
development policy could be strengthened by orgarlizirlg smaller policy 
workshops at a natiorial or regional level as a follow-LIP to regional policy 
coriferenees. A proposal iridicating such interest has been drafted by the 
training advisor of the RHBJDO. For most countries in the region the policy 



level seminars are an importai-it link with the RHIJDO and often .form the 
orlly contact with experience in other countries. These can form tlie 
springboard for further training inputs which the RHedDO has to offer. A 
further advantage of the developmerit of this type of national policy 
seminars is that it enables French speaking countries in the region to 
becotne more ir~corporated into the training program. 

aining: Training support to implementing and training 
institu.tions has been concentrated in Kenya, and to a lesser degree in 
Zimbabwe. Present efforts to conduct the local authority financial 
management training in other countries arld to provide institutior~al 
support to selected training instit~.~tions in the region will increase the 
regional balance of the training program. There is also a questiori 
concerning the overall balance in The training program of the different 
types of training undertaken by the RI-IUJDO, such as training of trainers, 
se'lf--guidi~ig training niethsds, direct [ocal training for policy maiiers, 
teciinical and administrative personnel, and participant: training. One of 
the greatest achievements of 1:he RHIJDO trainir-lg program is the use 
and development of local or regional training resources, wtierever 
feasible. Third-country participant training is used palticularly .in .tbrose 
cases where an exposure to other countries or U.S. experiences can be 
considered fruitful or where no local expertise exists. Giver7 this 
emphasis on the development of local training capacities, it would be 
advisable to fsc i .~  mcrre e'fforts on ths training o.f Ir'ainers a.nd on the! 
development of' curricula and otlier training materials, particularly in $I".UIP. ,,? J.:.TL) 
co~~ntr ies where a core pool _ of'loc;al _.p-.-_ trainers already ~ . .  -.. . e~cists. "This would 
ptVornote effsr'ts l o  make the tra~ning locally supportable. Iri our view, tss 
much time of the training advisor was spent on the direct d~liwery of 
training, even 'rri areas  hers locai expertise might bedeveloped.. 

S S u f  Area!?: Tlze balanca in subject areas addressed by RH\.JCIC)\ 
training was lger~arally found to be adequate, Increasingly, areas of 
training have included ways to incorporate the private sector in the 
provision and rnainteciartce of shelter and urban services and to 
emphasize the role of urbar~ ecor~omic development. This focus will be 
expanded in relation to the two private sector I-lousing projects, in BCer~ya 
and Zimbabwe, presently planned or irnplenisntetj. 

Many of tlie irnplenienting iristitutiaris in Kenya wi.th which the 
RHUDO ,training staf.f works, expressed a need for' rnore managerial and 
orgariizational development training inputs. For instance, training efforts 
"ro enhance financial management capacities in Local .But horities could, 
for a rnaxirnurn irnpact, be carnbi~ied with general managemen,t training. 
The Ministry of Local Governrr1en.t is interested in having its staff exposc?d 
to internal rriar~agernent training and so did the National C-iousi.rzg 
Corporatiori arid tlie I-lousing Developnaent Department of the City 
Council. I-lowever, all of these institutions are extremely understaffed; a 
trairiirig activity wliicli would take away a large par! of the staff, even for a 
few days, is presently quite difficult. Alsa, there is as yet not enough 



training capacity internally or at GTIIMsa to address this need. Therefore, 
the development of training material in this area and the training of 
trainers, both at implementing institutions and at GTllMsa, should be a 
high priority area for HWUDQ's training program. Moreover, since Fred 
Fisher is a specialist in organizational development, it is all ,the more 
appropriate for the RHUDO to concentrate more of its efforts in that areah 
The WHlJUO has already commissioned the development of a self- 
guiding supervisory management mani~al for Local Authorities, which 
has been drafted and revised by PABCO. 

Other priority areas of training for Lacal Authorities which were 
rnen.tionecl to us hy t l ~ e  Local Authorities we visited arid by the Ministry of 
Local Government are: estate management and legal troaining in support 
of collections. It does riot seerrl advisable .for the RI-IUD0 ,to attempt a 
newf training ir~iPiati\re in t t~ese areas; however, tliere exists considerable 
experience in Zirnbabws in these areas and a combined field tour and 
workshop may be organized to accon~odate this training need. 

Level of F'arti~~igants: Cor~cerning the mixture of participants elf different 
le\rels of seniority, technical ski1i.s and Englisl.1 larlguage ability, some 
criticisrr~ was voiced that in trainir~g events the disparities were counter- 
yrodaactive to the overall purpose of the training. These criticisuns relaterd 'to 
two specific situatioras. For skill training some: basic language and, in some 
instances, basic skills are s'equir'ed far the group %a move along at a similar 
level and speed. For* orgaiiizatieai%a$ d ~ ~ ~ ~ l o p m e n t  trairling a rrlixture of 
participants from different levels in the hierarchy is crucial to tho success of 
the ,training; how'ever, wherr, disparities were too great, obsenfers and 
participants noticed that for the lower escrslons the training was no longer 
effective. In,most cases, the RI-IUD0 is not directly involved irs inviting ,the 
specific participants for training events. WewertI7slessl the RI-IUD0 may be 
able to counsel the agencies who extend the invitatioris to be sensitive to the 
specific selection requirements for different courses. 

In this soction, this report analyzes the tra~ning program caf the 
RHUDO in terrlis of casts, 'the inter.na.1 organizalional structure and the 
loqg Berm sawstainability. 

Cost Effectiveness 

The cost of a participant day of training is approximately $1 70. This 
figure inc l~~des experlsive overseas training as well as local training, it 
also incll~des the development of training materials by the RHUDO 
trairiers and all tlie outreach work with institutioris they carry out. It is not 
possible to make a more detailed cost breakdown according to the time 



spent by each RHlJDO trainer on different activities, hence the use af the 
costs per participant training day as a comprehensive, but approximate 
indicator of costs. 'This cost figure is very low in relation ta the high quality 
outputs and wide irrlpacts described above. 

The approach taken by the RH&IDO/ESA is characterized by the 
following features: investing a larye proportion of f l~nds in highly qualified 
resident trainers and support staff; holding training locally in order to 
reduce costs and reach rnore people; and placing considerable 
emphasis on the dsveloprr~ent of training material and use of local 
q~~alif ied manpower. Apart frorn the direct benefits this has far the quality 
of the training BV~I'I~S, there are the evident additional benefits of being 
able to respond fle>tibly to a diversity w t  trairiing needs in the different 
projects and ~ofltr ibl~~tif lg lo  the ftrrmulation af training policy and the 
building up of local training capacities. 

The cost figure for local, in-country ,training is much lower at $ 25.00 per 
~sarticipant day. This is partly becan,~ss no salary costs of the trair'lers, 
whether local or RHUDO trainers, are irscor'poratsd, but also because part of 
the direct costs are ofen paid far by local institul:isns. Yet this figure is 
important, since it reflects the costs to be born by local instit[,.rtions if anal 
when A.I.D. funding for presently provided.fraining is gradually withdrawn. 

lnternal Organizational Strarctnmr'e 

Although in tk~e course 0.f this reepol? we often reeferred to '"he training 
prsgrarn of the RHB.JRO/ESA", in fact it is not a program in the sense of a. 
carnprehernsive trainir-~g plan, with an ixnplernentation strategy and a 
discreet budget. hLltk~ough an e>ccellent straleyy was cieveloped in 1983 by 
the ,training advisor, this proved impossible to implerneril. (See Part Twa, 
Srnall Town FJroject). The p~*esen,t Icmse oper'atiot7al structure of ,the 
training component of the HHUDO has been described above. 
Essentially the training staff responcls to individual. reques,ts for* training 
made by the project officers for project related training that needs their 
input, and by the RI-II,.IDO 
trainers are n ~ t  regularly - _____ in 
training plans for .parli.cular 
. _ _  , -.__I-"- - -- - -  .- _____I -- 

'Phis open str~~cture has the obvious advantage that it made the 
trairiing very flexible and responsive to irnmedia'le project needs. 
Moreover, the training advisors receive strong suppot?, both from RPiI.JD0 
Chief Harisen and from Housing Officer Benson who has been 
supervisitrg the training prograrrs. Since the interrlal relatioris between 
project staff and trainers is operl ancl col..istructivs, this seemed on the 
s~.tr.face riot ta be a drawback. in the arialysis of vaaio~is training efforts, 
however, we found this iridividuai approach to training to invoke certain 
problems. 



a In the absence of cornprehensi,ve programming it is possible for 
technical assistance personnel and trainers to work on related issues, 
even with the same implementing or training institutions without 
coordination. Iln at least on@ case the planning and training methods 
developed and used by a technical assistance consultant were found 
not to be useful by the training staff working with the same 
implementing institution. The lack of joint programmirig meetings has 
created a situation in which it is difficult to provide a unified type of 
assistance with m~~tual ly  reinforcing approaches. 

Without the involvement of the training staff in the development of the 
training cornponer~t of projects, certain opportunities where training might 
have rliadie an impact irr the irnpllonaentatisn of projects were lost. The 
situation is inducive for ad hoc trainirig and makes it difficult to program 
the project training in suc11 a way that inore long tr?r'm objectives far 
training can be incorporated, s ~ ~ c h  as the development of local trair~ir~g 
capacities or institutions. A similar result has beer1 that the tirtle of the 
training advisor has been used disproportionally in conductir3g training 
sessions, while a concentralion on training far trainers or the 
development of training n~aterials would have rriora long term effects. 

The development of a training agenda, separate but not 
r~ecessarily unrelated to USAID projects, is difficult l o  achievs, A 
good example is the relaationship with GTIIMsa. Funds For 
institutional deueloymerst for GTIIMsa are no lcdvlger easily found in 
'the Small Tovvwl Project, and ~ t i t h~ id f  a broader based training 
program this type of activity is difficult to sustain. 

* The systematic monitoring and evaluation of training efforts and of their 
impact is difficult if no coordinated system of record keeping is kept, 
rlor a system for the gathering of feedback from training events. 

On the basis of these cc~rlsiderations feel that there is a need for a 
more fcrcussed training program. This should have the role of the training 
advisor or c o ~ r d i n a t ~ r  clearly spelled out and preferably have a discreet 
budget which would incorporate at a rnininiurn funds for the achievement 
of long term ,training objectives that are not easily supported by project 
.fur~ds. 

For training to be effective, it needs to be a well planned effort s~mstair~ecl 
over sever'al years. The Srriall Town Farojec:t was instrumerrtal in showing the 
potential of a longer term training input bcsth in implementing institutions and 
in training ir~stitutions. Fronr the outset the training staff stimulated a training 
approach that w o ~ ~ l d  transfer training capacities through training of trainers, 
the deuetoprnent of training rt~aterial and work with a local training institute, 
in this case G'TI/Mombasa. In other settings where no relevant %rainin$ 



institute was available, trainers from witlsin the implementing institutions 
would work closely with the RI-RUDO trainer in order to learn new training 
methods. Ultimately, local trainer's and training institutions have to take over 
the training themselves. We have recommended above that this approach 
be given even more weight in future years. 

However, both of the main long term training efforts of tilt? RHISDO, 
the Local Au,thorify training program and the development of 
GTbIMornbasa still raesd continued support. 

GTIIMornbasa is of particular importance for Local Authority training; 
yet a con:;olidated irrstiti~tional development agreement between G7'1 
and the RkAUDO was never made. Furlding and other assistance to the 
new o~.ltroac;h program has always been piecemeal. Despite severe 
urlderstaffing, Pack of equipment arid lack sf firrancial incentives for ,the 
,fac!dlty to develop the outreach program, it has gained a solid reputation. 
At the present time, h~wever, the staff is not yet sufficiently built up, both 
in number and in experience, to run and further develop the local 
authority training program independently. There is an obvious need ,for a. 
more formal agr'eement to consolidate the rela.tionsl*~ip between 
GTIIPdombasa and the RHUDC) and ,to work toward increasecl furlding, If 
the funding is made tk~rough the Office of t t ~ e  President's Directorate lcrk 
Personnel Wlanagernent, continued fn.lture fur~dir~g of this program rriay be 
more likely borne by tile Kenya Governrrleu.12. 

' h e  1-oca.1 k4utliority trainirig program in financial rnanagernent (in the 
future expandable ,to include ger1sra.l manageimerrt, issues) is hard to 
sustain vvitlao~~t sufficient WSAlB fullding, not only fsr G'TI/Momba.sa, but 
also for the Local Authoi'ities tvhcl have 20 share part of the expenses. 
'Tk~e costs of this training program are quite reasonablt? and several L-ocal 
Authorities have shown i3 wiYlir~griess and the at'>ili,ty "t oupporl their staff 
and csuncillors to attend. The less well-off' !,local Authorities will, 
however, be ir~clined ,to put a relatively low priority or? training and will 
depend or1 outside support. Again, it is crucial for the RHISDO to find 
continued sources of fursding, whicli could probably best be char~nelsd 
through the Mirsistry of Local Government, in view of the potential forth@ 
Kenya Governrner~t to take over these responsibilities in the lo~igsr term. 



On the basis of the above analysis we have formulated "the 
following niain recommendations: 

4 .  The main area of concern is the sustainability of critical pr0gra.m ac%ivities, 
particularly those which focus on the long tern1 process of ir~stitutisn building. 

The involvement of the WHUDOIESA with the GTlIhAombasa started with 
the field testirig of the riewly developed Learn-Plan-Serve assessment rnebkrod, 
which was dons at GTIIMsa in April 1984. In that same period a new Principal 
was appoirrted, Mrs. Grace Wakhung~i. She used " t h e  assessment process to 
reflect on the overall nnanda,te and fu t~~re of the institute. Under her dynamic 
leadership, marmy fundamental changes were rr~ade over the fallowing 18 
rnonths. 

The overall mission of G1'P changed from a main focus or3 long- term 
residential training program:; in the areas of seeretaria.1 services arrd 
accounting, to include a high-.level oi~treach program for L-ocal Aufi-lorities, 
cornbinsd \t~i.tIi field cansultadfion at~cl action resear'ch. 

It is ,therefare recortmended that: 

An agreement with GTB/l\llsa be formalized, specifying respective 
roles and responsibilities of the 1G"'GIIMsa and ,Rhs RW1JDB. 

* More atter~tiorl be devoted to the training of laow trainers, particeilarly 
by the regional training arlvisor, Dr. Fisher, and to the development of 
IWW training materials. 

a Assistance be provided to GTIIMsa to carry out professional 
research and to find ways for the staff to get involved in 
sonsullting. 

