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Summary and Conclusions
 

The 1980 Togolese Management Training Seminar in Lama-Kara,
 

from July 25 through August 5, 1980 was the first in this series
 

to emphasize rural development management at a senior level. In
 

addition, it brought together responsible leaders from the key
 

sectors, ministries, parastatals and other organizations involved
 

in integrated rural development.
 

While the Ministry of Industry and St.te Enterprises was the
 

sponsoring ministry, with S.E. Minister Kwassiwi Kpetigo taking leader­

ship in its planning und development, other ministries such as Planning
 

and Administrative Reform, Rural Development, Amenagement Rural and
 

Social Affairs and Women also participated.
 

Over thirty high-level participants from these organizations
 

met for ten days of intensive workshop-type activities, presentations,
 

management simulations, case studies and analyses, team decision-making
 

exercises and rural management case development. Their attendance at
 

all sessions was exemplary and work continued well into the evening with
 

management films, case discussions and individual preparation. While
 

facilities at the modern Hotel Kara are not ideal for interactive con­

ferences and seminars of this sort, they were adapted successfully to
 

the team organization approach used.
 

Two principal trainers were involved, Professor Bruce MacKenzie,
 

Director of the Center for International Public Issues Inc. and leader
 

of other similar workshops in Tcgo and elsewhere, and Dr. Bruno Ribon,
 

an experienced rural and agricultural management professor and trainer.
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With the agreement of the Togolese Ministries and the Center
 

for the Promotion of Smaller and Medium-sized Enterprises, two Togolese
 

nationals were also invited to help as consultants: one, as a training
 

advisor; the second, a former senior rural development official, as
 

an expert consultant to the various participant teams.
 

Excellent administrative and logistic support was offered by
 

the Center (CNPPME) officials before, during and following the seminar.
 

As a result, the trainers were able to focus exclusively on the needs,
 

interests and objectives of the participating organizations. In the
 

ambitious intersectorial program which was negotiated with the partici­

pants, time was the all-important element and we cannot over-emphasize
 

the need for this sort of effective administrative and secretarial
 

support. As will be seen in the section of this-report or.methodology,
 

this is particularly crucial for the new management case development
 

approach we chose for this seminar.
 

As noted in the Interim Report on the Seminar submitted on
 

August 6, 1980, participant reaction and evaluation was highly favorable
 

on all aspects of the seminar: subject matter, management themes treated,
 

methodology, relevance to their own management problems and facilities.
 

While it was unfortunate that almost fifty percent more participants were
 

allowed to register for the seminar than had been agreed to (37, instead of
 

the 25 proposed), the assignment of participants to working teams for
 

the entire period and for most exercises and presentations allowed the
 

organizers to adapt successfully. On another occasion, however, it is
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strongly recommended that a firm committment be obtained
 

from the Ministry as to the maximum number of participants to be
 

accepted. There is no question that once an absolute ceiling of
 

thirty participants has been passed, the highly participative,
 

interactive team method of management development training is very
 

difficult to use without a third trainer. But, even with an additional
 

facilitator, sheer uumbers and the time required to review and critique
 

team presentations and individual case studies prevent adequate coverage
 

of all themes.
 

We recognize the difficulties of such controls in the host
 

country, especially once the invitations have been sent out and con­

firmed. It is then really too late for the training team to have any
 

influence on the composition and size of the group. For this reason,
 

we propose that in the future, the sponsoring ministry coordinate and
 

limit participation according to reasonably strict guidelines. This
 

caveat applies equally to the recommended hierarchical homogeneity
 

for this kind of seminar. Again, in 1980, we experienced the problems
 

of earlier seminars concerning participation by individuals who did
 

not have either the experience or responsibilities to be other than
 

observers. Perhaps the only serious criticism expressed publicly or
 

in private by some participants was the fact that we had apparently
 

allowed unqualified or junior-level managers to attend the seminar.
 

On a more encouraging note, even with the problems cited
 

above, there was an excellent general spirit and animated involvement
 

of all who attended throughout the ten days and evenings. As with all
 

short programs of this sort, not all themes or priorities of the participants
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can be fully covered, nor can organization-specific,
 

intra-organizational management problems be more than lightly covered.
 

There is a very clear distinction to be made between the objectives
 

and potential benefits of even a series of management development
 

seminars and the objectives and results obtainable from thorough
 

management consultation actions within a specific organization. We
 

would very much like to be part of a combination, well-planned program
 

of organizational development which would include: process consultation,
 

technical consultation, manpower training and management development.
 

On the other hand, we do not feel it is honest or appropriate to purport
 

to diagnose one organization's problems (managerial and other) and propose
 

solutions as a subset of a short management seminar, as some suggested.
 

With the recent institution of the new National Bureau of
 

Organization and Methods in Togo, we are optimistic that for the first time
 

there is a potential capability of planning and carrying out just such
 

integrated intra-organizational consultancy and management development.
 

One of our conclusions from this 1980 Intersectorial Rural Management
 

Seminar is that future support of Togolese management development by
 

USAID and other bilateral assistance agencies be coordinated through
 

some such Togolese institution as the Bureau.
 

It is felt that the major long-term objectives set by the
 

Government of Togo and USAID for the seminar were approached rationally
 

through careful analysis of intersectorial and interministerial management
 



problems first identified by the participants themselves,
 

both individually and in working intersectorial teams. It is recog­

nized that one seminar cannot be the answer to the long-term challenge
 

of major objectives such as:
 

A. 	Improved coordination and teamwork among ministries,
 

state entexprises and other rural development agencies
 

in Togo.
 

B. 	Development of better management of human, material and
 

economic resources devoted to iural Togolese development.
 

But, we do feel that this and similar workshops, seminars
 

and programs do significantly contribute to creating awareness, interest
 

and increased likelihood of better management in all sectors. These
 

actions must be viewed as primarily catalytic in faciliating accelerated
 

national development. The entire diffusion process of innovation in a
 

society is the first responsibility of its leadership at the very top.
 

Sound, equally innovative and strong management is its corollary. Now,
 

after more than five years of interest and support of modern management
 

development by both USAID and the Government of Togo, we feel there are
 

a growing number of well-trained and experienced senior managers to carry out
 

innovative development programs. Naturally, there are never enough of
 

these qualified individuals to meet all of the needs in all sectors. There
 

is a continuing drain or loss to the private sector or through retirement.
 

And, of course, there is the regular influx of young untrained, inexperienced
 

new cadres to be trained.
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Programs such as the 1980 Lama-Kara Management Training
 

Seminar will continue to be necessary for the predictable future,
 

run by Togolese trainers and experts where they are available, or
 

in conjunction with non-Togolese consultants when this seems desirable
 

or necessary. What is most important is that the effective approaches,
 

attitudes and practices of modern management be adapted to Togolese
 

realities and priorities, and thoroughly diffused throughout the
 

entire public management structures of the country. Where we have been
 

or can be a continuing part of this action, our enthusiasm is limited
 

only by time and distance.
 