New ways be developed to improve the incentives for GTI1IMs;a staff to 
reriain in\rolved in the outreach program, e.g., by irnprraviriy salary 
struct~dres, by supplying materials or equipment and by enabling 
then1 to participate in reg~onal or overseas training. 

,B For thess! and other institutional cSeveCayment activities, new sources 
sf funding sh~'r~11Cf be located, e.g., by acquiring approval from the 
Ministry of Finance for the use of counter-part f ~ ~ n d s  for training. 



Another training activity in which USAID has made a long term 
investment, is the higlily successfi~l Local Authority financial management 
training program. In the Kenya context, it is anticipated that marly Local 
Authorities rnay be unable to take up the costs of training, particularly if the 
proyrarn is expanded. It is therefore recommended tl.1a.t: 

new sources of funding be explored to continue support to Local 
Authorities to participate in the trainir~g program even after the funding 
ur~der the Srnall Town Project will be exhausted; 

f~~nd ing  is provided in such a way to induce the Kenya Government to 
take over the responsibility for the program in the future; 

funding is sought to expand the local authority financial management 
training program? in various other countries in ltie region. 

2. Alltiough the impacts of the training program are extensive sorrle ways st-lay 
be suggested to increase the effectiveness of the training activities in several' 

I areas. It is recomnlended that: I 

\ 

a WPiUDO trairiir-~g staff be snare involved in the plarrning of training 
inputs for USAIU projects, in order thal, both the fulfill~ner~t of short 
term tra.ir?ing needs and longer terrn training objectives be more 
effectively achieved; 

.* more emphasis be given to small scale national or regional policy 
level trgining events in areas of parl:ic,ular* concern at a national level 
car for' defined groups of cuuritries; 

the sequencing of training effotts be given more atlention so that, 
where indicated, policy level issues are addressed before technical 
t r a i n i r~  will be provieled. 

3. Marly of the above recomm~endations would be more readily accomplished if 
the training component w o ~ ~ l d  have a clearer identity in the RHUDO, with a 
 ell defined training program, preferably w~th  a separate budget for' r'lot:- 
project relateed training activities. 







EVAL,lJAVlON OF 

'TRAINING PROGRAM OF RHUDO E/SA 

PART TVi,le): 

PROJEC3-1" RELATED AND REGlOl'JAL TRAINING 
PJICT'IVITIES 



Part Two provides a detailed review of the training activities of the 
Regional Housing and Urban Development Office for East and Southern Africa 
(RHIIDO). 

As seen in the preceeding uvewiew, since the cansolidatisn of the 
,training strategy in ,the middle of 1983, a variety of training activities has been 
initiated by the RHUDQ training and ,technical assistance staff. These training 
efforts vary widely in the objectives at which they are directed, in the target 
groups they intended to rea,ch and in their geographical perspective, and 
several training activities fulfill a variety of different purposes. Since it is edifficult 
to categorize thern by clear functional groupings, the training activities will be 
.described according to the main RHlJDO obje'ctives for training: training e,%fofls 
relaled specifically to RHIJDO projects in different countries of the region e.g. 
Kenya, Zimbabwe, Botswana; training efforts related to the enhancement o,f 
RJ-IUDQ program goals in the region; and training efforts related to tlse 
enhancement of a regior1a.l training capacity in the housing and urban 
develgdprnerik field, ir~cluding training institutional developmer~t and the 
de\/eloprnerst of training assessment msthscls ar~d training material. 

Project Description: The goal of the Kenya Srnail Trawn Development Project (#  
615-021 2) is to improve tlie living conditiorls of low-income households in 
Kenya Small towns. It is implemented in ,the context OF the Goveranment of 
Kenya'!; (GOK) att'crnpt l o  proviote a rural - urban balance through the 
stinsulation of econol-nic growth in sn~all towns arid seclsnclary cities throughcsut 
the country and thrcrugkl ,the strengtheni~sg of linltages be.twean the i~rbar-r ,.and 
rural sectors. 

Several olher internatiorsal agencies provided funding for small tovvrl 
development projects in the early eighties, among others the World Bank and 
the Overseas Development Agency (ODA). The Palter withdrew at a later stage 
and A.l.D iiacorporated several fcrrrner QDA towns into its Srr~all 'Towri 
lmprovsrwent larojact, bringing the total number of towvns inclt.lded in the project 
to Ween. 

The project includes the following c~rnponerits: 

Q ~ i t a I  In pa&&; in fifeen small towns including: the provision ot 
law-income housing options and related infrastr!.~c%ure; the irnprovensent of 
infrastructure such as extension of trunk water OP sewer lines, storm drains, 
walkways, roads, streetlighting and electricity; the provision of consmunity 
facilities such as S C ~ O O ~ S ,  health centers, social halls, markets, bus parks, 
stadia; the generation of e1a4plsymewt capyrtunities through the prc~visisn of 



serviced sites andlor loans suitable for small-scale con~mercial and 
industrial enterprises. 

* s_-_ l n s t i t ~~ t i ~na l  ___- Suppofl to main implementing agencies: the Ministry of Works, 
Housing and Physical Planning (MWHPP) and the National Housing 
Corporation (NHC) are the main implementing agc;ricies ,for the housi~'lg 
component of the project; the Ministly o.f Local Goverrir~~ent (MLG) and Local 
Authorities (L14s) are responsible for the planning and implementation of the 
non-shelter componer1,ts. Two long-term technical advisors 'were provided to 
work within the MWbIPPINWC and the ML.G. Their responsibili1:ies included 
the development of policies and procedures within the implementing 
agencies as v~ell as ,the provision of on,-the-job training for persor~nel of 
these insfitutioris and sf Local ,Aut:horities. Originally, the main planning 
and cocardinatir'rg function for the project was intended to be with the 
MWHPP and the NMG and this was reflected in the allocation of tecnical 
assistarrce. However, in the course of the project, the MI.-G has talten on an 
increasir~gly significant role and the itnprovemsnt of the financial and 
plaririing capaci1.y of Local Authorities is presently tl-~e main area for whicli 
technical assistarlice is provided. 

* -- Training support to key project staff and officials is c r~~c ia l  to the success of 
the project and to the long term delivery capcity of st~eltea a.nd ~ . ~ ~ . b a n  
development related institutions. 'The Implernen.tation Agreement inclica%es 
several kinds of training to be provided: orientation vvor'kshops for L.A 
personnel (both staff and elected officials) and selected pr'oviriciad and 
district staff; financial management workshops for [-As; and basic skill 
training for specific target groups. Th'ese training activities were ,to be 
conducted thrc)ugIi on-the--job.-tra.i~iing by resident technical assistar.lce 
persorir~el and by short,-tern1 trair~ir~g consul.ta.nts. Sliort-term techni,cal 
assistar~ce vvowld also be provided for the developrner~t of a long.-lterrr\ 
,training progranl for l-ocal Governrnerlt officials and councillors. In the actual 
implementation of the project, the training component gained in importance, 
particularly trairring rela1:erl ,to ,the er-ikiancernenl of the performance of Local 
Authorities (see below). A resident trainer, specialized in Local Governmerit 
Management, was recruited in 1983 and approximately half of his tirne was to 
be devotecjl to trairiir~g efforts within the context of the Small Towns 
Deve1opmen.t Project. At a later stage, in January 1985, a fir~ar~cial 
management specialist was attracted, also with park-time responsibilities for 
LA t rai ni r ~ g  . 

The project was approved irn 1980 as a $1 6 million 1-lo~lsing Guaranty Loan 
(I-IG), and a $ 900,000 Technical Assistarice Grant, which included a $ 105,000 
training cumponent. Although technical assistance to the proj'ect began in 198'1, 
the actual approval of disbursement of tlie FIG component was r1s.t given by the 
GOM l~nt i l  the beginning o,f 1985. The implementation of tlie capi,tal investment 
projects has therefore only recently bE!gl~n and institution building and training 
efforts have recei'ved considerably more attention than origirlally planned. This 



has been extremely beneficial for 'the potential impact of the program on $14 
development.1 

The primary focus of training in the Small Towns Project has been on the 
strenghtening of M s  in areas of decision-malting, problerr~-solving, planning 
and financial management. On the basis of a training needs assessment of LAs, 
coriducted by the Directorate of Personnel Management sf the Office of the 
President, GOK, in 1981182, a preliminary training plan was formulated by ,the 
RHLlDO training specialist. It dealt mostly with ways to develop a process for 
the assessrr~ent of training needs and a process for the delivery of training. 
Many trairiing activities have been carried out since the beginning of the project 
for different target CJTOLIPS. Since the initial trair~irsg plan, no revised plan or 
systematic strategy or intograt~d plan for project related training has been 
cleveloped. Training inputs have therefore taken a flexible, responsive form 
within the overal context of stimulating the er~hancement sf local training 
capacity for' Local Government training. The rnaial reasons for this lack of an 
overall plan have been: 

1 . the shifts in emphasis concerning the role sf I-ocal Authorities within the 
GOK and the subsequent unclarity of GOK training priorities far LAs; 

2. the initial cliifer'encs ira perspective between the RHldDO tee:hn~cal aclvisors 
and the training staff, making infeasible the Xormulatie~n of an integrated 
training plan. 

One ot the main thrusts of t l~e  Small -Tcswr~ Development Project is the 
streriythening of the Local Authorities, partic~.~larly their planning and financial 
management capacities. Several studies Iiave shown the deierioratir~g 
condition of n~any LAs, in part: concerning their overall administrative and 
managerial abilities, but parLrc~llarly concerning the Baclc of a sound tinaric~al 
base. Local Authorities began to experience i ncreasirs y financial clifficulties at 
the end sf the sixties, when the Graduated Personal Tax was abolished, which 
was an impoflant source of income for LAs; at the same time, Central 
Government grants to LAs were gradually cut back. Increasingly Ceritral 
Government Agencies took over the responsibilities for the provision of ;a wide 
range caf services provision in the LA'S and adrniriistrat~ve responsibilities were 
increasingly Iiandled by the MLG. Those developments have gradually 
undermined the administrative and planning capacities of t l ~  LAs and tfss 
Small Tov\~ns Projects of lJSAlD and the World Bank were initiated to assist the 
GOK in addressirlg the wealterrec:l position and related developmer~lal potential 
ef the small and secondary towns. 

Since the Small Towns Project was started however, a rnajor new policy 
has been adopted by the GOM, referred to as the "District Focus for Rural 
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Development." It was initiated in 1983 and officially proclaimed in a Cabinet 
paper in June 1984. The Qistrict Focus implies the shifting of responsibilities for 
planning and implementing rural development from the headquarters of 
ministries to the districts. The objective of this policy is to broaden the base of 
rural development and to encourage local initiatives. Each district has a District 
Development C;ommitteo DQC) chaired by the District Commissioner. 'This body 
is responsible for rural de\/elopmer~t planning and coordination, project 
implementation, management and dsve1asprnen.t resources. Local Authorities 
are represented on the DQC through their chairmen and clerks. Local 
Authorities have .to vet their development pr.ojects through the DDC before 
fonnlarding tlr~sm to the MLG for funding. A large-scale Nationa.1 Training 
Strategy for District Focus was developed in March 1985*, f i~flded by the Office 
of the President. It co'ncentra:Ies on the training of the different rnernbers of the 
DDC. 

The basic reason for the initiation of the District Focus was the 
decentralization of the rural development process. Howe,wer, an additiorial 
consideration in shifting to this approach \Atas the sense that LAs were too weak 
to irriplern'ent deveiicrprnent projects effectively. This implicit unclarity of ,the 
GOK's attitude towards the position of LAs, forrned a dilemma in the L..As 
training efforts planned as part of the Srriall 'Town Project. Nationa.l 1:raining 
priori.ties and ,funds were focussc?d on district, divisiona.1 a,nd locationat level 
training and ,the status of longer term serstain.ied training efforts for LAs was not 
clear. The objectives of the GOK for LA developmerlt wiere clari.fied in Sessional 
Paper 1'90. 1 of 1986 on Eco~iornic hAana.ger~ent for Renewed Growth. 

Governlment will undertake a major initiative to strenghten local a.uthurities, fiocussed 
carp two broad fronts: first, to upgrade managemc?nt capabilities and ensure the compc-ttent 
administratinn of ~rrbarl areas; and second, to consolidate local revenues, redi~cing 
dependence on Central Goverr~meril and ensuring adequate financial resources lor 
rieeded services. A program will be developed by tho Ministry lor Local Goverrrrnent, 
including trair~ing and technical assistance, to improve tho financial and operating 
management of local authorities. (pp 51 and 108) 

"This direction in government policy is both an outcome of A.l.D.'s 
technical assistarice and training efforts under the Small Towns Project, arid an 
indication of future government commitments. 

The second reason for the lack af a cornpreliensive training strategy for 
the project is the fact thal the technical assistance pers~nnel  working within the 
MI-G had begun 80 develop planning procedures for L.As, called h.ocal Autl-~ority 
Development Program (L-ADP), to be Z'ollo'wed by LAs in the project for tho 
preparation 0.f their. development plans. Al,thougfi the method has been 
approved and adopted by MLG for use in all LA,s, there was never a unanimous 
supp~)r& for the niethod among trainers and technical assistance staff of the 
RHUDO. The result has beer1 that blarious training efforts were undertaken by 
individual trainers or technical assistance personlie1 in priority areas for various 
ministries, departments or institu'tisns. For some of these efforts, s ~ ~ c h  as the 
financial management training far LAs, detailed workplans have been 
developed. l-fowever, an overall training plan, int,egrating the various 



has been extremely beneficial for the potential impact of the program on LA 
development.1 

The prin~ary focus of training in the Small Towns Project has been on the 
strenghtening of LPIs in areas of decision-malting, problem-solving, planr~ing 
and financial management. On the basis sf a training needs assessment of LAs, 
conducted by the Directorate of Personnel Management sf the Office sf the 
President, GOK, in Y981182, a preliminary training plan was formulated by the 
RHUDO trainir~g specialist. It dealt mostly with ways tia develop a process for 
tlie assessrrlent of training r~eecls and a process for the delivery of training. 
Many training activities have beerr carried out since the beginning of the project 
for different target groups. Since the initial trairtirsg plan, ns revised plan car 
systematic strategy or integrated plan for project related training has been 
developed. Training inputs have therefore taken a flexible, responsive form 
within ths overal context of stimulating tlie erthancemenk of local training 
capacity for Local Government training. The main reasons for this lack of an 
overall plan have been: 

1. the shifts in emphasis concelPning the role of I-ocal Authorities wikliin the 
GCIK and the subseq~.lent unclarity of GOK training priorities for LAs; 

2. the initial difference in perspective between the RWI,IDO techn~cal ad\risors 
and the training staff, making infsasible the fsrniulation of an integrated 
training plan. 