* * 



MODERN MANAGEMENT IN TOGOLESE RURAL DEVELOPMENT
 

Lama-Kara, Togo - - July 25 - August 5, 1980 

Background and Development
 

This ten-day residential management seminar was the third
 

in the present series of senior and top level programs requested by the
 

Togolese Government and underwritten by the United States Agency for
 

International Development mission in Togo. Other programs devEloped
 

by the same training team included workshops for omaller and medium­

sized enterprises, training of trainers and middle management programs
 

for paraotatal and multinational managers.
 

Earliest support and committment to this series of senior
 

level management seminars came from the Ministry of the Plan and Admini­

strative Reform with the help of the Center for the Promotion of Smaller
 

and Medium-Sized Enterprises. This interest and participation continues
 

although the 1980 Seminar was officially under the tutelage of the new
 

Ministry of Industry and State Enterprises. At an early stage in the
 

planning for this seminar, it was decided that the focus should be on
 

improving cooperation and coordination of the miniELries and parastatals
 

involved in the crucial problems of integrated rural development.
 

This direction was partially a result or considerable diffi­

culties experienced in the various agricultural areas, many of which seem
 

attributable to lack of experienced or trained senior managers. Earlier
 

seminars involved small numbers of managers from these enterprises but
 

there was no especial focus on rural development and agricultural manage­

ment themes or situations.
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Feedback from these earlier seminars by participants was
 

perhaps the strongest motivator to assign a more specific intersectorial
 

objective for the 1980 group. While we agree on the choice of theme
 

and representation from the various ministries implicated in rural
 

development, we hope that in future development of such senior management
 

development programs, there will be more detailed planning of follow-on
 

sectorial or individual parastatal training programs.
 

This may even be one of the specific design objectives of
 

the proposed 1981 Seminar: each participating organization, working in
 

collaboration with the new Bureau of Organization and Methods, could have
 

the responsibility of proposing and planning for a management development
 

program for their middle and senior managers. In any case, the need for
 

continuing updating and refreshing of past participants is really essential
 

if optimal benefit is to be gained from these catalytic seminars.
 

While the development of the present series of seminars has
 

not been ideal, due in part to the absence of a Togolese counterpart institu­

tion such as the Bureau of Organization and Methods, it has still been quite
 

effective and certainly enthusiastically supported by the Togolese concerned.
 

For this next year, we hope there will earlier decisions on participation
 

by the various organizations, themes and level of managers to be seconded.
 

Earlier planning missions would also facilitate identification of the best
 

materials, films and facilitators, although changing dates and other external
 

variables can never be completely eliminated.
 

2or 1981, there is also the developmental advantage of having
 

visited the USAID Mission in Togo, carried out the six-months post seminar
 

evaluation and spoken with the Minister of Industry and State Enterprises
 

far earlier than in other years. This has already advanced planning and
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allowed easy and direct contact with potential Togolese
 

participants and facilitators, as well as preliminary discussions with
 

the Center for the Promotion of Smaller and Medium-Sized Enterprises.
 

There will also be a considerable advantage if the 1981
 

program were contracted for in-country, as contrasted with the rather
 

accelerated and less coordinated arrangements in Washington for the
 

1980 Seminar. With all of the good will, time and enthusiastic help
 

of the Togolese Desk Officer and Contracting representatives in the
 

United States, there is no question that such a program is more
 

efficiently planned and negotiated in the country where it will be
 

carried out. Costs, time and wasteful duplication of effort can be
 

significantly reduced, when the in-country approach can be used.
 

• ,
 



MODERN MANAGEMENT IN TOGOLESE RURAL DEVELOPMENT
 

Planning and Pre-Program In-Country Work
 

As noted in the Background and Development section of this
 

Final Report on tbe 1980 Seminar, decision to proceed with the program
 

was delayed for a fairly long period in the Spring and was finally firmed
 

up in contract form only at the end of June into early July, with the
 

dates set for the 25th of July. The planning trip which should ideally
 

take place some months before the program was only possible, due to con­

tract difficulties, from July 5th through July 10th. Fortunately, the
 

same trainers as originally identified were still available for the new
 

dates and the principal trainer, Professor MacKenzie, had already worked
 

with the Togolese counterparts and knew the training site from earlier
 

seminars.
 

During the planning trip, the major themes and focus of the
 

Seminar were definitively identified and most of the administrative
 

and logistic problems resolved. A Togolese observer/consultant trainer
 

was also contacted and included in the early planning, although he did
 

not have the management development background or training to play a
 

major role at the actual Sem:inar.
 

About a dozen potential participants were interviewed on their
 

priorities, experiences, management problems and ideas on which themes
 

should receive most emphasis. They were also asked to prepare brief
 

descriptions of problem situations, management incidents or events which
 

they felt typified some of the difficulties they faced in integrated
 

rural development management.
 



During the various visits to officials and participants
 

in Lome, we were conscious that those senior managers located in the
 

rural areas could have offered many practical ideas for use in our
 

planning. Unfortunately, due to the late scheduling of the actual
 

dates, many of these had not yet been identified or notified, and,
 

in any case, could not have been interviewed in the very compressed
 

time frame between planning visit and the Seminar itself.
 

Final selection was made of all materials to be used,
 

films ordered from sources in Paris and the United States, work
 

started on reproduction of certain documents and questionaires and
 

contact made with the other senior trainer, Dr. Bruno Ribon. It is
 

clear that if we had not had earlier experience in the Togolese en­

vironment with generous help from previous participants, there would
 

have been considerable difficulty in staging this Seminar with a span
 

of only three weeks from conception to delivery.
 

As it was, there was no significant impact on the quality
 

or nature of the Seminar as it finally took place in Lama-Kara due to
 

close-in planning and in-country work. Naturally, the trainers themselves
 

felt they could have done more with an additional period for planning and
 

assembling materials, but, on balance, both participants and staff believe
 

that planning and execution went rather smoothly.
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Seminar Programming and Execution
 

Goals and Objectives
 

In discussions with the several ministries involved in the
 

planning and organization of the 1980 Lama-Kara Seminar, two major
 

goals were defined and participants invited to attend whose roles
 

in rural development were crucial to success. Basically, this seminar,
 

as with the earlier ones in the series, was focussed on improving
 

cooperation and coordination among the five or six principal ministries
 

active in the rural areas of Togo.
 

A second key goal was the further development of modern management
 

practices and approaches throughout these ministries and parastatals,
 

beginning with their senior and top management teams. Both of these goals
 

are longer-term, developmental thrusts rather than specific quantitative,
 

scheduled objectives. Such objectives were not proposed by the Government
 

of Togo, although we have frequently discussed the need for organization­

specific programming in management development, especially in certain key
 

ministries and parastatals.
 