One of the main thrusts of 2l.ie Small -Pawn De'velopment Project is the 
strerlythening of tho L-ocal Authorities, particu.~larly their planning and ,fir~ancial 
management capacities. Sevoral studies have shown the de,teriorating 
condition ~f many %As, in part concerning their overall administrative and 
managerial abilities, but partis:ularly cor~cerning 'tl-~e lael< of a sound finaricial 
base. Local rllhuthorities began to experience increasirsg financial difficulties at 
the end of the sixties, when the Graduated Personal Pax was abolished, which 
was an important source of income for I-As; at the same time, Central 
Government grants to LAs were y radually cut back.. Increasingly Central 
Government Agencies took over the respor~sibilities for the pravisiono.f a wide 
range of services provision in the LA'S and adrnir~istrative responsibilities wers 
increasingly ii,andled by ,the MLG. These developments have gradually 
undermined the administrative and planning ca.pacities of the LAs and the 
Small Tovvns F2rojects of USAID and the World Bank were initiated to assist the 
GOK in addressing the weakened position and related deve!oprnental potential 
of the small and serzondary towns. 

Since the Srnall Towns Project was star%ed however, a rnajsr new policy 
has been adopted by ,the GOK, referred to as the "District Focus for Rural 
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Development." It was initiated in 1983 and officially proclaimed in a Cabinet 
paper in Juhe 1984. The District Focus implies the shifting of responsibilities for 
planning and implementing rural development from the headquarters of 
ministries to the districts. The objective of this pollcy is ta broaden the base of 
rural development and to encourage local initiatives. Each district has a District 
Development Committee DDC) chaired by the District Commissioner. 'This body 
is responsible for rural development planning and coordination, project 
implementation, managenlent and developrner~t resources. Local 14ulhorities 
are represented on the DDC through their chairmen and clerks. Local 
Authorities have to vet their development projects through the DDC before 
forwarding them to the MLG for funding. A large-scale Nationa.1 Training 
Strategy for District Focirs was developed in March 1985*, funded by the Office 
of the Prlesident. It concentrates or1 the training of the different meribers of  the 
DDC. 

The basic reason for 1178 initiation of the Distr'ict Focus was the 
decentralization of the rural deweloprnent process. t-lowe'wer, an additiorial 
consideration in shifting to this approach was the sense .that LAs were too weak 
to impletnent development projects effectively. This implicit unclarity of the 
GC9K.s attitude towards the posi'tion of BAS,, formed a, dilernma in the L..As 
,training efforts planned as part sf the Small 'Tocl~n Project. Natioma.1 training 
priorities arid ~IJII~S were ~ O C U S S E ? ~  on district, divisiona.1 and locational level 
training and ,the status of longer term sustaix~ed training efforts for LAs was not 
clear. The objectiwes of the GOK for LA developmerit were clari.fied in Sessional 
Paper I'do. 1 0.f 1986 on Econornic hlIariamgerr'lent far Renewed Grs\/\/th. 

Government will urrdertake a major initiative to strenghten local authorities, focussed 
on two broad fronts: first, to upgrade management capabilities and ensure the c,ornpel;ent 
adm~inistration of urban areas; and second, lo consolidate local revernues, redi~cing 
dependence on Central Goverr~rr~erit and ensuring adequate financial resources lor 
needed services. A program will be developed by the Ministry lor Local Government, 
including trainin,g and lechnical assistance, .to improve the financial and operatilq 
managemer~t of local authorities. (pp 51 and 108,) 

"This direction in government policy is both an outcome of A.P.D.'s 
technical assistarice and training efforts under the Small Powrls Project, and an 
indication of future government eomn~itrnents. 

The second reason for the lack of a comprehensive training strategy for' 
the project is the fact that the technical assistance personnel working vvittiin the 
MI-C; had beg1.m to develop planning procedi~res for k.As, called Local Aull-~ority 
Development Program (LADP), to be followed by bAs in the project tor the 
preparation of their developnwnt plans. Although the rnethod ISkas been 
approved and adopted by MI-G 'lor use in all Bhs, there was never a unanimous 
support for the method among trainers and technical assistance staff 06 the 
RHUDO. The result has been that various trairiing efforts were undertaken by 
individual trainers or technical assistance person~slel in priority areas for various 
ministries, departments or institutions. For some of these efforts, such as the 
financial management trairiing for LAs, detailed workplar-1s haeve beer1 
developed. However, an overall training plan, integrating the various 



procedures, methods, subject areas and processes of training delivery was not 
feasible under the circumstances. 

Training Activities -- 

The training efforts under the Small l"own Project were to address the 
most important training needs of LA", and other impleme~iting institutions, both 
in areas of skill training and where feasible, irs organizational de\relopn~er~t. 
Since the beginning of the project a variety of training activities has taken place, 
conducted both by the resider11 technical advisors in the MI-G and 
MWtiDD/NHC and by the RHUDO training staff. Yechnica.1 assistance was 
provided to work out improved procedures for ttse formulation of development 
plans, project .formulation, planning and imple~rtentation and procedures for 
financial management for LA auld these procedures and methods would farm 
the basis of the training for LAs. 

'Three rrnairl areas o,f ,training can be distirlguished: 

This prograrrl iriterids to improve the capabilities of LAs to identify, prioritize, 
design and implernerit developmierst projects ips their area of jurisdiction. A 
series of rnar~uals detailing the procedures involved in each planning phase 
was introduced by the technical assistarice consultant to tlie plar~nirlg 
divisitars of the 6\191-(.. %\NO r~*~anuals out of the ten which are planned, k~avs 
beer1 published to date; one describing the basic biBD14 method and orla or] 
the conductirrg of feasibility studies. Although initially intended for use by 
LAs included in the Srnall 1-owns Project only, the current idea is to 
introduce the rx~ethotloloyy to all 84. L./-\s in Kenya. Several introductcrry and 
training activities with CAs and Ministry personnel have been implem~erited 
both by the tochnical assistance staff and by the training staff of the Rt-IUDQ. 
The manuals have been introduced to the trair~ing staff of tile Government 
Training Institute at Mornbasa (GTIIMsa, see below) and several LA training 
workshops have been given by GT%/Msa staff. Presently the methsdralogy is 
under revision to make it mare accessible to LAs artd no further general 
training activities are planned until an agreement on the process and format 
will be reached. A seperate manual has been developed for ML.G planning 
officers or1 project fo rn i~ la t io~~ arsd this will be the basis for training of 
personnel of the planning divisiori of the MLG. 



Already in the early project formulation stage training in financial 
management was identified as a priority. This was later confirmed 
during the training needs assessment for LAs conducted by the DPM. In 
February 1984 the RHLIDO training specialist organized a workshop for 
MLG and LA officials to corlsider \Mays in which the financial 
management stauctt~re and sysierris of [-As could be strengthened, both 
through tlie improvement sf procedures and through training. 

In Januay k985, a resident consultairnt was hired with the specific 
task to strengtkien the bYLG arnd the tinancia1 managerrlent of Kenya 
LAs. An integrated work program was developed combining 
procedural and system dc+velopn~er'rt wifkiin the MLG, with a 
comprehensive training program for LAs and a program of training of 
trainers of !he GTI/Msa arid the ML-G. 

Five I-' financial rnanagernent training programs wore 
developed in close collabora:tion with RAL..G staff arld teaching staff of 
the GTlIMsa.: 

Rlanriimig and Budgotting; i~xludi~-sg plararling for the cur'r'ont 
budget and fur the capital projects, long-range planning and 
arinual plarir~ing 
Revenue Generation 

fo Expenditure Management ancl Control 
Organization, Adniia~istration and Related Support lssr~es 
Overall Program for. C;ouncillors 

AIP five of these training prograpns are planned 1:s be csnductod 
fcrr all 8'4 L.As, in groups 0.1 nine or tan. The first four prograrns are 
directed .towards the .town clerk, tl?s treasurer and the (elected) 
chairman of the council finance committee o'f LAs. The first of each 
training program is ,taught by the RklUBO financial rnanagernent 
specialist, while GTI/Msa training staff assists. -The second round is 
eo- taught by both RWlJDO artd (;'TI ,trainers arad the s~lbseque~it 
programs are handled completely by G'TI/Msa staff. Revisians of the 
material are rnade after the .first and secorld i'teration. So Bar the first 
program has been taught three times arid the second one two tirnes; 
ttie third prograni will begin at tPie. end of July 1986. 

Although tlie topic of the Plannir~g and Budgetting module is 
closely related to the A.ADP method nrentioned above, the two 
planning approactaes are not sirriilar and no use is rnade of the L.ADP 
manual nor are the two linked during the financial rnanagement 
training program. 



General management, including such topics as problem 
identification, conflict management, problerri solving and decision- 
making, action planning and management of change, and leadership 
was considered another high priority for training. It was in this general 
urban management area that the WH W DO trainer-advisor was 
specialized. 

In collaboration with several others, he had developed a 
training strategy, whicl-! emphasizsd parlici,pation sf all trainees in the 
training process. It is referred ts as Actior~ Research and 'Training 
(ART). In December 1984 a two- week workshop was organized at 
GTIlMsa for high level LA, MLG, MWHPP and b1WC officials arid Ctey 
trainers of GTIIMsa. This workshop introduced the experimental 
learning approach a.nd it included a real-life planning interventiorsl in 
tl-16 market system of Mombasa. A follow-up worl.c:skop was organized 
in the beginning of 1985. A l t l i o~~g t~  not a trainer of trairlevs program, it 
effe,ctively functioned as tile basis ol' rnany later training ventures and 
training requests and had a dramatic influence on participant's 
attitudes towards training and towards management. \nor'@ 
importantly, the ART methad was adopted by GST1/Msa as the basis csf 
their trainirslg methodology 'for LA trainirrg. 

,Arkother training activity ir'l the area of gerseral management 
was the developmerat of a supen~isory training prograni far R-As. In 
collaboratioln with a U.S. consulting group (PA.DCO) and GTlIhAsa, a 
supervisory training course has been desvelopecd. The method has 
been tested and the m a n ~ ~ a l  has been finalized. Pt is intended to be 
used by trainers of LAs trs do supervisory management training, after 
some initial training by GTl,lMsa sta,ff. it has as yet not been applied., 

With the heavy schedule of financial marslagement training, not 
much emphasis has as yet been placed on general mangernent 
within implementing institutions. However, there seems to be a wide 
demand for such prograrns within the hALG and several [,As. ( The 
Mtnn~basa Municip;ll Council req~~ested GTIIMlsa to conduct a general 
managenlent workstsop for council officials at; a direct result of the first 
workshop.) 

4% ,Qu-emr$lm~&-nal trainimw(:tivities for grJff~i& from implementir~,$l 

A series of workshops has been designed for the PdHC, the 
implementing institution for the housing component of the project. 
Four areas of critical importance were iderstified by the technical 
advisor for the project ,to the NHC, in collaboration with IVHC stk'ff: 



General management for top officials of the hlHC 
Standards for Lowlncome I4ousing for rnidlevel 
professional staff 
Low-cost Sanitation Technology for midlevel professional 
staff 
Performance of Construction Supervising Personnel for 
clerks of the works and central supervisory sta,ff 

Althougb~ the RHLJDO training and management advisor and 
the technical advisor were involved in the original design sf the ,first 
workshop 011 general management, the actual organizaticgrr and 
irnplernevltation of the worl<shop was done by a private consulting 
firn.1. The RHLIDO ,technical advisors did not perc;ei\le the need for a 
cornprehearsive training plan for the NHC 1.1ntil later. The chosen 
approach was one of working on a one ,to one basis wit11 I\Jt-16, staff ?a 
bring about the necessary changes in policy arid to assist in the 
inlplementation of the project. II: was incre'asiiigly realized, howeifer', 
that the training process can achieve policy and management 
objectives that cannot be achieved through on- the-job ,training, by 
getting a grour.~ of people toge.ther arid interacting with each other and 
searching for' SQIU~~OYIS to C T J ~ I ~ O I ' I  problems. 

The two other workshc\ps have bee11 designed and organized 
by the Rf-fUDO training and technical advisors and Nt-PC staff. "bl~e 
NHC sent one staff persort, a divisicrr~aii 'architect, to the general 
managen'ion2 workshop organized by t,he Rt-ILJDO and G-T'l/'kt!sa and to 
the ISNCId'S/I..JSAlD regional urban rnanyarnent works'hop (see 
below). 'This official is considereti witliin the NHC as the inforrsual 
training specialist and he works closely together with the RMIJDO 
advisors in f17e developr~ient of training events. He was leading the 
NHC ~~orkshops.  (The work'shop for clerks of work is still in ,the design 
stage.) None of the ,training efforts for the NHC have been organized 
by or in collaboration with ttie GTIIMsa. There is, however, a feeling of 
lost sppodunity, since the basic organizational development wark 
was not carried out, which would have provided a more solid base for 
tecl~nical training. 

5. Training i4c;tivities related tcj.-j!re d ~ v e l o ~ > r ~ ~ e n t  of L.ocaI T r ~ i n i n g  
c:itie$ 

The RI-IUD0 urban mariagemeri t arrd trainir~g adv~sor bey an 
working with GTlllVTsa in orcler to field tost an ir~stitutlonal assessment 
method for training institutions, which was developed as a 
collaborative effort of the VVorld Rank, the IJNCI-IS and the 
RldUDO/E&SA. In the process of this field-test, a process of 
transformation of GTIlMsa was initiated and gradually the focus of 
training broaclenecl from primarily residential accounting and 



secretarial training programs to incorporate outreach programs for 
LAs. The RHUDO wanted to locate a Kenyan training iristitute which 
could assist in the impleme~itatisn of the Small Towns Project. 
GTIIMsa showed a strong interest during the course of the institutional 
assessment. Although a structured ins2i.tutional assistance plan was 
never developed, and assistance to the institutiol~ has always been 
ad hoe, the GTIIRAsa has been involved in most of the RHUDO training 
effods for LAs. It was designated by the Directorate of Personnel 
Managerner~t as the focal institution for LAs training. (For fhrflher 
details see Regional Training Efforts,) 



interviews with Lcpml AuthorBy Represeniatives. With nearly ha,lf of the 
WHIJDO training efforts being directed toward the Small Towns Project in 
Kenya, one evaluation team member interviewed key staff of three local 
m~.~nicipalities, namely, Kaka~rpega, Elclort.t and Nakuru. Bath tearn 
members also interviewed representatives of: Ministry of Local 
Government; Nairobi City Council; and Msnibasa M~nicipal Council. 

klakuru. Staff interviewed include: the Acting Town Clerk, Acting Depi.rty 
Town Clerk, the Personnel Offices, and the Deputy Town Engineer. 

IJevcjloprnent Needs. "Tk~is town has a cwrrerrt population of nearly 
200,000, haviriy grown frarn 150,000 in 1983. The City has a staff of 
almost 2,000 employses. The major capital needs of the City include: 
development finance; i11r:reased water supply; roads; main water lines; 
mainterlance of infrastructure; low cost housing; and being able to attract 
more Endus,trie.r;. 

Relation to 53HllDO training. None of the persorls interviewed 
attended any of the RI-iDUQ spor~sored training. Staff of the P\la.kuru 
Town Courrcil did participate in the needs assessment process for 
supervisory training. Nor did any of their sla.ff attend District FOCLIS 
training, although they had seen the circular advertising it. 

Attitucle toward training. '1-rair'ting is viewed as inipor'tar~t by the 'Towla 
Council, but the ma.jor conslra.int to their devel(>pnilent is rnont?y. 'You 
can have excellent rnanageriiant, but withoi.11 any n.mney, you have 
nothing to rna~iage." 'This sentence sums up .their view. As noted 
elsewhere, ,formerly 37% of tho Tozlvn's income derived frorri central 
governmlt?nt grar-rt f~.~nd..;. 'This was gr'aid'i.nally reduced over five years and 
'wa.5 elin-hated as a major source of funds in 1982. Collections on  lo\^ 
incanie housing is also a problem. Cumulative arrears arnaunts to 11 k/l 
Sliillir-~gs, with a11 avanieral gross rent roll of 1.25 M 3 4 ,  or 8'80%. The 
other rnajor source of ilrlcorne for ,this ar~d the other small towns is the 
propeoy tax, called the "rate.'"taff view increases in the rate as 
problematic, since council members would lose, popularity if they were to 
increase it. 

Staf,! training ar7a.A trair~ir~g needs. The Nalturu Powln Cour~,cil current 
rely on .(;'TI, KIA, Merlya Politechnic, arid the Federation of Kenya 
Employees (FI\:E) for staff training. G'TI is used for tlie CPA, CPS and 
sometimes secretarial trair-ling. FKE provic!es personnel nianagernent 
,training, a three week tor-rrse. The KIA provides a five week senior 
m~anagernent and rnanagemant course, which was described as "very 
worthwl~ile." Nle'tliods were described as 60% lecture, 40% participatory 
which was a good nlix iai their judgement. 

Additionla! a.nd unrrvet training needs yrrere described as: 



Technica.1 training in the water and sewer area. It was noted that 
the Ministry sf Water has a three year course with very reasonable 
costs. 

Management Skills for middle management of technical seivices. 1% 
was noted that this area needs great improvement, as .$hey are 
responsible for 80% of the City's funds 

Corlpe~ter training--a system was installed in 198$, rand is running 
smoothly For: accounling; water billings; payroll 

Entry. level clerical 

Supervisors of lower grades, such as foremela, junior firernen 

VVorkshop (3 days) for decision-makers to orient them to the 
cestlbenefit approach 

Training suppot-to The Ccr~~ncEl pays for training, although it is able to 
request a reimb~~rsernen't from the Ministry of l-abcr, as the Council has 
paid ,to an Industrial "graining Levy. Tk~e staff iriterviewsd are willir-ig ,to 
have staff training, and consider the costs of: I<IA, for example, as venj 
reasonable at 3,000 KSti per year. For mid-,lev'el supervisory staff, as 
well as senior staff they see 2 weeks to a rxnontt~ as a reasonable time for 
staff to be in trair~irlg, for two people at a tisrle from finance, atlrruirsistratiasn 
or o.th61' depar t~~~enfs  as \wall. 

Housing. Their largest problern in the housing arena is meeting low cost .. - 
k~ousing uieeds. 1 he City staff report that they currently provide rniniml~m 
services to tkae shanty towns: water, electricity, trash removal, health and 
edwcatiora, roads. 1400 units of sites arrd seiviees have boera built with 
external f~~nds;l;argsly frlsrrl tl-~e World Bank and U.S.A.I..D. Staff 
,indicated a need for aciditisnial funds far sites and services projects, 
although at the same time cornplairled of collection problems. Al.tl-rough it 
was not a unanimous view, rr~ost felt that they had much more difficulty 
en%orcIng collections, as opposed to their rental housing, wtsere evict iu~~s 
were not involved in the court system and occurred wittlin 7 days. 

E!daret. Only one rrlain Interview was conductedv \ ~ i t k  " r~e  ,Acting Deputy 
Pown Cleri<, arid a brief interview with the Municipal Engineer. 

Developmen2 needs. This local authority I ~ a s  a 7% growtls rate, arid 
defines its principal develaprnent needs as: water supply; Iomr income 
housing; and other improvements such as tlealth centers, schools, stree,t 
lighting, playgrounds, and road improvements. Regardirig the water 
supply, the dam was built 20 years ago, and hence is i~ridersized for the 
size of the town today. It is also heavily silted. 



Relation to RHIJDQ training. The, Mus~icipal Engineer attenckd tthe 
Management and Organizational Development Program held in Malindi 
in March of 1985, conducted by Fisher, Oster, Callen and Pritchard. The 
Town Clerk, Treasurer (on leave at this time), and the Chairman of the 
Finance Commission (unavailable for interview) also attended RHCJDO 
sponsored training. Ttie 'Town Clerk has also attended the training on 
District Focus. The, Engineer classified the trair~ing he attended as 
use.ful, but very short, and Malindi as too hot for training. The aspects of 
the trair-ring he found most useful were: conflict resolution; time 
rnanagernent; action research; case studies; arid housing issues. The 
Actir~g Town Clerk was not aware of the I-ADP and Feasibility Manuals. 

Attitude toward training. The Acting Town Clerk characterized training 
and staff de\!elopn'lenI as very important. -bhs training at GTI, Mombasa 
was described as "beautiful". A,lY accountants altend MIA or Wlombasa for 
training. 

Staff training and training needs. The Town has a total of 800 staff. 
Areas of need for training were described as: firrancial management (all 
levels); town planning; adrr~inisirative and legal section (primarily 
rernedies for collec;tirjns problerns); and architectural design. 'The Deputy 

, . 
Town Clerk indicaied a rieed for .two kinds of training: protsssior~al le\,/eI, 
with interaction, group discussing and exchange of ideas; and 
councill,,sr.s arid inid-level training, vvhich s l i o~ ld  be Pecl:t.rre oriented with 
questions and arrs,\nlers., 

Trainirlg support. T'ISle Town lias line iter-rrs for trair~ing, called "votes", 
wI7'icli are increasiuig an~~ually. 113 1985, the Clerk'!; Office alone had a 
tra.ining budget of 25,000 SI-YS, increasing to 28,000 SllS in 1986 and 
29,000 in 1987. The 'Treasurer's Office has a sirr~ilar training vo'te. The 
Csmncillor!; are willing to go to GTI for training, and the Town COLIPIC~~ is 
baililliny to release staff for up lo a year for training. '7-wol weeks to a month 
is a very acceptable time far serrior staff to be away. 

I-llousing. '86x2 'Town of Eldoret has a rieed for. housing for low irseome, 
and for upgrading of the slums: water and sewer lines; supply roads. 
The nwr- I  wol.llcl even welcome developers for' rental or pl~rChEEe 
housing. TB-le tcsvvn has built rental housing with f~r r~ds from NHC, the 
Vlinistry of I-ocal Governments. 'They have de\!eloped a few schemes for 
Isire,/purcliase, and currently have 30 units l~rlder construction with funds 
through the NklC. Training for the legal staff was seen as a possible 
remedy to collection pr'oblems. 

Kakamega. Interviews were conducted wilh:  Actir;g Town Clerk, 
Xccountanl, and the 'Tswr~ Engineer. 

Developrnerlt needs. Kakamega was the smallest of the towns visited, 
with 51,000 people and a 7%) growth rate. The Town has 209 staff 
positions. Major developn'lent problerns include: rseed to acquire land; 



housing; improved storage, pu~npirlg eql-ligment and forward planriing for 
water; sewerage; access roads outside the town; and increased 
industrialization to irnprove the money circulation. A major constraint to 
revenues is their lack of ability to collect sewer fees--thc~y do not provide 
or' collect for water service, and therefore cannot cut off water to force 
payrrlent cat sewer fees. 

Relation to RHLODO training. The Acting 'Town Clerk has attended all of 
the RHUDCl sponsored trair~ing. 'T'tie Accountant had attended in the 
Budgetting and Planning seminar, and this local a.ut horiky pariicipated in 
a training needs assessment conducted by Dr. Fisher in 1984. The 
training in financial marlagemerit was described as "very ~lseful'' and 
res~llted in their irnplernenling a rl~~rnber of changes. Far exarr'iple, 
income fronl the ~~ ia r l i e t  increased from 35,000 SWS to 84,000 SI-IS, at7 
increase of 14CI%. The ~rlorale of the market workers improved from 
better comsnunication, a new collection nsetkiod was clesigned, and better 
enforcement techniques were emp!olyed. These char~ges resulted from 
the Wlanagernerit and Orgar~ization course in Marnbasa (December, 
4 984). 

'The training courses affirmed ,them in what they viere doing well, and 
helped thern realize where they were rnaking mistak,es. Ttiese sessiorils 
also facili'tated their access to Ministry personnel. Prior ,to training, they  
did 17ot set goals a r~d  objectives, and now they see thel-[I as irnycsr-ta~it, 
a.rid h a w  begun plannirlg, <w\ll-~ich they did not do before. They also see 
the ad,van%age csf planning with the people, as opposed to planning from 
Nairobi (vwhich resulted in sorne "'white elephant h(x:sii-~g"). 

Other benefits of training weported ir~clude: understar~cnlirig the 
cjiffee'erzces between short tern? arid long term plarrnirag; knowirrlg the 
steps of budgetting.. T'h~Act ing T o \ ~ n  Clerk assisted in the writirrg of the 
I-ADP, and ,tkiis 'Town was the firs2. to com'plete that planning proc~ss.  

Observations on the training include these cornrrpents: 

Cawrses are too shs~?, and the trainas sometir~es flurry people 
throug/7, 

After much discussion on iss~les, they f7r1d thernseicles in $ u s ~ E ! ~ % I ~ ,  
vvitho wt a "de fini five " corntnsrltaty from the trainer. They J701'ed that Mr. 
ArSh does this on occasion, but not eno~lgh. 

Jtle level of ilndc?rstassdin~ O R  t t ~ e  parlii:ipanfs:  fari it as ,greatly. This 
leaves sorne people ouS, and is a ssr~lce of e~abarassment for the 
others. Pelhaps there showld be separate tracks at different times 
and p/8ces to avoid a~sy embarassnae/st 

The styles of Messr. Fkher and Arllh werg seen as near& ideratical, 
with presentatiolw first l;sl!owed by practical esercises. 



Having'several trainers is better than one, as it provides variety and 
makes the pveserrtatioln more clear. Also, the trainers sl~ould try to be 
as lively and provocative as possible. The Management Course at 
GTI, dllornbasa was identified as one of the most alive courses 
(December, 1984). 

Attitude toward training. All of the people iriterviewed expressed strong 
support for coritinued training. 

Staff training ancl training needs. Intermediary and supervisory 
personnel were identified as irnporiant targets for training, as they are the 
"oa~es who do the work." 

Training support. Kakamega currently has 8 senior level vacancies, and 
hence cannot afford to send more than 2 or 3 people at arly one time for 
training, for two weeks to a. month. The cost was not seen as a problem, 
nor was the issue 0% staff or COI.I~IC~IIO~S usirlg the training facilities at 
Mornbasa. The 'Yfood was Very good" and "we erljayed it nmre tt-ran tho 
hotels. You spend a lot of money far. nsthir'lg a'l: hotels." Junior staff could 
also attend training at G'TI ~ase r i o .  

Housing. "The ~ti3f.f expressed col81cGrn regarding I.JSAIID's reluctance to 
fund rental sctierles, citing a ntnrnber of ~~S~.SOII,S: re~i'tal housing i.s easier 
for collectiesras; niany people wan.1 te~-npor'auy holssirlg since they already 
P-lave hornes in the ~:ountry; it's ~~n'ecr)nomical to o\,vn a tiorne that you 
occt~ppl; low iricoln-~e people are more mobile; people c o r ~ e  to town just to 
vvork, earn rncaney, ancd then return to their horne. Kakarnega had an 
~ ~ r ~ h a p p y  experience with a sites and se~vice project in 'the MYGengo 
area, where people did not warit to move out of tl"~eir mud ho~rses. They 
also noted the problem of people selling ttieir houses in town a.nd 
moving to a rt1r.d house 014 tl-~e pertrare'ter, arvd b1.1ying a str~all .far"rn. They 
suggested the need for arl ecdmcational cornpor'lent and a social services 
department. 

They have 6Q rental scheme uriits, with no collection problems. The 
- eoul-t systen'n is very s l o ~ l  for the sites and services scliemes. 'The 

univocal nature of the sites and services sck~enies was also criticized: 
sorne people want a plot ov~ly; other electricity; some want pit latrines; 
sorne war'rt water borne sewage. 



Kenya Private Sector W 

Projecl Description: 'This project is a $23.1 2 Million program of which 
the purpose is the development of the private sector capacity in Kenya to 
plan, finance, bu~ld and ma.riage lower income housing. $ 20 Million is 
being provided through the housing guaranty loan, andl the balance is a 
combination of host government funds and USAID grant funds. 

The project focidsses on the private lending irsstitutions, developers, 
builders and housing cooperatives. Technical assistance and training 
funds are available to assist both the housing finance institutions and the 
National Cooperative Housing Union, Ltd. (NACHU)., 

'The project paper calls for tb~e program ,to work with the Ministry of 
Works, Housing a r~d  Physical Planning ,to set the eligibility starldards for 
mortgages and costs financed under the proglpam. USASD will assist ttie 
Ministry in i,ts work wi,tli. the city councils aqd other governmental 
agencies to attain approval for red~.~c:ed standarcis and to assist the 
private developers and housing cooperatives to obtain tho necessary 
approvals .for projects they are desigiling. 