We feel encouraged by the positive reaction of most senior officials
 

to the several management programs organized over the last few years and
 

by the institution of the new National Bureau of Organization and Methods
 

with a national mandate to ensure follow-through and planned development of
 

middle and senior management cadres. For the 1980 Seminar, however, we
 

worked with a group of participants who had almost without exception not
 

been exposed to management training of any sort.
 

Objective, of the Seminar were derived from the major themes of
 

modern management decided upon by the sponsoring organizations and by the
 

participants themselves during the seminar. We proposed a series of major
 

subject areas or management issues which in our experience in over twenty
 

developing country programs have proven crucial for improved performance
 

and productivity. These themes or subjects were then discussed, clarified
 

with the participants and rank-ordered for length and depth of treatment.
 

Each participant was then asked to identify individually the most critical
 

management problems in his back-home organization or sector and to suggest
 

realistic objectives for solving them. In this way, the Seminar objectives
 

were phrased in specific, participant-related terms, rather than in more
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general, programmatic statements. For example, one objective
 

which all participants felt should be established was the increased
 

participation of communities and indivudual farmers in the planning and
 

carrying out of rural development projects. Another was the urgent need
 

for better coordination of rural agents from the various ministries and
 

parastatals in their dealings with the communities. Mixed signals and
 

confusion are widespread as specialized representatives from different
 

organizations visit and advise the same communities, sometimes on the
 

same general subject.
 

Major Themes
 

1. 	 Processes and approaches of modern management.
 

2. 	 Delegation of powers and responsibility.
 

3. 	Motivation and needs analysis.
 

4. 	 Communications processes and systems.
 

5. 	 Management styles and attitudes.
 

6. 	 Interministerial teamwork and collaboration.
 

7. 	 Participation at all levels in rural development planning
 

and programming.
 

8. 	 Rural development strategies.
 

9. 	 Team building and team maintenance.
 

10. Human resource develupment and management training.
 

11. Organizational diagnosis and organizational development.
 

12. Conflict resolution and organizational stress analysis.
 

13. Internal contradictions of rural development projects.
 

14. Organization of cooperatives and their effective management.
 

While these were the principal themes running throughout the Seminar,
 

many others.were touched upon and brought out in the various management
 

cases and critical incidents introduced by the participants themselves. Within
 

the limits of time, these were also treated in some detail, especially in
 

the participant teams where they were first brought up.
 

A. noted earlier in this report, many of the themes were converted
 

into specific individual objectives for one or more participants and then
 

incorporated into their back-home action plans.
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Participating Agencies and Organizations
 

Principal Sponsoring Ministry
 

Ministry of Industry and State Enterprises
 

Co-sponsoring Ministries
 

Ninistry of the Plan and Administrative Reform
 

Ministry of Rural Development
 

Ministry of Amenagement Rural (Agriculture inter alia)
 

Ministry of Social Affairs and Women
 

Parastatal OrganizatioTIs
 

Togo Grain
 

SONAPH
 

SRCC
 

SOTOCO
 

ONAF 

INPT
 

ODEF
 

The presence and participation of senior anagers from this wide
 

spectrum of rural ministries and agencies, as well a3 from the Ministry of
 

the Plan and Administrative Reform ensured a high level of realism and per­

tinence in treatment of all themes. The management cases which were developed
 

usually involved at least two, and often more, of these organizations. It
 

was interesting to observe the increasing frankness with which these cases and
 

management issues were discussed as the Seminar developed. As is often the
 

case, some of the more valuable exchanges occurred in the small group activity
 

rather than in plenary discussion.
 

List of Participants
 

(See Annex A.)
 

Seminar Methodology
 

The training methodolgy selected has been developed over the last
 

five years especially to meet the need for highly participative, interactive
 

exchange of experiences and problem sharing among senior and top-level
 

managers in the public sector of developing countries. It can be thought of
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as a combination of case method with organizational diagnostics
 

and problem-solving approaches. All management themes, processes and tools
 

are derived or induced from participant identified problems in their back­

home environments or organizations. While there are mini-presentations on
 

themes such as motivation and needs analysis, decision making, management
 

by objectives, etc., most of the working and preparatory sessions are
 

devoted to problem identification, case development by individuals and
 

teams, case analysis and presentations and critiques of the analyses by
 

other teams.
 

In this Seminar, each intersectorial or interministerial team of
 

participants developed one or more typical, composite rural development
 

management cases, edited it into a brief, dramatized form and offered it for
 

solution to another team. The author team then responded to the analysis
 

and solution presented by the second team, with resultant lively discussion
 

leading to a conseinsus in most cases. A third team was also asked to critique
 

the case itself, as well as the analyses of the two other teams. In this
 

way, the "final" version of the management case study had stood the test
 

of at least three different team analyses.
 

These cases developed and verified by the participant teams are
 

the heart of this method and form, with a large number of reference documents,
 

articles, reprints and dagnostic tools, the core nucleus of reference and
 

training materials which they may adapt or use in their own organization's
 

internal management development programs or informal seminars.
 

It is essential for this method that skilled, experienced case
 

method trainers work closely with each team in the development of the case
 

situations, editing and in ensuring that basic case methods and approach are
 

clearly understood. It is equally important that the administrative and
 

secretarial support group be able to handle the very considerable volume
 

of drafts, re-drafts and final versions to be typed and reproduced for
 

distribution to all participants. While excellent support was given at
 

the Lama-Kara Seminar, I would recommend at least three typists in future
 

programs of this typed and duration. Participant reaction to this experience­

based, case-development method of training was universally enthusiastic.
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Training Materiala Used
 

As noted in the previous section, perhaps the most useful
 

materials used in the Seminar were those actually developed by the
 

participants and participant teams themselves. The very act of identifying
 

and analyzing a wide variety of critical intersectorial management problems
 

in their own organizations and areas transcends the traditional use of other
 

cases, readlings .md diagnostic instruments. At the same time, we are the
 

first to recognize the real need for the best, most pertinent readings and
 

references on the major themes identified previously.
 

For this reason, we assembled and distributed over forty individual
 

articles from publications such as the Harvard Business Review, the Sloan
 

Management Review, a number of management texts in both French and English,
 

chapters from related rural development books and several excellent booklets
 

used to accompany perhaps the single most effective management filmed case
 

we know of: Le Tournant or The Turning Point (Formation Creative, 22, rue de
 

Turin, Paris 75008).
 

These four booklets from The Turning Point treat the four key
 

themes: Delegation of Authority and Responsibility, Communications in
 

the Organization, Motivation and Styles of Management. While they do not
 

yet exist in English, we would strongly recommend them for use with experienced
 

managers from first-line to top level. And, of course, the film itself, when
 

available. This also points up the need for more and far better filmed cases
 

as basis for discussion and learning in management seminars. The current
 

group most often used, such as the Drucker and Humble films, are really not
 

relevant or effective with developing country managers. We truly need some
 

support for creating a developing country management series of filmed cases
 

to use in programs such as the Lama-Kara Seminar. Our feeling, shared by
 

many participants, is that such materials will greatly enhance the effective­

ness and relevance of such programs.
 