Since lending in tlie low iarcor-ne market wisulcl sigrlificantly impact the 
volume of loa~is, vvhich requires changes in pr-scedures within the 
finance institutions, the project will also suppcsrt apprrsprlate crlevelopment 
(2% these institutions. 

T l~ is  private sector project was authorized i r ~  September of 1983 and 
represents the first sf several recent major RkllJDO afforls to increase the 
private sector's involvement in prowidirlg low cost s17~Jfer. Monies ha,w 
not yet been disbursed; this is largely due to unresolved questior.1~ alcrout 
who wi\l assume .the foreign exchange risls, as the Kenya Government 
has not been willing to assume .that risk on behalf of private, for-profit 
entities. This stalerarate map be rssol'\red socsn, as t l ~ e  new Minister of 
Financo has now requested that A.I.D. approve their establishment of a 
reserve fund to protect against this exchange risk. 

Project %c~n!ponaeents. The two major components of 'this project are the 
s~~pport  of the private housing finance instituticsns, and the furtl~er 
development of a secolmd le\/el cooperative hcreising technical services 
organization. Key housing finance institutions will selve as the 
implementers of the project. They irrclude: t l ~ e  Housing Finance 
Compariy of Kenya; Savings and Isan Kenya Limited; Home Sawirigs 
and Mortgages; East African Buildirig Society; and the Pioneer Building 
Society (comparable .to U.S. Savings and Loans hnstitul:ions). 'Fhese 
institidtions have pvirnarily loaned to borrowers at the upper erid ef the 
incorne spectrum, and have only recently begun to see low income 
hs%sseholds as a potential rrarl<et. Reluctance is sparked by their belief 
that the default risks and transaction costs in this market are high, and the 
profit margin is low. 



To date, proposals from 130 builders and land developer-s have 
been submitted through nine private housing finance institutions. 

The second rnajor ccrmponent is the development of the cooperative 
housirig sector, working primarily with NACHIJ. This organization is a 
technical services organization, serving housing cooperatives, The sub- 
project focusses on strengthenirrg NACHU to simpport the development of 
housing cooperatives, especially for low income families. NACHlJ will 
senre a.s loan packager ancl consultant ,to the building societies. 
Approximately $ 5 Million of the HG loar~ is designated for housing co- 
ops, with the potential for this being increased. NACH1J will receive fees 
for its development role. And as a s e c ~ r ~ d  level co-.op organization, it will 
provide member and board orientation and training, as we11 i 7 ~  related 
services. In these ways, the project will slr.errgthen ,the co-op housing 
sector, which is currea~tly rattier weak,. 

Yn October of 1984, the 81-ILlBCJ provided the first of two tect-~nical 
advisors, under a, three year grant agreement. Mr. David Hcsllister is 
servirrg as a Plani~ing Advisor. And in January of 1985, a second advisor 
was hired, :;ervir'lg as a Property tiAanagement Advisor: Mr. Baldip Rihal. 
Mr. Rihal Iiad previously 'worked as the Deputy Permanent Secretary in 
the R4inist1y of Local Governmerat. 

Trair~ing Apy>roaeh: The strategy for training sc.lpport lo  this private sector' 
project calls for two basic ,types of support: 1 )1 particip;:unt training and in,- 
country policy se.n~in;ars; and 2) technical assistance. %he participant 
,trainir\g will he in .the IJ.S. arid the irl-country policy sernir'1ar.s will be for 
the housing fisiance institutions. Ths technical support will ir'l'clude on- 
the- job trairlirsg and short-terns technicaal assistance for NACFIU. 
NACHU has recerltly preparecl a proposal to ,the RHIJDL'B for a series of 6 
seminars, along with some study tours to technical services 
orgar~izations in the \.I.$., Latin America a r~d  Europe. Trainers for' the 6 
seminars will include Mr. Ribial arrd specialists fronn the Cooperative 
Mausing Foundation. lrs all, nearly $210,000 is budgetted for training 
related ts this project. Training needs for the housing .linarrce irislitulions 
are cleterrnined by the RHUDW Project Offiicor irl coordination with those 
inslitutiorrs.. The RWBJD(3 ,training staff have riot beer1 involved in 
planning, assessirlg needs or orgariizing training for. I l . r i~  project, 
althsugt-I  the)^ have assisted with some follovv-up \workshops. 

Training Activities: To date, the RWLJDQ has organized several 
training activities in suppol3 of this private sector project: 



savings and loans institutions. The second course was for eleven 
senior executives. Each of these two courses was followed up in- 
country with a one day seminar within one month of their return, 
facilitated by the RHlJDQ regional training advisor to reinforce the 
learning experiences and help make it more applicable to the Kenyan 
context. 

* Two one-day policy seminars have also been sponsored by the 
RHUBC) to advance tl~s undeastandirlg of and plannir'lg for a 
second~~ty r --- marks,. WHUDO staff and sne consenitant were 
the presenters. 25 people attended Ihe firsl, and 30 attended the 
saconcl of these policy seminars. 

For .w~ ,e ra t i v  m, training, there has beer! one policy level 
serninar, t~eld in Ma,y of 1986, and conducted by NACP11.1. This was 
preceeded by two technical reviews of NACHU by the Cooperat~ve 
Housing Foundatiorr, the first being a legal relview and $Ire second a 
progt-amnaatic aevisw. 

To date, training to the Private Sector project In Kenya accounts 
for 8.6% of the training days. 



Botswa - 3-HG-002) and I-lousing Finan-1633- 
HG-003) 

Project Description: Gaborone West is a $ 15 Million housing guaranty 
pray ram and the Botswana Housing Finar~ce program is $14 Million. 
The Gaborone West project is half vvay through implementation, a.nd the 
RHUDO anticipates that tho funds for the Housing Finance project will be 
borrowed late in this fiscal year. 1JSAlD's projects in Botswana work 
primarily with the Self Help Housing Agencies (SIi WAS), which function 
as a housing delivery systeln. They are struct~~r'ed as a separate 
department of tlte Town Council, and operate untler the ]urisdiction of the 
Minist~y of Local Government and 1-ands (MLGL). The SHHAs provide 
plots with secure tenure, technical assistarlce and building materials 
loans to qualified borrowers who wish to build their owrl shelter. The four 
major SMtiAs, in Gaborone, Francistown, Selebi Phikwe and I-obatse, 
also operate as building materials stores, collect the service levies for the 
"Town Councils and engage in ol~lreach efforts to ivlforrr~ plotholders of 
their rights and obligations, and the corresponding codes and laws. 

Since the SIiHA concept was initiated in the mid 19711~~  over 10,000 
site and service plots have been provided, and aver 7,000 plots in fornier 
squatter areas have been upgraded. SHt-{As account for nearly lialf of  
the housing stock in ,these four towns, and it is anticipated that up to two- 
thirds of future k\oilsir~g needs. in urban areas uvill be met by the St.IE-JA 
sites anld services program. T'lre staff ! w e  grown ,from art initial three 
rnernbsrs to approximately 150. 

Project Components: 'Ttae ho~~s ing  guaranty prograrns provide a source 
of fur-~ds For developme~.st of infrastructure, and capital for the bullding 
materials ~vtlich are loaned to the selt-help builders. Grant funds prc~vicls 
fur ongoing techrS\ical assistat'1r:e 'to the SHt-EAs, ~r'latio~ial p~ll icy and 
program development advisor, and a minor training cornpotier~t. The 
1986 RI-lLllUQ bn.lclget iriclerdes $10,1300 for direct trail-ling iru Botswana, 
and the 1987 budget projects $45,000, exclusive; of psrsor~ai services 
coratretors, who provide on-the-job training as part sf their jobs. 

The over--all USAID strategy in Botswana has thre elements. First, 
l.lSA119 'will continue to support and strengthen the local self-help 
housing agencies throa.~gh a personal services contr*actor sha.red arnorlg 
,the ~ariouc;~tovvns. 1-lirough !:his assistarice, it is l.10ped that major 
progress wili be ma.de to increase cost recovery and reduce arrearage$. 
Second, USAID will curltinbe to assist with national level policy and 
prograrn de\ieloprner.~t, witti one advisor, who will concentrate on the 
issue of private housing finance. Third, .the regional financial 
rraanagernent aclvisor will provide intermittent ,technical assistance and 
training in municipal financial managen1en.t arid plannirtg. 

Training Approach: Considerable internatisr-ial donor f ~ ~ r l d s  are currer~tly 
being provided to Botswana, vvith much sf i t  geared toward tecl-~nical 



assistance and training for the local authorities. These funds include: $ 8 
Million from Sweden; a $ 4 Million World Bank project directed toward 
local autlisrities. Gerrr~an and British donor agencies also provide public 

,wana. sector institutional support in Botc 

The RHUDO t~aininy strategy for supporting the t~ousing guaranty 
projects in Botswana is to provide planning and assessment assistance 
for training, and some direct training. Where possible, the RHUDO will 
\ ~ o r k  with the local training institutions, such as the Unified Local 
Goverriment Service (ULGS) and the Inst.itute for Development 
Managernent (IBM), to help them develop appropriate in-service training 
programs for the SI-IHA sta-tf. Sorne tailor-made courses are also being 
developed joiritly by the ULGS arid the IDM. In light of iimiteij project 
funds for training, and significant other resources available for training 
through other intsrr~atiorzal donor agencies, the RHISDO has nainimized 
its direct training assistance. Direct tra~ning activities are plar~ned in the 
financial management and planning area. 

The lDhA has a trainjlig curricu~ium development specialist who is 
working with the lJLGS to develop appropriate course cont,ent. IDM was 
established in 1974 to help sneet the .training ~ieeds of mid-career and 
senior managers a,nd administrators it1 all sectors sf the Bofswe~na, 
Imesetlio and Swa.,zilancl region. ln addition to its training activities, the 
Institute also rnairitairis a managerrlent resource center and underkaltes 
rnawagerrlerlt consultaticies and related researcli to assist management 
improve the perlforrnance of their organizations. Typicai courses include: 
.Accounting and Finance; Financial Management; Csrnrnunication far 
h/lanagers; Public Relations; Management; L.ocal Government 
Administration. 

Ottler I o c ~ I  training resources incl~.~ds: the Bo't.swar'la Institote of 
P,drninistratior-I a.nd Commerce; Botswana Polytechnic; University of 
Botswana; and the Botswana Brigades, vvhkh provide vocational training 
such as lechnical drawing. 

Training Activities: 1-0 date, the training activities in support sf the 
Botswana projects corasist of plannirlg arid assess~nent assistance for 
training, and direct training events. The RHUUO regional training advisor 
prepared a pr@liminay training plan in June of 1984, and conducted an 
over,-all assessment of training rleeds in Septeniber of the sarme year. 
And in March of 1985 a two- week assessmer~t of the staff training needs 
of the SHb-IA was prepared by Deborah Horner, urlder eontract with the 
RHUDO. The RHUDO regional'trainer advisor later returnecf to Bo,kswana 
tu assist the Ministry of Local Government and Lands finalize a training 
plan for the I3%-lHAs, using the fernairling project grant funds. 

Training needs for the SWWAs include: plan reading; communication skills; 
adraiirristration of site regula:tioris; report writing; computer literacy; problem 
solving; cost estimating; inspection :;ltills; unit design and drafting. ' Within the 



institution itself, there exists substantial disagreement and confusion over many 
procedures and policies, which could be ameliorated by organizational 
development and training. The assessment determined that local resources for 
meeting tliese training needs are available in both public a r ~ d  private 
institutions. 

The study on SMHA staff training (March, 1985) further concluded that a. 
nurr~ber of changles in approach wers necessary to make tile existing trair~ir~g 
more relevant, and some new areas of training should be developed. Both the 
Unified Local Government Service arid the Institute of Development 
Marsagernent should develop short, specialized courses for in-service and 
institution-based training. VShere possible the courses shoe~!d be brough.t to the 
'Work place, a.nd should be flexible in structure, allowing work 'to continue rather 
than taking people ziv~ay frorri work far several weeks at a tirne. The study also 
recommended that new courses in tlornsing related subjects, such as !lousing 
administration and boilsing finance, be devel(sped to aid in giving hnusirig staff 
a professiorral basis. 

Interviews cor~ducted by Ms. Holer\er indicated that the staff riian~bers 
I-~ad a very positive attitude tovvard the need tor trainilig. Training yvccils 
seen as a n-leans of prorwolilan wilhi~'~ the ULGS system. 

'There were two lrairiiv~g events i r ' ~  Botswana during the period of this 
evaluation, a.nd utae reg.ional event, I?elcl in Zimbabwe, w1t7ich was. also 
prepared for representatives of the SHM,4s in Botswana. The regional 
event was a one-week study tour for Botswana Housing Officials, and 
was held in Harare to re-view the I<u,watlzana low income housing 
project. It took place November '1 2- 16, 1984, with 21 delegates fromi 
t3otswana atteu~elisrg (see Fieport on Study Tour). Brl June of '1 985, the 
WHLJDCI regional trair~ing acl\ilir;or conducted a one day serrlirlar on cos,t 
recovery, follawirag by a two day sern'irhar or? debt management in 
October of 4 985. Twenty partieiparlls attended the first seminar, arid 2.1 
attended the second. 



Nairobi Citv Commission --- 

Umoja I1 is a self-help housitig project in Nairobi, Kenya, devel~ped by 
the Nairobi City Commissior'i arid financed by a $ 17 r-nillion LlSAlD 
Ho~rsing Guarantee Loan. Its insvative feature is,, that it incorporates a 
housing option which is based on a condomir~iurn ,form of land tenure, 
wliereby several houset-~olds will have shared ovvnership of the courtyard 
arid cornmorl open areas, while individual households vvill have sole 
ow~nership of .their hon-nes and private open space. Other- cornponerrts of 
tlie project are' the provision of community facilities arid sites for sn"~all,- 
scale enterprises. 

011 the invitation of the project officer' for the project, ,the RIiUDO 
training advisor formulated some basic objectives for the training of the 
Housing Developrr~enl Department of lhe Nairobi City Commission, 
whicl-iis the main implernerlting irsstitution. Particularly since the 
coridominium concept on which the project is based is totally nevv for 
Kenya, and ,firm [egal procedures were r~ot  yet developedy training of the 
staff of the SiDD seemed cr'itical for the successfu% implernsr~ta.tion of the 
project. 