Samples of these and other print materials used in the program
 

are attached to this report in Annex B. At request of participants and
 

sponsoring organizations, we are not including participant back-home cases
 

although they can be viewed upon request by interested parties.
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Seminar Evaluation
 

Immediate Post-seminar Participant Evaluation
 

While participant evaluation following the seminar is of
 

great interest to sponsoring organizations, the trainers and to the
 

participants themselves, it would be somewhat misleading if we were
 

not to mention the on-going evaluation which was part and parcel of
 

of the entire program at Lama-Kara. In consonance with the need for
 

continuing feed-back in sound management practice, we instituted from
 

the first day of the seminar the practice of daily feed-back to the
 

trainers and other participants from both groups.
 

This continuing process of examining what had been done,
 

what could be done better, and what new things should be done had a
 

very positive effect in creating a team spirit, an openness to self­

criticism and a flexibility in use of our scarest resource - time.
 

This can explain in part at least why there were few serious criticisms
 

of the themes treated, the methodology or the general value of the
 

seminar. Since the participants themeselves were always involved in
 

the design, delivery and modifications of the program, there was no
 

opportunity for it to stray to far from a track which was perceived as
 

useful and effective.
 

In the immediate evaluation following the seminar, parti­

cipants were all interviewed individually, by teams and asked t'- give
 

their evaluation in writing anonymously (see Questionnaire Evaluation
 

Form, Annex C.). As reported in the Interim Report on Togo Management
 

Seminar submitted on August 6, 1980, the evaluations were highly favorable
 

in all three parts, especially in anonymous written statements as part
 

of the Questionnaire.
 

We have traditionally used seminar evaluation to indicate
 

level of satisfaction of participants, areas of special interest and
 

success, areas of dissatisfaction or low effectiveness aria areas where
 

more attention might usefully have been given. Where goals and objectives
 

were clearly defined, we would then determine to what degree they were met
 

from a participant point of view. Where the goals or objectives are longer
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term and Involve changes in attitude or behavior, or
 

improvements in performance, it is impossible to assess them in an
 

immediate post-seminar evaluation.
 

Participant opinion was sampled through a series of 35
 

questions on various themes, sessions, objectives, materials, trainer
 

performance, facilities, group activities and general organization
 

of the seminar. Following certain questions, they were also asked to
 

4ive additional comments, observations or -riticisms. A sample of
 

certain key questions follows:
 

1. Do you believe that the activities in which you
 

participated during the seminar have contributed or will contribute to
 

meeting the objectives defined for it? (5.6)
 

(All questions were answered on a scale of 6 through 1, with
 

6 being most favoraL!.)
 

2. Would you rank each of the following themes treated
 

during the seminar in order of importance to the management of rural
 

development in Togo?
 

Delegation of authority (5.3)
 

Motivation (5.4)
 

Communications (5_7)
 

Styles of management (5.2)
 

Interministerial collaboration (5.6)
 

Participation at all levels (5.8)
 

Human resource development (L-.)
 

Rural development strategies (5.I)
 

Teamwork and creation of management teams (4.9)
 

Internal contradictions in development projects (5.5)
 

Conflict resolution and negotiation (L.7)
 

3. Seminar Methods: What is your evaluation of the methods
 

used 	for training during the seminar?
 

Working in teams (5.9)
 

Case study and development (5.9)
 

Development of Togolesv case studies (5.7)
 

Decision-making games (5.2)
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Presentations by trainers with participation (5.2)
 

Use of filmed case studies (The Turning Point) (5.4)
 

Overall satisfaction with methods mix (5.7)
 

Teaching Materials in General (5.4)
 

Sample Comments from Individual Participants
 

1. "Working as teams really helped us know each other, our
 

problems and possible solutions in Togolese situations."
 

2. "Excellent initiative whose short and long-term effects
 

(benefits) will contribute significantly to Togolese rural development
 

processes."
 

3. "Now, I know myself better, my management style, and
 

how I can improve.."
 

4. "Sceptical at the beginning, I am now convinced that this
 

seminar has opened new horizons in improving efficacy and performance."
 

5. "Before coming, I doubted that I could really participate
 

and follow the themes and discussion.. Fortunately, with the methods used
 

I was able and benefited greatly."
 

6. "Hope this kind of seminar can be organized much more
 

often at all levels., even ministerial, why not?"
 

7. "I now have a good idea of what is meant by modern manage­

ment and feel able to use it immediately upon my return."
 

8. "As we progressed, I gained increasing confidence in my own
 

ability to understand and solve problems in my organization."
 

9. "This method really allows the participant to evaluate him­

self and to communicate with the others."
 

10. "Each participant had the opportunity to give and receive
 

feedback at all times."
 

11. "Development and study of management cases really allowed us
 

to face the critical problems of our administrations in rural development."
 

12. "However, there are certain aspects of management which we
 

have studied which may appear "revolutionary" to our superiors who have not
 

followed similar seminars., hence, why not seminars for them as well?"
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In summary, the immediate Post-seminar Evaluation gave
 

us rather positive reinforcement on themes treated, methods used and
 

the long-term utility of such seminars. There was a clear signal that
 

more seminars of this type would be welcome at the participants' level
 

and were needed at the higher levels as well. There were no serious
 

criticisms concerning the organization, planning, the trainers or the
 

materials used. Most participants indicated that they would be able
 

to apply many aspects of the program in their own professional activities
 

once they had returned to their organizatins.
 

Six-Months Post-Seminar Evaluation
 

Approximately six months after completion of the Lama-Kara
 

Management Seminar, the principal trainer, Professor Bruce MacKenzie,
 

returned to Togo in February 1981 to interview as many participants and
 

orgnizers as could be made available. Due to the wide geographic dispersal
 

of participants throughout Togo, absence of several on missions abroad and
 

unavailablity of others, the Center for the Promotion of Smaller and Medium
 

Enterprises was able to arrange for visits with only ten participants. We
 

feel, however, that their comments and reactions six months later is reason­

ably representative. They. also indicated an interesting side effect which
 

we had not predicted: small groups of former participants from the Lama-


Kara Seminar as well as from other earlier seminars are beginning to keep
 

in contact and to exchange ideas and experiences in management.
 

Professor MacKenzie also had the opportunity to spend several
 

hours with the Minister of Industry and State Enterprises concerning the
 

results and objectives of the 1980 Seminar, and also to discuss the plans
 

for future seminars in all sectors, including within individual parastatals.
 

This meeting, as well as other meetings with senior officials who had nomina­

ted candidates for the Lama-Kara Seminar, confirmed earlier reports that the
 

reactions and follow-up had been highly favorable.
 

In a letter addressed to the Ambassador of the United States in
 

Togo, dated September 12, 1980, S.E. Kwassivi KPETIGO, Minister for Industry
 

and State Enterprises gave the following observations which were confirmed
 

during the February 1981 evaluation visit, including additional feed-back
 

from many of the participants and their superiors:
 



21
 

"Several of my colleagues in charge of various State
 

Enterprises, who had the privilege of taking part in this seminar,
 

expressed their complete satisfaction with the way the activities were
 

carried out. They were struck by the exceptional human qualities and the
 

great competence of Mr. MacKenzie, the principal facilitator of the
 

working sessions, especially in his discussions of management problems
 

where he has an astonishing mastery."
 

Summary Observations from Participant Interviews
 

Eight of the Lama-Kara participants were interviewed in
 

their offices for periods of from one to two hours, two others were
 

seen in the evenings of the week February 8 - 13, 1981. Three others
 

were seen briefly but were unable to spend enough time to give other
 

than general reaction of a favorable nature to the evaluator.
 

For convenience of reference, I have listed the various
 

comments and suggestions of the ten to twelve principal participants
 

interviewed under the appropriate thematic management headings used
 

at the Seminar.
 

Delegation of Authority and Responsibility
 

Five of the participants especially emphasized the relevance
 

of this major theme and its importance to them in improving their the
 

effectiveness of their organizations. One person brought up its relevance
 

to creating authentic participation by subordinate managers in the planning
 

and carrying out of programs and projects. Another said he had already re­

written certain job descriptions for his managers, after negotiating increased
 

delegation of power and authority with them. Still another participant brought
 

out his reference booklet on Delegation which accompanies the filmed case:
 

The Turning Point. Pointing to it, he said: "I just used this in planning
 

how I can free up more of my own time for longer range planning and strategy
 

formulation in rural development."
 

Several stated that this remains the one most critical problem
 

which inhibits rational development, especia.ly in the areas outside of
 

the capital city. Fear of delegation, as one put it. Fear of losing Power,
 

was the way another phrased it.
 

http:especia.ly
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Communications and Participation
 

Almost all of the participants interviewed expressed
 

satisfaction with the usefulness of this theme and the set of skills
 

which were emphasized at the Seminar. Many had found ways of using
 

it to enhance their own relationships with peers, subordinates and
 

with communities in their areas. Being able to understand the models
 

of communication, barriers to communication, selective perception, two­

step flow of information, etc. was seen as a significant advantage in
 

dealing with and identifying human problems in management. One participant
 

cited his Improved communications skill as the single most important
 

result of his presence at the Seminar.
 

Modern Management Processes and Cycle
 

All participants interviewed expressed appreciation of the
 

overview of modern management which was afforded them at the Lama-Kara
 

sessions. None had been aware of the unity of planning, organizing,
 

mobilizing, operating and controlling as defining modern management. They
 

indicated the need for their superiors to be exposed to similar programs
 

so as to speak the same management language. Few of those interviewed had
 

been involved in management or administrative training prior to Lama-Kara,
 

and the attitudes of modern managers, especially their role as change agents
 

had never been thought out.
 

Some hope that in future programs, they will have specific
 

training in large project management, including financial controls and
 

elements of matrix management applied to intersectorial programming. Two
 

of those interviewed wished we could have spent more time on participative
 

planning, involving communities early one in the definition of goals and
 

objectives. Three others would like to have spent more time on feedback
 

mechanisims within the management cycle so as to avoid delays in correcting
 

off-target programs.
 

Styles of Management
 

Three participants said that they had significantly changed
 

or were trying to modify their stfles of management at least partially as
 

a result of their experience at the seminar. All felt that they had
 

a clearer idea of how to manage more effectively using a someuhat different
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style or approach to their managers and their superi­

lors. Traditional Theory X managers seemed out of place in the Togo
 

they work in, especially at the middle and senior levels. They all
 

agreed, however, that this authoritarian approach was still the pre­

dominant one.
 

Case Development Method of Management Development
 

Four participants made especial note of the effectiveness
 

of this method in helping experienced managers to improve their problem
 

identification and solution skills. They planned to use some of the
 

cases developed at Lama-Kara with their own managers, and also indicated
 

they would try to use the case development approach to better diagnose
 

problems in their organizations.
 

Conflict and Stress Analysis
 

Several participants asked that more attention be paid
 

to his crucial theme, both in the case studies and in the mini-presenta­

tions. They felt we had really only scratched the surface and that it
 

presented one of the greatest challenges to harmonious intersectorial
 

cooperation at the middle and senior levels. It is an area, one of them
 

said, where the communities and first-level management do far better than
 

the higher levels.
 

Participative Planning
 

A number of participants, including one from the Plan, felt
 

that they had learned just enough about this area to want another seminar
 

exclusively devoted to it. Without criticizing the present methods of
 

shared planning, there was a sentiment that most of the time, people were
 

asked for their opinion only after the decisions had already been made.
 

A certain amount of cynicism was evidenced when it was suggested that poor
 

communications and distance were primarily responsible.
 

Internal Contradictions in Development Management
 

It became evident that we might well have spent much more
 

time on project management, especially on projects with a multi-sectorial
 

framework. Participants agreed, however, that in the limited time available
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we were correct in not focussing on specific projects
 

or on-going management situations. Project management might well be
 

another excellent seminar series in itself, according to one participant.
 

In summary of the participant comments during the Six
 

Months Post-Seminar Evaluation, there was strong general satisfaction
 

concerning most aspects of the seminar and the expressed desire for more
 

frequent programs of the same kind. Requests for specific seminars for
 

individual organizations, for top-level leaders and for project management
 

were the main new suggestions put forward.
 

From the evaluator's point of view, it is important to
 

involve more Togolese in these programs as trainers, as well as to ex­

pand the number and frequency of programs. The new National Bureau of
 

Organization ant Methods within the Ministry of the Plan and Administrative
 

Reform seems an ideal opportunity to do this. During his evaluation mission,
 

the evaluator had an opportunity to discuss this with the Director, Mr. Abotsi,
 

and obtained his agreement in principal. During the next program in 1981,
 

we hope that Mr. Abotsi will be able to participate either as a co-trainer
 

or senior participant/observer.
 