Discussions with ,the HDD Director about training needs a.nd 
yarticipas\ts were held, as YWBII as interviews with senior staff about their 
vision of the pqteritial problems arid opportunities of tho! project. On the 
basis of this informalion, a first general vvorkshop was designed for 
senior staff of the diifererib divisions of ,the I-ll3D. "Tt-le main purpose of 'tl7e 
,first workshop was to identify the problen-rs which wsr'e likely to arise and 
to indicate procedures and systems which would need to be developed 
for project implemerilatiori; systerns of allocation of plots, publicity about 
the project and legal procedures. 

The RHIJIDO training adv~sor is planning several other workshops f ~ r  
specific gl'oi~ps of staff members. klowevar, with the serial-1s understaffing 
of the t-JDD questions were raised as to t~canr much training was feasible. 
A need for overal smanagement training of " i~e  HDD was iclentifiad as a 
high priority by the senior staff and technical advisors. However, the 
problams of taking out all middle and senior staff members for some days 
of training were thought to be unsurmo~inZable in the present situation. 

The I-lDD does not have a special trainer connected to the 
department and the training staff of the Nairobi City Comrriissicrri is mare 
focussed on staff training, rather than or% srganisational developanent 
type training. No training of trainers has 'taken place! and the 
GTlIMormbasa has not been involved in training activities with the HDD. 



The goal uf the Zimbabwe Shelter project (# 6'1 3-HG-004 ) is lo  
increase the production of low-cost shelter in Harare and other cities in 
Zimbabwe, on a fully cost-recoverable basis.The project is jointly funded 
by the Government of Zimbabwe represented by the Ministry of Public 
Clanstnrction arid National Housing (PCNH), the USAID, through a 9; 50 
million HG loan arid $ 945,000 ESF and IlPUP grant, and the City of 
tiarare (COH). It was not the first low-cost self help housing project in the 
country, but it was orie of the first large scale projects that in\rolved a 
great degree of technical, flnarlcial and advisor\/ assistence to the - 
bene~iiciaries. The project was approvcacl in I980 and techr~ical assistence 
to the project began in 1981. 

The project inclt.ldes three main components; iristi~tutisnal 
development of ths rnain shelter irnplernenling agerlciss of the 
Government and the City o,f tla,rar-e and other towns, the provision of 
14,000 shelter solutions and cornrnunity facilities, and %lie clevelop~nerit 
06 a comm\.lnity based self-help liousirig potential, tkirough improved 
project arid site planning and design slancla.rds, the us@ O R  !;mall-scale 
contractors and the assistence to individual builclers through building 
materials loans arid r:ee:hr~ic;al assistence. 

Sivlce this community based building process was new in the coun'try, 
significant amounts were includecl for' ternhnical as;siste~-rce, ffnar~ce 
studies arid tra,ir.eing. Csnsidaratale participarlt trainirig funds \Mere made 
available through the Afr'ican lvlanpower and Dsvelopuriemt 'Training 
Program. However, a "ta,ining strategy !was never' develapetl or 
formalized. 

Training Activities --..-. 

Most of the trair~ing was done through the technical advisors as sn- 
the-job training of the s,tafi of the \/arious implementing a.geneies, 
particularly in t.Irie MCNW and tk~c? Department of Housing and Cornm~~sliiy 
Se~vices of the -larare city C;ouncil. A'ccordirig to all acec~unts, tl-\is 
irlvolvsrnent has been ex,tric3rnely skdccessful and has contributed highly to 
11-18 efficient implernenllalion of the large scale Kuwadzana Project in 
Harare. 

Irl July,1983, the FACN1-i and the rJF\ICHS-Flabitat (wl-n~ch had a lavv 
incorne tnausing pilot project in two small towns in Zimbatawo, lCweKwe 
and Eutu) organised a three week training course on Housir~g Project 
Implernerrtation and Management and was attended by staff from the 
Ministry and frsm the two Local Authorities. USAllS coritrikuted to %he 



course, both financially and ttirough the participation sf the resident 
technical advisors and the RHUDO- based training advisor. The 
objectives of the course were twofold: to build a core team to assist the 
beneficiaries ,to participate fully in the housing process; and to inform and 
develop with participants different procedures, rnethod and technicjues 
for .the irnple~nentsltion of the project. The course has beer1 very 
successful even though at this stage many details of the overall sel-help 
housirig policies wvere not in place. 

In October, 1983, the RHUDO trainirlg advisor Fred Fischer was asked 
,to orgar~ise a trainir~g workshop for the Harare City Council staff, who 
were irivolved in the Kuwadzar~a low-incorne I~ousing project. The 
prirr~ary goals of "the workshop were to develop an ur~lderstclr~dir~g among 
tkie participants about the project and the individual roles and 
responsibilities, to review and improve prc~jecf systems and procedures, 
to irlcrease n'lanagemerit and orga.niratil~n skills, to iricrease the 
participant's potential to train beneficiaries and to build an effective 
project team. "The workshop was a great ssucces and the irnpacts were felt 
long into project irnplermentation. Procedures were w ~ r k e d  out iri a. 
satisfactory way arid the SJ~OLIP ~11~3rkeci irnrnediately well togett-~er as a 
,team. C)rier~lation sessions were de\leloped and successfully irnplrnented 
on a regular basis. Post-course e\~aluations show the cr~.~cial 
achieve~rients of the workshop. 

There were several otller benefits to the course, The Action Research 
and Training approached used by the trainers was considered very 
effective and laas in,fluenced future training by the. trainer of the b.lcsusirry 
and Cornm~.~ni,ty Services Departmerit. Numerous cal.rrses have been 
developed and organised ilri ,Lhs project training center, both for the r;ta,ff, 
but particularly .for the b~sneficiariss. Also the wcarkshop facilitated the 
relationship and the division of tasks and r e s p s n s i k i i  between the 
Mil-)istry and the City Co~vncil since butt7 i r ~ s t i t ~ ~ t i o ~ ~ s  participat'ed. This was 
critical since this project was different from previous g~vernrner~t  
sponsored projects. 

In March,19$5, the RHUDO training advisor sched~.~led a follow-up 
workshop with the same project gipoup. The objectives were to critically 
analyse the inost pressing problems whicl~ were oxperiergced and corne 
up \ ~ i t h  a plan of action to solve the problems. Partly, because the 
RHLlDO training advisor had to leave before the e r~d  of the workshop and 
partly b e c a ~ ~ s e  fl-18 g r o ~ ~ p  had learr~ed how to handle problerris as a team 
and the pat-ticiipants were not clear from the outset what the real purpose 
of the course was and were not informed about the agenda, this 
workshop did not ac l? i~v& rni.~c!-i and was considered u nst~ccessfu I. 

Presently, a secorid sk~elfer project is developed far Zirribabwe, 
involving the private sector in the .fina~?cir-~g of low- income self-help 
housing. A World Bank project developed along similar lir~es has shown 
that prscedures between the City, t17e building societies and the 



beneficiaries are not well worked out and that niany stumbleblocks occur, 
which might have heen solved by an efficient training program. The 
interviewed staff from the Department of Community Services of Harare 
City anticipates a great need for training in order to successfully 
implerneilt tliis project. 



I Hawki -. 
September 1985. 

This three day r~ational policy level ~zrsnference was initiated and 
organized jointly by the hAinistry of Local Government, the Nairobi City 
(>omniission and the RtiUDO-USAID. The design and planning of %he 
1dvcsrCcshop was uiidertakerl by M1,G1 PSCC, GTI/Mom$asa, the Kenya 
Institute of Administratisri, the Directorate of Personnel Mawagernen? and 
the Rt-IIJDO. Finaricing ,for the conference was provided by WSAlD and 
:the PJN providecj the coliference iacili,ties. ' 

'The hawlter' sif~atiork is a n7aj0r pr0ble117 irs Nairobi and sther Local 
Authorities. 'The objectives of the conference were ta explore the differerit 
aspects of the hawker sitmalion, and ts forrrlulabe recommended actions 
which can be undertaken to improve the Iiawks?r and small trader 
situation. 

Sixty-eight pariicipants were involved, representing a great variety of 
private sector associa!ions, organizations, niinistries and departments. 

Several key ~SSLIES O X  concern were identified and disci~ssed: legal 
and administrative issues, plaur-ling arid physical issues, health issues 
and Ihs relatiowst-lips between the hawkers and the Nlunicipality arid the 
forrna.1 sector traders. Clear recornmendations were Sarrnamla'ted by sntall 
groups of participants and agreed upon in plenary sessions. 'The 
conference was col- sider red very successfr.nl and Isng overdue. Sirice all 
relevant parties participated in the conference, it ~ 1 8 , s  the ger~eral 
expectation that fol\ow-,up action would be takeru. No positive actior~ has 
however been initiated yet. 



This four week professional training course was co-sponsored by 
USAID and IJNCHS-Habitat. It was designed for mid-level officials from 
implewlentiny institutions of countries in East and Southern Africa. The 
design of the course was done by the Rl-iUDO training aclvisor' in close 
cooperation with the Head of the General Managernant Department. of 
GTIlMornbasa arid input from other training staff of the HHIJDO. Costs of 
the course were shared by the two agencies and recruiternent of 
participants was also a joint responsibility. 

The course focused on various urban managetner~t aspects; firiancinl 
rnar~agemerit, project management, urban policy issues, general 
management and the process of action plan~-ling. Apart fror-ri the two 
tra.iners from the RHIJDO and GT'I/Mombasa, specialists from the Rt-illJWO 
( e.g. Maurice Avth for financial managernerrt) from ,the World Bank and 
UI\JHabilat were invited as guest lecturers. 

The course wa.s gerlerally tt~aught a succes by the pal-ticipants. A 
critical evaluation was carried out by ths RHIJDO train-ling advisor, 
particl.~larly in view of ccrrltinued joint courses ,vvith international agencies. 

A joirit professional training workshop with the VVarld Bank ,UN@l-IS 
and GTIIMornbasa is planned for ,the end of this year. 'The focus u~ill be 
on fi'nancial rna,nacgernent for Local Authorities. RHUDO tra.'ining sta'lf, , 

GTK/Mombasa Iteacliers and EDllMlorld Ba.rik staff will prov'i.de the main 
desigri and training inp~.ats, and tho UN will provide the logistics and 
finarlcial inp~.~ls. M a ~ ~ r i  Atth has heen ask& to prepare the background 
paper for the course. 



The RHUDB tias no project activity in Somalia, but has developed a 
positive relationst-lip with the City of Mogadishu, through an Urban 
Development Assessment (October, 1983) and recornrner~dations on 
land policy and pricing issues. The Mayor has consistently requested the 
Mission to provide more assistance, but USAIB/Somalia has not been 
forthcoming with financial assistance to the RHUDB. 

Even witlaout Mission financial support, the HHlJDO has provided 
training on tinancial and general rnanagernent for municipalities, as part 
of its regional tra.ining prograrti, atid plans to continue iri the future. 

In April, 1985, the 8%-IUD0 regional trailling and financial advisors 
provided a one week workshop on finarlcial rnanagerrienk for $20 
participants. The finance advisor followed up with a secoricl one-week 
rr~odule on ,financial management in September, 1985 which also had 
forty participants. These modules are modifications of the courses that 
were developed by for the Small Tswris Project in Kenya. In May of 
1986, the regional finance advisor conducted a regional financ:ial 
management workshop on Re\renue Generation, which was c.anducted 
in Somalia and attended by 34 people. And in JLI~II~, the regional 
training advisor' provided a two week course or-! Action Research and 
Consulting Skills, a$ which 18 people fr'r:,rn %ha region attel-rded. 



All-Africa Con%erenc$s The first A11 Africa conference on shelter 
sponsored by A.I.D. was held in October, 1973, and was hosted by the 
Societe de Gestion Financiere de I't-labitat, an lvorian Housing Finance 
Adrninstration organxatisn. Twenty five participants atlencled from eight 
African countries. At this time, the A.I.D. housing irlvestrnent guaranty 
program had eleven projects under way ar completed in eight African 
countries. Also attending were representative:; from U.S.A.I.D., the 
French Gaisse Centrale de Cooperation Ecsnornique, and the I-lnited 
FJations Development Programme. 

The following chart summarizes the African Conferer~ces on Shelter and 
Urban Development since 1'373. 
--.---.- -.--------- ------------ 
Confersr~ce l.,ocation Partici- PIlurnber of 
Number & Theme of Conference Dates pants Co1.1ntries 

-.---me--- 

'I : Howsirig Abidjan 1 Q/02/73 25 8 
G~~ararity Ivs rg' C:oast '1 0/04/73 

2: African 
I-iabitat 

I<inshasa 
Zaire 

PbJairobi 
Kenya 

41 Planr~irig & 
Land Policy 

5: Fi rlance & 
Upgrading 

IVlonrovia 
Liberia 

6: Afford- 
ability 

7: Prograry~s & 
Techniques 

La Pirogua 
Mauritius 

8: Self- 
reliance 

Gaborone 
Botswana 

9: Urbani- 
zation 

Dakar 
Senegal 

4 8: Public;/Pri- 
,vatLa part- 
nerships 

Harare 
Zimbabwe 



-The summary chart on the preceeding page illustrates the evolution of this 
regional conference, which has taken place in different locations and with different 
RHUDCIs taking responsibility. Ths conference has developed into an important 
tool for: policy dialog; interchange ancl cross-fertilization of ideas; promotion of 
A.I.D. approaches to shelter and urban development; development of case studies 
and train~ng materials; communication with participatrng countries; outreach to 
ather African crswnt~~ies; and dialog with other international agencies. 

Two of these conferences were organized during the period of this 
evaluation. The? Ninth Conference! was held in Dakar, Seriegal and was 
organized by the RHUDO for West Africa. The Tentli Corrference took 
place in Harare, Zimbabwe and was co-hosted by the M1ini:;tt-y of National 
Construction and Public Housing ot the Government 'of Zimbabwe, arid 
the RHUDO for East and Southern Africa. 

The therx~e was: "Private and Pt~blic Sector Partnership in 
~ ~ O U S ~ I ' E ~  and llrban Development," and the conference WKol~raged 
cjialog between the privale and p ~ ~ b l i c  ser:tors. The keynote speaker 
was Dr. Jack Carlson, Executive Vice President of ,the U.S. National 
Association of Real,tsrs.. 