Conclusions
 

Modern development management is one of the most valid
 

guarantees that human and financial resources will be optimally used
 

in the national development process. There is no substitute, no foreign
 

aid program, no self-help plan which can take the place of sufficient skilled,
 

dynamic managers in the public sector enterprise or ministries. Traditional
 

administrative structures and practices must give way to more effective,
 

responsive and innovative approaches and organization. Inherited values of
 

former colonial administrators and businessmen must be phased out with the
 

introduction of authentic national attitudes, approaches and systems. Without
 

pretending that modern management processes offer some sort of panacea, we
 

can state with some certainty that the management of change is better handled
 

by adaptations of modern management than by any other available technology
 

or body of organizational knowledge. We will continue to offer whatever
 

insights and experience we have to any country which wishes to explore their
 

potential applicability to their development problems and opportunities.
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Perhaps the most important feature of the 1980
 

Seminar: Modern Management in Togolese Rural Development was the
 

participation of senior managers from all of the key organizations
 

involved in integrated rural development of the country. If there is
 

one overriding need in the development process, it is for optimal use
 

of scarce human and financial resources, minimizing duplication of effort
 

and competition among government agencies and ministries.
 

We feel the sponsorship of a continuing series of seminars,
 

workshops and intersectorial meetings of senior leaders and managers
 

from key organizations is the only effective way to build cohesive
 

national management teams. Naturally, these actions must be integrated
 

into the broad areas of policy and strategy formulation at the highest
 

level, but no policy or strategy, excellent though it may be, can succeed
 

without a leadership consensus based on trust, participation and a common
 

set of values. These can only be developed through close intersectorial
 

cooperation, frequent personal contact and leadership from the top. In
 

our view, modern management processes are essentially apolitical, non­

threatening and easily adapted both in nature and timing to the political
 

and economic realities of a developing country such as Togo.
 

Assistance in furthering examination and testing of these
 

management approaches, attitudes and skills within the Togolese context
 

seems to us to be one of the more effective forms of catalytic aid to
 

economic and social development. Where there is the willingness so evident
 

in Togo to work with USAID and other agencies in this effort, it certainly
 

represents a high potential for each dollar invested. Both domestically and
 

internationally, such programs can significantly help smaller developing
 

countries to improve productivity and competitivity. Perhaps in the future,
 

we might propose some more sector- or public enterprise-specific assistance
 

in management development and organization development, with a longitudinal
 

evaluation component to measure changes in productivity, growth and con­

tribution to the nation.
 

In any case, as of the present moment, in Togo, we can already
 

call upon over one hundred senior managers with in-depth exposure to modern
 

management approaches, attitudes and skills. This cannot fail to have
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an impact on the organizational climate, the environment
 

and the attitudes of others throughout the nation. With the institutior
 

of reinforcing policies in human resource development and the creation
 

of appropriate organizational structures, this could represent a key
 

element in the future development of Togo.
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ANNEX B. - - SAMPLE TRAINING MATERIALS
 

LISTE PARTINJL DES DOCUMVM' 

SE INAIRE 

TU : I. La D 16gation. Livret &accompagner le cas film6 : Le Tournant de 

9w ion Crative. 

2. 	 Lee Motivations 

3. 	 La Communication dans 1'12itreprise 

4. 	 Les Styles de Direction 

5. 	 Adulte, es-tu U& ? Livret & accompagner le film : L'Analyse Transaction­
nelle des Analyses Cinmatographiques 

Articles .1 Ie Processus do estion en trois dimensions 

Harvard Business Review, No 916961. 
R. 	A. Mackenzie. 

2.Relations humaine. ou ressources humaines ?
 
Havard Business Review, No 916541 R.E. Miles.
 

3.Comment faire face & la r6sistanoe au changement. Havard Business Revi~s, 
No 916911, PR. Lawrence* 

4.Comment choisir son style de direction.
 

Harvard Business Review No 915821. R. Tannenbaum et W.H. Schmidt. 

5.Dynamiqjue de la subordination 

Harvard Business Review, No 916531. A. Zaleznik. 

6.Vers une d6finition de l'homme moderne. Ebctrait et traduit du livre. 
Becoming Modern. Havard University Press. A. Inkeles et D.H. Smith. 

7 Dimension participative de la planification en CSte d'Ivoire. UITEISCO. 

Division de l'tude du developpement K.N. Kpatchibo.
 

8.Une fois de plus : Comment motiver vos employ6s ? Harvard Business Review
 
No 916811. F. Herzberg.
 

Documentstuestionnaires et cas d'Atude : 

1.Caract6ristiques du cadre sup6rieur ideal. Questionnaire-sondage. 

2.Six impdratirt de l'efficacitd.
 

Questionnaire-analyse.
 

3.Caract~ristiues des collb&ues de travail.
 
Questionnaire-diagnostic. R. Miles.
 

4.Quelques conditions qui facilitent des changements d'attitudes personnel­
lea et collectives. F. Herzberg. 
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hwmments, Westionnaires et c,-s d'6tude :(suite) 

N. LO'bMlye du Travail an 6uipe. D. Mr Oregor. 

6. Perception et transmission d'information. 

7. Feuille d'observation sur la classification des interventions. 

8. Qui parle A cuix? Feuillet d'observateur. 

9. La D616gation Questionnaire-diiagnostic.
 

IQ.Perspectives et effete attendus de la participation ouvribre la gestion
 
Graphique et tableau . 

11.Questionnaire - Communication 

12.*Test -'lau- ,valuat ion pour manageurs 

13.Un jeu. de pi!; do dccision : Le Dilemme du D6veloppement multisectoriel 
Bruce Iacklznzie ot Aliou Bamba Diallo.
 

14.Cesont Iesz:6qremants . Cas d'6tude.
 

15oL'mployr_ rui s' a2 rte & s'en aller.cas d' tude.
 

16.Etes-vous un d4i-gaht' ou un exdcutant ? Questionnaire.
 

17.Le Style de direction . Tfches/personnes.

Questi imaire analytique. 

18.Profi] des ccaract6ristiq es d'une organisation. R. Likert. 

19.Le Problhme des probl~mes. Outil diagnostic des problimes de management.
 

20.Conment amnliorer les compdtences et performances en management ? 

21.Les Grands Probl~mes Humains des 0rganisations Modernes. Comparaison des 
solutions traditionnelles et modernes. 

22.La Comp2agnie de contreplaqu4 Ceylan. Cas d'tude 

23.De quoi se mte-t-il? Cas d'6tude Ouest-Africain.1980. 

24.La journ e de Monsieur SARR. Gas d'6tude adapt6. 

25.L'Autosuffisance alimentaire.Cas d'6tude Ouest-Africain 1980. 

Films at Cas Filmw6. 

1.Le Tournant. Cas filmd de management des hommes. Formation Cr6ative, 
22 ra- de Thrin, Paris 75008. 

2.L'Anal.yse Transactionnelle.S~rie d'incidents film4s do management
 
Analyses Cindmatographiaues, 15, Avenue de Sdgua, Paris 75007.
 

3aLes H-,mms et les d&mons.Film anim4 our le d6veloppement 6conomique et 
social. IBM~Comparation.(Version francaiae). 
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d~unn croi:: In7-c.'ilz indiqu3%- votro x.ponq =~areuant 

co:::siondnntc. 

1, C.royez-vu c'Un l'fens.!Tbln dcIC rctivites aultoucJ.les vo zC EvzZ 

p.-.ti-cip 6 iu cours du csi'inc.r; -. nt contribur6, ou vonZ,­

contindru ceatoaj 2C3c s long tartae ? 

5 4 3 2 1 PuD:iamcoilp 6 

2. 	Pansez-vous qua d'autras obJact.--c-r importznnts pour ', d-'Aes.op­

dui TOGO n±.2nt 'it' a'ussi visa's st appuy,15s par .Yotrc~pemaent rura~l 


part icipatior. co ~ ?
 

an cit::= ttn eui vous parelt valiabli ?Si oui, voulez-vous 

-e~e 

.,00,00 

http:d-'Aes.op


rv4 s, dn.ns d~s s6mineiresu'z: de c:2 ge'mre ? 

,~i~i~e~g e 7­

~~ - ~' ~.-. 

L316 1-1,12. -'10i~u 

Voul3z-vous ci21csse:z. !as c--id ft1a'r-S tzait:-s m.uCot!:,- d2. 
1a.-'--c~c nz .1ord::,2 di lcu: xp:t: ::-:s-p:ctivf2 pour lad;opz 

1,LnD616sation des-o5 oz 

Trlo-* iziportrnt 6 5 4 3 2 1 lltu i:-Vo~tcnt 

2o Las raiotiv.-tio", at !as eon
 

6 5 4 3 2 1
 

EWDDD * 1 
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3.L:c 

T!:6 

p:=ocsut 2t cjotm3 c1-do ior-lLicntio-, 

im D::t-,^nt 6 5 2 1

wHw1 w1i]wE± 
Pw~ ~p~rn 

4, L-z stjI!3s do rr.isn 

6 

E 

5 / 3 

DDDEF 
2 

0F 
1 

5. Lc. coll ozation Lflt=.-ALinl.t7:' 

6 5 4 

-:I' 

2 2 1 

6. La pa=±-cipation tous 1,:s ivz: 

7. Ln dl'Ve1.opp erxnondas 

6 

... "Dsot:.c-s 

5 4 

aw 

3 

ia 

2 1 

C.Los s.t~ dc 

6 

d,'v-r-lOPP=Y!',. 

5 / 

::Zll 

3 2 1 
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~.Las procossus 2t 1,2 eye!-! d'".a il-in n moderna 

6 5 4 3 2 1 

10e Lc t Mnvfc- en 4q-uu:.pc et 1, fon..et-on des 6 cuipss 

6 5 4 3 2 1 

11. Las cont-ndictjions irlt~l-nc =I;' proj'2ts d:2 'velopcrnmn 

6 5 4 3 2 1 

13. 	 Ln~c,laiicti pa-ti poZ 'uer-nivt 

6 5 4 3 2 1 

149 Lz. nestion dtz t~mps 

6 5 4 3 2 1 

ElDiDLD
 

http:4q-uu:.pc


16 5 4 3 2 

A 1'rnvoi,: sur 1csru-.Ic do cns~1a f,"udit-L1 rmittr- incow'­

u dc~vpc.',!ta-pr at cous 

- X1 '/t'-i ~~ 

qtui d~:z:VOU13zz-VOUS dicnut::es Z non taritis 

fru:: p:ocramaes fturs ? 

/L -eAi,o/ 

~~ol,7.4ee­

http:1csru-.Ic
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C. *1z1:IOD'IG Di s:TlIAIlE 

qunljo ast votre appr6ciatior.8-r,'thodes IdaoiteS 

n'ii~u cou.- d. s3'minncAi--z ? 
SU::vVat.s 

1. 	La travail i -n6cuiPes
 

4 3 2 1

Lrsfic.c~6 5 


2. Las iathod~s d~s cnsd't.c.
 

6 4 2 1
 

3.Lc rdactiofl ds cs ditudis toolris.
 

2 1
6 5 A 3 


6 5 3 2 1
 

5.Lo isuc de :61 3
 

4 2 1
6 5 3 




prrticipation-LLt.ZG. 	 1--_scntt-Ous par ic cc , 

Tr?'G if.cac'I 3 5 4 3 2 1 Pz 

6 5 4 3 2 1
 

De:ns l'cns mM, c'uil 3st vot6.' :4v';.%de satisfa~ction znv, i 

do raethodes enploye'os pa-Z les ?:u 

Tz's s-ctisf:rit 3 5 4 3 2 1 Peu~ satisfait 

D 	 - 7"rERISL PEDAGOGIOUZ 

czr 	 d'. aiud2L-n met-ri:1pd-Aqt~ les do~~~,les films, las 

at L-z divozo rucstionnaireso dc.-s lno'2xb- , vous ont-ils snticait ? 

2 1 Pev. stisfaitTr~s satisfait 6 5 4 3 

bien iLndic'uc:. 1:!s c:r(documsrts, livrsts,7o,,lcz-vous 

Sovu nut=2 un'trittilisS p~un vo'tz c':OYSe ctn-: l.1 plus uft-I :s ? 



',p2,2U100 ~lrIMUZTI2 DU32ML­

rgct-' ons, 
A. .. OUa:.m~bi-;n notis -njcC~ ~f'In.-Vous 

do ce ~izrobjs r =Ivnvotr nOppr6Cic.'iODvois a):sssiofl 
prof sssiOflfls.:ti-tr-. PirsOonnal et 

nous sne. :': 
A.t'oi o: 

--- jut nolt,:2 ti:. ufl3 
-ous ntda::rcst or.::"=C~ol-'t 

(Pi:oda no p~s siLanc:., v 
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ANNEX D. - - PARTICIPANT REGISTRATION FORM
 

KANXMAO T IDDeE POUR LE 
.131 PPENOT RUL DU TOGO 

Lamai-Kaza - TOGO 

Du 25 juillet au 
5 a..ftt 1980. 

Pormnlaire d Inoription 

,..No. du , tioiD,,tItpL , 00, w, (3 _V\ ov( 
Adresue at Td66hones ~. ~, ~ N.~W 

2, Oraanisation et Service,: ~r. t - \~,~J v4 

3, Titre duDoste : ___t¢ixx 

4. Titres des Reponsables ou ma,_aeurs qui relavent directament de vous 

(Vous Ites reponsable do leurs performances.) 

A Nb 

I'~W(' A1 
F 

D _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ 
G 
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5. 	 Depuis combien d'aanes remDlisea-vous ces fonctions ? 

6. Depuis combion d'anndes Ite-vous membre du management de cette 

oraanieation ? , , VU t 

7. Avez-vous d6.h auivi deB stages. edminaire. ou cours do management,
 

de gestion ou dadninistration Dublique ? Si oui. veuillez les citer
 
bribvement. IL NA \Y Jo6i 


8. 	 Pourquoi ParticiDez-vous & oe e6minaire en management du secteur rural ? 
Veuillez oocher lee oases qui convytennent. 