Senior professionals from the public and private sectors in 
apprtsxiniately' 20 countries in sub-Saharan Africa attended. In all, 
delegates from 32 countries atlended. k~,~bli 'c sector yarticipa~sts 
inel\adeejr Ministers of tlousing, Ministers of Urban Planning, Mayors, 
Town Clerks arid many other senior ad~rsiriistrators and private 
entrepreneurs, as well as experts in water issues, finance, and 
coninlunity developrnerrt. Private sector delegates inclmded: architects; 
town plar~ners; engineers; building mateviais suppliers 3 r d  
marr~.~facturers; the International Unic~n of Building Societies arad Housing 
Finance Ins,ti.kutions; the Africarl Union of EIuiiding Soccieties anel I--{causing 
Firiance Institutions, a.nd representatives from \/arious academic 
ii~stitutions in Africa, Europe and the United States. 

The structure of the conference called for the forrnaticsra of twvs groups, 
with one addressing the question of' private and public sector parbnership 
in hd:&g arad the other addressing the sarrle theme Bar z b ~ w  
!&W2! Each gro~rp initially heard frorn a pariel of experts, and 
then identified key issues for furlher discussion arld broke into wcarltshcsps 

-"  
to pursue the identified issues in greater depth. I his format was a rrsajor 
departure frsni earlier conferences, and aimed at producirig a 
comprehensi\/e list of resolutions and recomrrlendati~ns about the 
potential for public-private partnerships in housir~g and urban 
development. Proceedings have riot yet been publisl.~ed. 

The conference was planned by a Steering Committee of ten 
people from Bvory Coast, Burundi, Senegal, Kenya, East and 
Southern Africa Management Institute and the RH1JDO offices in 
Abidjan and Nairobi. 



! 
I 423 delegates attended the conference, from the following 

countries: 

Botswana Burkislo Faso Burundi 
Djibouti m y  ~t England 
France Guinea Holland 
Ivory Coast Kenya Lesotho 
Liberia Madagascar Malawi 
Mali Mauritania Mauritius 
Mozam biql~e Niger Nigeria 
R\~anda Senegal Somalia 
Sudan Swaziland ' Tanzania 
Uganda USA Zaire, 
Zambia Zimbabwe 

The cost of the conference was $ 284,000 and included invitational 
travel, preparation of case studies and materials, conference and hotel 
facilities, .s;ponc.;orship of participants, preparation of the proceedings and 
other related costs. 



Government Aom bas3 

RHUDO/ESAts irivolvement with the Government Training Institute 
in Morribasa began in April 1984, when a new Principal was appointed. 
She invited the WP1UDO training staff to 'test the newly developed training 
institution assessment niethod (LPS) at GTI/Msa. This process would 
provide tier with further insights in her new organization and in potential 
new directions which it might take. 

Tlie Institute bega.n as the Coast Secretarial Centre in '1 964 and 
was upgraded to become a Governrnenl Training Institute in 1'378, after 
extensive Swedish aid liad assisted to improve the facilities and ,%he 
secretarial training program. Its rriission became ,to prsvicle in-service, 
long-term residential training programs ta prepare gcaver-nmnent 
secretaries, clerks and finance oificovs for certificate examinations. It 
catered to approxin-~ately 200 resident students arid arl additional 400 
part-time nun-resident students. 

As a result of the irsstitntional assessment, carried out by the RbiUDQ 
regional training advisor and a consultant in 1984, *a rnorssealtum was 
created among ,the staff and the riew leaderslaip of the institution, to bring 
about some f~~ndamruental changes in its mandate. The Rb-IIJDO 
slapponed arsd stirrlr~llatted these changes and GTI/Msa became the main 
,training institutiorl through which tlie bum1 14uthority trairling progran.1 
was subsequently irnplementecl. The follo~iing changes Rave been 
carried out with very lirrtited outside funding and technical assistance: 

* 7-he overall wlission changed from a s i ~ ~ g l e  focus or1 the provisicsn 
of low-level residential courses rn secretarial skills a r~d  
accounting, to ir'rclude high-level short-terrri outreach policy and 
skill training combined with field consultation and actlor) research. 

GTI was given the mandate to carry nut local government training 
and develapment by the Wlinistry of il.scal Government and the 
Directorate of Peasonriel Management, Office of the President. 

"The staff is gradually being expanded to incli.rde more senior 
lecturers to suppart the new directions in the cmrriculurn. 

GTI, with technical assistance from USAID/Ri-IUDO, has 
develoi.)ed and irnplerr~entad a series of short ~OII~SBS for loczal 
autt~ority chief officers, councillors and staff in financial 
management, general manager'nent and problem solvir~g 
techniques, District Focus and the l-ocal Authority Developm~ent 
Process. GTI has been increasingly involved in ,the organization 
of training seminars and conferences on specific local 
governmental concerns, 



USAIY3/RHI.JDB provided frequent short'-term assistance by the 
urban managernelit and regional training advisor and the financial 
nlanagement trainer for program and staff development, and for the 
development a.nd design of training materials. However, no 
comprehensive institutional development agreement between GTK arid 
USAID was rnacle. 



At the reqt~est of the Uganda Institute of Publie Administration (PA) 
and the USAlD Mission Director in Kanspala, an institutiorsal review and 
follow-up planning study were undertaken of the IPA. The review used 
the Learning, Planr~ing arid Serving assessment ~ethodlology for 
training institutions which had been developed by the Drs. Fisher and 
Sherwood. 

The assessment was conducted by Fisher and a RHUDO housing 
officer in July 1984. Assesssreent questionaires were distributed among 
the faculty and analyzed and in depth discussions were held with ?he 
Director of the IPA. Main issues and concerns were analyzed and an 
agenda for actiorl was developed. Freln the outset it was made clear, that 
RL-IUDO assistance could only be of a limited and advisory nature. 

At the time of this evaluation, plans are under way to extend the 
tra.ining institution builclirrg activities of the RHUDO in the region. Other 
international agencies are similarly interested in bl-~ildir~g up ia strclrig 
network of selected regional training centers. The RHUDO/USAPD would 
cooperate in joirrl: ventures and would irai,tially prcavisle short-terrr~ 
assistance to ~.~ndertake institutional assessment. studies of training 
institblt i~r'~~. 



The evaluatiori team reviewed a random sampling of the course 
c~drricula, training plans, manuals and training materials, post- training 
reports, and assessments developed by the RHUBO, to assess their 
quality and applicability. 

Martuals, 'Training Materials and Curricula: 

Manual One: Preparjnirsg De'i~elsprnent Prugramrnes (LADP) 
Mar~uaf TWO: Comp6etjng Feasibility Studies (!.ADP) 
F'i/~ancir?b Management: Planning and Budgeting (J~~nuauy, 85) 

Methodologies: 

Parkria@-fbur? tainbfeaw : Act'rur? Research Tleain8ng (Spring, 
1986) 

LPS: A Self-Assessment and Strategic Planning IMett~oduSo~gy 
for Tmini-~ing $nsfitut/ons 

Monitoring and Evaluation Reports: 

Low Ir~corne I- io~~sing Serni~iar 
Repor1 on the Study Program For Bots\~ana (I\~overrther, 'I 984) 
First Report (of G'61) on We\~enue Generation Wsrksl-lop 

Marauals, Trairnirlg Materials arid Cnrric~.nlia: The first two of these 
~lr~anuals were c~riginally prepared by the persona! :se~vices contractor 
assigned to the Ministry of Lc-scal C~oviernrnents in Kenya. They were 
provided to give guidance to the local al~thorities in the ds\~elopment of 
capital improvement plans, and were not intended as training 
doc~.lments, although tkme local authorities need training in the use of 
these planning and assessment methods. Ttlese two manuals were 
envisioned as the first in a series of seven, with other rna~iuals to cover: 
bIanaging PrqjecPs; Preparir~g Annhdca! DeveEc~pinent Estimates; 
Upgrading of Unplanned Seflren~eaats; Municipal Water Sys terns; 
dWarC6'ets; and the like. The third manual reviewed is one o,f five that are 
being prepared to correspond to financial managenlent training rr~cadedles 
for the lrx.;al authorities. 

Manual One is a 39 page, professionally prepared, guidebook, 
intonded for town council statf, and is accomy~anied by a workbook in 
English aiid Swahili for council8ers to help then1 Ioolc at csn~rn~~n i l y  needs 
and identify projects. Bath are well writken, and presented with y raphs, 
diagrams, Plow charts and examples. This manual has been adoptecl by 
the Ministry, which has askod all small towns to prepare a development 
program for consideration of funding of projects through tlie Small Towns 
and Community Developmerrt Project. Our interviews with town council 



staff and Ministry personnel show positive acceptance of this 
methodology. As reported in the section on Interviews with Town 
Councils, officials of tiakarnega found the rne,thodology easy to apply, 
and very helpful; they were the first to complete the process. Smaller 
town co~~~nci ls,  however, may find it more difficult to apply the 
methodology. 

The manual is rnore controversial within the 81-1LIDO itself, The 
primary internal criticism is the emphasis placed on the early involvement 
of the councillors in the planning process, rather than working first with 
staff and later involving tlie elected officials. Due to tlie adoption of this 
manual arid methodology by the Mirristry, the RHUDC) is orof is a position 
to withdraw it and revise it. Rather, some circulars c;lari.fying the ' 

procedures rnay be introduced as a way around the problern. 

The financial management courses developed by the aegior~al 
finance advisor use tbio LAC)? as an example of a plannirlg and 
budgeting approach, but also present ather alt@rr~akives. 

hilanua.l Twol Cor~nplcting t7easibiIilFy S t r~d ie~ ,  is a three part, 37 page, 
nianual that provides checklists, case st~idies in comic book format, and 
refererlce unaterial st.~ch as a wweels-by-week account of one example, 
guida.ncrcl7 on the cst'nmissioning af errgineers aacl architects, and loan 
repayment recalculations. The style is light and sirnple, and therefore easy 
to read and fellow. There are warr~iwgs and guideposts pointed out alsng 
,the way. This manual is being revised and irnproved as a result of a 
workshop held recently (,Jurle, 1986) tcs obtain feedback on the process. 

This rrlanual is accompanied by a workbook .which takes local 
authority staff lhrougkr the steps of doirlg a feasibility analysis. It: is 
presently being simplified. 

Finaarcjal BIa11agesne13 t= Planning avad Budgeting ( J a n u a ~  7, 19851, 
For' each of the live training naoclules on financial managsmer~t, a 
detailed curriculum and instructors' girids is lacing developed. Tws sidch 
manuals have been completed to date, with this being the first. Bound in 
a three-ring binder for the ease of the trainers, this is a large volume that 
contains: brief course outline; detailed outline; and handon~ts. These 
materials were prepared specifically for B<eriyar.r h-ocal Authorities, and 
their development irivolved se\/eral iterations, vvith inputs from GTI, 
Mombasa trainers, arid the participants at the train~ng courses. 

The cu r r i cu lu~~  covers a five day period. The goals, listed below, 
speak to the four key areas of effective training: clarifying iriforrnatioia that 
should be known; providing additional information; developing skills; and 
affecting attitudes. TI-ne goals an?: 



1) To clarify Kenyan Government processes and expectations 
regarding planning and budgeting by local authorities; 

2) To impart new knowledge regarding the fundaniental importance of 
excellsnl planning as both a step prior to, and incorporating, 
development of the budget and as absoli~tt?ly essential to sound 
financial managerrlent by local authorities; 

3) To impart skills regarding ,the proper steps and processes required 
to develop sourid plans and budgets for local authorities and their 
depa.rtme~~ts; and 

4) l o  devebp attitudes and modify behavior so as to lead to more 
realistic and e'Ffective planning arid budgeting by local authorities. 

The materials arc? designed ta lead the  participant,^ through a five clay 
experience in developing rnodeQ plans and budgets. The course runs 
from'Monday through Friday, from 8 a.m. to 5130 p.m., with. a social aver1.t 
or1 Friday night i:o wrap up. There are evening rea,ding assignments 
listed. The elever] page brief outline of tlis course lists the correspont-fing 
hand-outs and readings, For the trainers,, Mr. Arth has developed a 
guide that breaks down the curriculurrl into short time blocks, as small as 
five rninr~te segments. 'This guide is nearly 120 pages in length, and 
irlcludes diagrarris and charts. Thera ar9 fifty handouts for information 
and e)(ercises. The materials conclr.~de with a five page written 
evaluation. 

In shoe, this manual is a thorough \~vo~.kboc:lk for the participants 
and guidebook for trainer:; of rn1.rnicipa1 financial marragement. 

1318 rnat.tsrials are clearly writton, tlie case studies are specific 20 the 
audi~nee (as they were developed Ic)cally, with inputs trorn the local 
autharities), the course design is varied ar~d well balancecd between 
lecturettes, exercises, srr~all group discussion, quastior~s & answers and 
readings. 

The WHUBO finance advisor also irlvolves the GTI Mombasa trainers 
in a gradual way, and provides Seedhaclc to t l~em on theirs perdolrrnar~ce. 
As noted elsewllere in 01~r repoft, both the trainers arid the participan1.s 
have spoker~ with high praise far the course, the rnal.erials and the 
guidance from the RtiiUDO finance advisor. 



METWODOLBGBES_: The first of these two methodologies, known as 
Action Research Training (ART), forms the basis for an action oriented 
training approach, and was developed by the WHUDO regional 
training advisor. The second methodology foc~lsses an the 
assessment of training institutions. 

Barkridge-Fa unfairrb!eiaer: Action Research Training (Spring , 1 983) 
This material was developed by Fred Fisher and ,lirn Pritchard. It car1 best 
be described as a training methodology, rather tharr a curriculuns, 
although it forms the basis for many of the RHUDOvs training courses. 

In general, the rneihdolagy is one of organitatiorial development, arid 
includes such skills as: trair~irig for trainers; team bullding; problem 
identification a,rad resolution; coraflicf resoiiution. Through the involvement 
of local co-trainers wllo are content specialists, this 'training becormes 
more pra.ctical for the specific institutions and participants involved. 

The course book is dividecl into 'two basic parts: part one (1 7 pp) is an 
outline of the four week course and is specific fo the audience attending; 
part ,two' (95 pages, excluding the readings) conta.ins a wide range o'f 
training exercises that have i-ilultiple applications arid are slightly 
moclified, as needed, for' the specific audience. It alsc~ conta.ins readings 
in the specific subject areas of ,the trainirig. 