M A. Nomination par man sup6rieur hi6rarohique 

f B. Volont6 personnelle de mieux comprendre les processus et lee
 

pratiques de management
 

C. Sentiment deimpuisanoe devant certains problhmes deorgani­
sation et de fonctionnement opdrationnel 

Do Ddsir de mc perfectionner et m'6panouir 

E. Disir do ieux servir mon pays et see citoyens. 

9. 	 Avem-vous d6A une idde d~finie do oe Q-ue lVon entend par management ? 
Si ,ui. veuillez le ddfinir en termes trba sikmles et brefs. 

i 	 ,l / i/ ICI. 1
 

?ftA. 0 A n a -5'X -AJ 	 j.& AJ,-'.t-L/,- AJ.AA,,\d A ­
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10. 	 Avez-vous do@ attentes, qruelque chose de ap~cifizue w~e vous voudriez
 
retirer au mieux. de ces quelques jours A Lama-Kara ?
 

t~AAJ k AI 2J7AL 

MAr(L 	 \IAOAAJ W 16A=O&JA -44A~ 
C&PiAJ WA Uk Ot hMAx 

AA j&a \ \A) AA 0t.O 
rkI VAM -nQUL, CyOA JOLAMAAAI 

Lus~~I-- vousA~ii orae .1 fotpu osadr~ iu Renrin 

eux odlonateoucnervos recifB dut s 	 avant e maidrheu 

becif mex
cene vs a ou onatreavntl emiaie
 



ANNEX 

LE 12MGi21-0T 

Jotr 

Vendrad_ 25 

Heure 

Simedi 26 lOhOO 

11hOO 

12hO0 

13hOO 

16hOO 

20hOO 

21h30 

Dimanche 27 

Lundi .3 OVhOO 

10h30 

llhOO 

IL. 

! 30 

13h00 

16hO0 

..JG 

l~hOO 

19h30 

20hOO 

211-30 

E. - - SEMINAR DAILY SCHEDULE 

110DER11E POURl LZ DVIELOPPE.10 7T 10!2AL DU TOGO 

Calendrier - Horaire 

Th',me et activit-s
 

Arriv6. et installation d3s sminaristas
 

Ouverture solennelle
 

Cocktail
 

Libre
 

D6j euncr en commun 

Sgance d'orientation
 

Formation des 6quipcs de z6flaecion
 
Distribution des documents
 

Dtner en cornun 

Projection cns filme : Le Tournant (30 urn) 

Detente at discussions
 

Presentation des processus, des approches et du
 

cycle de management moderna, (1ZICK.1NZI3 & RIBON) 

Pause cafe'*
 

Recensement des problemes prioritaires de mann­
gment rural au Togo* Ii~ntion des objectifs 
definitifs, 

Distribtion du Cas no 1. 

Dejeuner en commun 

Analyse et pr6paration (indi Iduelle ou en'quips) 

odu Cas n 1 

Pause caf-. 

Pr~sentation des solutions par 6quipe
 

Distribution de documents,
 

DIner en connun. 

Projection du film : Le Tournant et distribution
 
du depliant.
 

http:DVIELOPPE.10
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uirdi 29 OhOO Les motivations et les besoins humains 

Questionnaire sur le changement d'attitude 

(RDOIN & I-ACKIZIE) 

1Oh30 Pause caff'. 

11hO La d6l6gation des pouvoirs et de la responsabilit. 
Prsentationqquestionnaires et discussions. 

(RIBO & ICKENZIE) 

13h00 Deieuner en comun 

16hO0 a Travail de r6flzicion an 6quipe sur des cas tolzola-L 

19h30 de management 

20hOO Dtner en commun 

21h30 Distribution et lecture : Lesfe d4--&de"_t °n 

Mercredi 30 "100 Les contradictions internes aux projets de 

d-veloppencnt rural 

10h30 Pause caf6. 

lMhOO i Analyse et prparation (individuelle ou en 
4quipe) 

12h30 du Cas no 2. 

13h0 D6-jeunar en commun 

16hO0 Pr6sentation des solutions par 6quipe. 

17h30 Pause caf6. 

MghOO % 
19h30 

La planification partcipative en zone rurale 

Probl4matiqua et discussion sur la conjanctura 

socio-6conomique du Togo. 

Distribution de documents (PJBON & MACKEMZIE) 

20hO0 Dincr en comun 

21h30 Projection du film : Les hommes et les dmons (0nmn) 

Dabats 

Jeudi 31 OOhOO Travail en quipe sur iescas e management rural 

togolais 
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09OO Les processus et les syst'rnes de coumunication 

Distribution du livret no 2 du "Tournant" 

(ai&CKE1I & RiBOIT) 

10,30 Pause cafr. 

11hOO C Caractdristiques du cadre supgrieur ideal. 

121h30 Questionnaire et d4bats (MA.CK1ZIE & RIBON) 

13h0 Dgjeuner an commun 

16h00 a* Analyse et pr4paration (individuelle ou en 6quipe) 

19h30 du Cas no 3 

20hOO Dtner en commun 

Vendredi O0hOO Diagnostic et profil de lorganisation 

ler aoit Questionnaire - enquate et d6bats (1MCIMNZIE & RIBON) 

09h30 Gas no 3 - suite 

10h30 Pause caf'i. 

lMhOO Presentation des solutions panr 6quipe. 

13hOO Dejeuner en commun 

16hOO Jeu de prise de decisions (NACIflNZIE & RIMh) 

17h30 Pause cafr 

Ih00 a La estion du temps 
19h30 Questionnaire - enquetc (MACKI(NZIE & MBON) 

Categc.es de temps de management. 

20hOO DIner en comun 

21h30 Projection du film : Adulte. es-tu la ? (8 inn) 

Presentation et discussions (0ACKENZIE& DIALLO) 

Samedi 02 OChOO ai Stratkgie dun proJet de d4veloppement rural 

1hOO (RIBOH) 

13h00 D4Jeuner en comun 

Libre 

Dirnanche 03 Dctente 
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Lundi 04 08hO0 Los styles do management 

La grille de gestion 
Questionnaire t~ches - personnas sur les styles 

de nmnagzment. 

10h30 Pause caf. 

llhOO ' La rsolution des conflits et la minimisation 

12h3 des stress 

Distribution des cas togolais preparer (en 4qupn. 

13h0 De'juner en commun 

16hOO Presentation des solutions par 4guipe, D~bats 

Distribution de formulaires dl'valuati
on de plan 

dvaction individuelle et test dtautoeval
uation . 

20hO0 Dtner en commun 

Mardi 05 OhOO Suite : Presentation de solutions des cas 
toolais., 

09h30 'a Travaux do synthse. 

llhOO Recommandations des participaats. 

13h00 Dejeuner on commun 

16h00 Seance do cloture 

Mercrodi 06 Depart des s~minaristes, 

O---OO-O"0 