The goals of the clal.1rs.e are fourfold: 

1) Increase knowledge: about the Parkridge Fontainble1.1 project; shelter 
approaches; managenlent; organiza:tion and cornniunity issurjs. 

23 Develop skills: marragernent; interpersonal; community 
developnierat; and some specific job areas. 

33 Review and alter procedures, systems, requirements. 

4) Build teams within the insthutions in\~olved. 

"'The ~~ata r ia l s  reflect a philosophy about training that can be 
surnrnarized briefly. First, training is the shared responsibility of both the 
trainers and the par-ticiparits. Second, people learn best by doing and 
experiencing, rattler than merely listening. Third9 training works best 
when it is foclrssecl on specific problems and has imniediate job 
relevance. Fourth, effective training calls far contin~nal reassessment and 
redesign. And fifth, effective trainers work themselves out sf a job by 
building self reliance. 

-Thus this training methodology is process oriented and does not. 
merely work to resolve current problems. Rather, it provides the 



participants experience with an approach to apply to future problems as 
well. In a word, it develops "self-reliance." 

The training plan calls for a tearn approach for the trainers, irlvolving 
local content specialists, who receive an intensive week of trainir~g for 
trainers before the primary participarits are involved. In this way, the 
general methodology is rnade more specific to the prc?ject(s) and 
oryanization(,s) involved. 

The workbook is divided irlto subject area modules on such themes 
as leadership, carnrnurlity developniient and action research. each of 
these subject area rnodules is divided into two par-ts, theory and practice. 
Tlae,theory section includes the objectives, the key concepts for that area, 
and readings. The practice sectiori iraclcldes handouts and exercises that 
structure learning experiences. 

'The .training provides ,for skill building--skills that relate to 
management, pla.nraing, interpersonal relations and the like. k.fiowever, 
since they are not skills related to a particular job description, such as 
surveyor or accountar'it, it is rnclre d'rfficl.llt for nort-'trainers or people who 
I-~ave not taksn sucla a course, to understand what the action research 
training is. The feedback received from participants, however, clearly 
S ~ O L V S  that the trair'ning was very useful, practical, appreciated, and 
resulted in significant impacts on ,the people and organiza.tions involved. 

The LPS 3eI.i-Assossmerst arsd PRannb~rg bft?thodobogj~\~as 
developed and fiold tested by Fred l=ist~er and Flank Shewood. The 
dsvelopment of the rnetk~odology was f ~ ~ n d e d  by tit@ Office of Ho~.~sir~g, 
and the printing and dislributiorl were funded by the Uraited Nations 
Centre for Human Settlenients. The manual was developed in response 
to a IIJbSCHS planning meeting during \~rt-~icF-r it was recognized that the 
quality of perforrnaftce by develcnpmer~t training institutions is not 
adecluate to the taslc. After a pilot test with GTIIMsa, this series of data 
instruments and instructions was developed. This process and 
accompanying instruments iflcli~des three volumes and locsse-leaf 
questionnaires. They are: Users' Guide; Assessment Materials; arrd 
Selected Readings. Ttie presentation is attractive, typeset and well- 
illustrated. The rrnaterials are designed for self ads~iinistration, rather tl.lan 
req~lir ir~g a coiisultant or outside expert. 

Tlae primary pi.nrpose of the materials arad metliodology is to help 
develaprrrenit-oriented \raining iristitutions become more effective. There 
are 27 separate instaurrients which analyse: 

Management Indicator's, such as the organization's staff 
ckiaracteristics, and staffing and budgeting patterrrs; 



Climate Indicators within the organization, such as aldtanomy, 
feeling of responsibility, teamwork, organizational loyalty, 
leadership, lnotivatiorr and the like; 

Performance Indicators, which analyse courses being taught 

* Environmental Indicators, wliich kelp the institutisr~ understand 
how it and its prsgrarrls are perceived by its client groups . 

This methodology was printed in final forrrl in June of 1986 as a joint 
effort by the UNCHS arad USAID, and will pro'wide a base for the RWUDO 
and other interna'tiloi?al agencies to work with tra.ir~ing institl-lticsns in other 
countries iri the region. BR is intendedto form one sf the b a s e  for the 
regiorial trainirlg pragrarrl in East and Southern Africa focussing on 
enhancement of local training institutions in the region, and will pro%rid@ a 
point of entrancx into countries where A.I.D. does no,t ct.mrrently have 
projects. 

In the pilot study with GTI, !wfombasa, the assessment was guided by 
Fisher and Shenrvood, and was not self-adrninister'ed. As reported 
elsewhere in this eclaluation, this process was very important to the evolution 
of GKI, and was vely  fell received as a res~rlt. It is not clear, however, that 
training 'institutlo~is will take the tirne to self-administer tliese qhaestionriair'es 
and do the required at-salyses for the exercise to be useful. Some Jslilow-up 
tvitk invol\red training institutions will be in order to more fully assess the 
utility of this material as a self-administered assessnsent. Nevertheless, i,B 
appears to be a wortkl\while effort to "institi~tionalize'" the valuable work that 
was done \ ~ i t h  GTh Mombasa. The ~metk~odslogy will fcarm t110 basi:s for 
assessment OF training instituficans by other agencies working in tt-I@ region, 
and eventually it is laoped it will be applied in other regions of the world. 



Monitoring and Evaluation Reports: Many of the training conferences 
and sessions have been followed by post-training reports, which either 
summarize the training, or* provide an evaluation. The first report: was 
prepared by the National Housing Corporation, the second was prepared 
by L.E. Ghanie, the Principal Housing Officer of the Eotswana SkiHA, and 
the third was prepared by the GTI blombasa. 

Low inconle Housing Seminar. Phis is a 10 page, bound report: sn 
the two day low income housing seminar laeld in Nairobi on tlie 5th and 
6th of Navernber, 1984, canducted by Steve Reeves and Fred Fisher. 
The repsri identifies the goals of the training, reports a summary of 
findings, describes the training methods, the representation, and 
concl~~des with five pages of findings and an aclion plarr. "The goals are 
listed: 

1) Identify problems associated with low income hla~lsing development 

2) Rroposio alternativs solutions for overcoming these problems 

3) Develop a plan caf action to meet low income housing needs 

'The findings recoinnlend the irnplerr~entation of a variety of changes by 
tlie NHC. For example: 

Policy: Note should be lalr,err that the rreeds of middle inconis groups 
are not adeqe~ately satisfied by present pslicy, which results in low 
ic~corne housing being appropriated by middls ir'iccprne groups; tn 
rrseet ttae need sf lower iricc~me groups who cannot afford owncr-- 
occupied l~ousing scslutions, more imaginative! solutions to the 
provision of rental housing are reqerired. 

Site Selection of Planning: The kli-1C should aim to creats reserves of 
housing for future Isw income housing needs; piat sizes rrlay be 
reduced to 120 square meters; low income housing plots &Is not need 
vehicular access; more care should be talten to ensure that layouts 
are cast efiecfive. 

Cost Recovery: The N116 and l.ocal Authority should open a joirit 
account for recep.1 of paymerlbs by beneficiaries; Employers 
should be ericourage to ralaI<e payroll deductions; Beneficiaries 
who pay an Rime shot~ld be rewarded by bonus paymerits or 
si rnilar incentives. 

Other recorramendations are mads on: Administration; Housing Types 
in Site and Service Sct.iemes; Appropriate Pechnulogy; Materials Loans; 
and, Com~i~n ica t ions .  



Report on the Study Prograrar ,for Botswana Housing Officials at Muwadzana 
BOW lnc~~fae  Weusing Project in Harare (Navember 12- 16,1984). This is am eig tit 
page report, which provides information on the background, who attended and 
whom they represented. It then provides highlights on what was-learned about the 
Muwadzana Housing Project and rnoves to conclusioris arid recorrlmendations on: 
plot allocations; building materials l o a ~ ~ s ;  debt management; arid standards. It 
concludes with aru action plan for the Gabororae and Lobatse Town Councils, which 
we include as an appendix. The action plan identifies "the action to be taken, the 
party with primary responsibility, sther palties to be involved, the timeframe for 
aetio~i and any additio~ial resources needed. 

-It is obvious from .a reading of the rc.con~rnendati~ris and'the action 
plan, that the study tour had an irnpact on the clelegation from Botswana. 
Significant policy arid proced~~ral charges were among the 
recommemdatior~s. For example, increasing loan anlourits and 
repayment periods for' building materials loans; the introduction of identiy 
cards to avoid the acquiring of rn~lltiple lots urader different. names; the 
turning over by the SHHA of the developed site arid sewice a.reas to ,the 
other departments of ,the Town Council (Town Eriginesr for building 
control, "Treasury for the accounts, etc.); the study of building regulatioris 
to see why they are no2 e~~forceable and to maks appropriate correc;tiopls 
to procedures for eriforcen~ent. 

-The irepcslt ends with a note of appreciation to the Zimbabwe Los Cost 
I--lousing Project lor hosting them, and to I.JSAID far making i t  possible for 
the study 1~4ur to take place. 

First Report on the Firlanclal !daa-~agement Workshop for Local 
8~iltharities in Kenya. This is a 97' page document, prepared by GTI 
hlornhasa. it includes the proyrana for the August, 1985 workshop, a 
review of the methodology, highl~ghts of presentations, reports of work 
group committees (called syndicates), cornmerits of representatives from 
the Ministries of Local Govern~l-lent, Treasury and the Office of Ihe 
Auditor-General. Remarks of 'the Major of Eldoret, the Acting Principal r ~ f  
GPB, the Permanent Secretary of tlie Ministry of Local Gaverrsment, 
USAID representative Steve Giddings are included in full. The report 
concludes with a list of participants. 

GI-I Mornbasa plans to prepare such a report on each of these field 
training events, but is considerably beliirid i ~ i  preparing thern, with this 
one beirig done about 9 months after the conference. Phis is a result r ~ f  
GTI having too few staff and insu.ffic.:ienf eq~~iyrr~ent.  For example, there is 
only one cluplicating rnaehirie for the GTl program. And more 
significantly, the staff have baken on these outreach co~~ rses  on top of an 
already full load of teaching respr'snsibilities. 



The m'aterial conta.ined in this report is well-written, informative, and 
worth the wait, and should be of use both to the participants and the 
trainers of @TI in preparing for future such workshops. It could also be 
distributed to people who did not have the opporturiity to attend the 
workshop. 

All parties cor.icerned could benefit from timely release of s ~ ~ c h  
proceedings, and as this report notes in its recommendations, this is an 
area where more substantial support fr'orn USAID might be in order, with 
logistical and equipment assistance. 



APPEhIDIX 
LIST OF CONTACTS: USA TRAII\IING PRQGRAM EVALUA7'18PI 

RHUDC), Nairobi 

Fred Hansen 
David Benson 
Fred Fisher 
Maurice Arth 
,Jeannie Oster 

Persorlal Services Contractors, RHbdDO 

Richard FAalZin 
Steve Giddings' 
Peter Fieclen 
Baldip Rihal 
Paul Sn~ok~t  

USAID Mission, Nairobi, Kmya 

MI.. Derek 5. Sirlgr!r, Chief of Human Fkxources Developmellt 
Mrs. 'T. Pvluraya, Training Officer 

1JSt110 M~ssbn, Harare, i?ihha,bawe 

hAr. Richard Beardmore, Housirkg Officer 

Mrs. M. Povoclen N'ginja, Chiet af Technical Division 
Mr. A. 3. Odera, Divisional Alchit.ect 

Ministry of I.ocal Governmerrl, AJairobI,, lii?nya 

Augustine M. H. Od~pca, Principal Firianec Officer 
Mr. Z. $. Ornflando, Senior Plarining Officer 
Mr. John Mlaogua, former Perlrrarisrrrtn Secretary 

Govsrnrnerlt Trairring institute, hrctrnbasa, Kenya 

Mr. J. S. Omambia, Principal 
Mr. E. J. Kihara, Deputy Prir~cipal 
Wlbses J. W. \/9esonga, Head of Mar~agernenl Develop~n~!r~t Bept. 
Pielson M. Mongl'om, Lecturer, Pdnnagernenl Bepa.rtment 
Bell.) W. l(a'thak1.1, Lecturer, hAzinagemenl Deparlrnerld 
C.S. I'dzioka, Senior L.ecturer, Manayernen! Department 
Samuel M. Glkhaija, Lecturer, Management Department 
Mr. C. B. Nyamorlgo, Head, Firlance and Accounlirlg Depa.r!ment 
Mr. J. M. Nahisswa, L-ect~irer, Finance and Accounting Dept. 
Mrs. Grace Wahkungu, Forsr~es Principal OP G"TI 

Nairobi Ci/y Council 

Mr. J. N. Milraya, Depuly Director, I-lousir~ Development Dept. 



Mombasa Mr~nicipal Council 

Mr. A. Nasser, Former Town Clerk 

Town Council, Nakuru, Kenya 

J. N. Gikonyo, Deputy Town Engineer 
Mr. Z. G. Kiratu, Acting 'Town Clerk 
Mr. P. K. K. Sura, Treasilrer 
Ms. Elizabeth Omwenyo, Acting Deputy Town Clerk 
Edward Odari, Personnel Officer 

%wn Council7 El'daret, Kenya 

Mr. J. Limo, Acting Deputy Town Clerk 

'Town Council, Kakamega, Kertpa 

Mr. Fetes Kongoti, Acting Town Clerk 
Mr. Williarn VVdwire, Accountant 
G. G. G~~nadasa,  Tuwrr Engineer 

Mr. J. 0. Kiyale, Head, City and Regional Studies DopY. 
Mr. F. Kubai, Undc?r SecretarytAdrniri. Secretary 

Adinistry of Public Csr~s/mctiul? and National Housing, Zimbabwe 

Mr. T.M. Ziii)randr~, 1Jrlder Secretary 
Mr. Tart Chaaia, Project Officer (UNCHS) 

!-/amre City Cor.incil, Zimbabwe? 

Mr. lbl. Beresford, Director Human Scwices and Comm~.lnity 
Development Division 

Mr. D. 'Tsbainea, Mead of Research Di\tision 
hlr. U.C. Morrison, Dislaict Otfricer, Kuuvadzdria 
klr. G.T. blujeni, Deputy District Officer 
Ms. C.S. Kanyepi, Research Officer, Teami Leader, Ku\~adsana 

Project 

Mr. ,Jim Upchurch, Cooperative Hol~sing Founcfaticsr~ 
Ms. Al Van Huyck, PADCO 
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