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SUMMARY AND RECOMMENDATIONS

The survey of the participant trsining program of the USAID
Mission to Tunisia has been based on carefully analyzad statistical
data from 454 Interviews with returnad participants, This group con-
stituted over 70 percent of the particlipants who had returneZ to Tunl-
sla to apply their training to thelr Jobs at least six months prior to
the conduct of the survey fieldwork In August, September and October
1963,

This sumary reviews briefly the sallant findings and presents
some recommendations which may be sppropriate, The participant train-
ing program over the past eight years In Tunisia appears to show & sat-
Isfactory growth toward Its objective: (Table numbers refer to tables
in Appendix A)

« « .90 percent of the particlpants returned to Jobs which were
anticipated by them before thelr tralning began (A-1).

+ + «55 percant of the participants state they have bean able to
use on their Jobs at least some of the skills or knowladge they had
acquired on their tralning program (A-2),

« o+ «70 percent of those Interviewed felt they had been able to
comunicate something of what they had learned to others (A-3),

« « .60 percent stated that they have plans for further using
their training which they have not yst been able to carry out (A-b).

» « «Of those who described their unfulflilled plans, 45 percent
have definite plans as opposed to conditional ones (A=4),

« » «90 percent completed their training programs (A-5),
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« « .88 percent felt their training program to have been moder-
ately or very satisfactory (A-6),

« « «38 percent accepted the description of thelr training as
''the most important thing they had ever done' (A-7).

« « JAmong those participants expressing an opinion, 82 percent
sald they had been well satisfied with their programs prior to their
departure (A-8).

« « .66 percent had no criticism of the predeparture briefing
they received about their training programs specifically such as loca-
tion, length, level, content, date of departure (A-10),

« « 40 percent of the participants said therp were no diffi-

culties facing them In applying their new skilis and knowledge (A-11),

Contrasting with this picture are some problem areas which may be
In the process of resolution,

I. English training

o o oOf the 202 particlpants who sald their programs required a
knowledge of English, 41 percent said they had recelved no English
language instruction in preparation for their program (A-12, A-13).

2. Career enhancement

e o JOf the 44 participants who recelved a university degree as a
result of their training, in expressing an opinion, 58 percent said the
degree would not help in their careers at all (A-1k4, A-15),

- « «This opinion is confirmed by the 88 particlpants who attended
3 Unlversity but did not receive a degree. Of this group expressing an
oplnion 56 percent said a degree would not have helped thelr careers at

all (k-16),

-3-

« « +82 percent said that If they had not gone on the training
program they would have had about the same jobs or better jobs than
they now have (A-17),

3. Preplanning of programs

« o +30 percent said their training programs had been set uvp only
partiaily or not at all prior to thelr departure (A-18),

L, Prlor orientation for training

« « JAbout 32 percent sald they did not get enough Information
about what they were going to be learning on their tratning progran
(A-19).

5. Prior Involvement in planning

+ « «78 percent said they did not have the opportunity to take
part in the planning of their program {(A-22),

« » «0Of the 348 who did not participate In planning their program
6h percent felt it would have been helpful (A-23),

6. Follow-up

« » 76 percent of the participants said they have had no contact
with the USOM since thelr return from training (A-20),

« « JOf the 140 of the participants who salid there was a USAID

Technician avaliable to them, only 53 percent had ever met him (A-21).

In general, the survey of the participant training program In
Tunisia shows the participants to be returning to the jobs planned for
them beforehand. In most cases they use thelr tralnlné and pass It on
to others. They were satisfied with their training and with their pre~-

departure preparation, This impressive general statement cannot however
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be taken unequivocally, The participants had many specific criticisms
and suggestions for changes on various aspects of their predeparture
preparation and of thelr programs,

While bearing in mind that about 60 percent of the participants
are employed by the govermment of Tunisia and their seiection and post=~
training jobs are controlled by government officlals, It is apparent
from the survey data that an effort should be made to improve the
following aspects of the particlpant training program:

The briefing of the participant specifically on what he is going
to be learning should be improved,

The particlpation of the prospective trainee and his supervisor
In the planning stage of his program should be .encouraged,

The mission should attempt to assure itself thar the university
degree Is specifically appropriate and valued i the future
position of the participant who Is sent for acadamic training
toward a degree,

USAID contact with the particlpants should be kept up after their
return, Even if a technician Is not avallable In the particlpant's
field of specialization, same mission contact with the participant
can be helpful,

INTRODUCT 10N

The economic development of few countries has been the object of
so much Intensive effort per caplita with such rewarding potentlal as In
Tunisia, Since Tunisian independence in 1956 the Unlted States Govern-
ment has undertaken a program of loans, grants and technical assistance
to the Tunisian Government toward raising the economy of the country to
a level of self-sufficiency capable of further independent growth, The
United States Government has not been alone In this effort; assistance
has been provided by other countries and international Institutions.
The justification for canmittIng considerable outslde flnsncial
resources to raising the level of the Tunisian economy s twofold,
There is a2 demonstrated capacity in the Tunislan Government to insure
that the necessary balances are maintained In the various sectors of the
economy so that scarce capital Is not wasted, and secondly that adequate
provislon is made to develop the resources of the country, both mate-
rial and human, An essential element of a program of economic develop;
ment is that of raising the productivity of the members of the society
in the course of development, Ultimately this depends on ralising the
level of skills and discipline at the disposal of the society for the
exploitation of its resources,

The detailed implementation of a plan of human resources develop-
ment; training, apprenticeship, education, etc., requires, however, an
energy, experisnce, and imagination which transcends the measured pro-
cedures of bureaucratic routine, Training for development is a constant

challenge., It involves in additlon to Introducing new skills, the
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instilling of new attitudes and values, new techniques that are

acquired with practice and discipline under competent supervision.
I'n order to understand the process of tralning for development

several distinct phases should be distinguished, The first phase of

selection and orientation Is characterlzed principally by the process

of sensitizing the candidate tc the forthcoming training period. The
selection o¢ a candidate is Eased on his level of ability. his maturity
and his capacity to leas~ new skills, which predispose him toward a
positive, cooperative azproach to his future training, His respect for
the training program and his commitment to it are enhanced by partici-
pating in planning parts of the program and his growing understanding
of the scope of what he will be learning and how his experiences will
fit him for the Job awaiting him after his return,

During the second or training phase two distinct things should
happen: The trainee should, of course, learn proficiency in a new skill
or technical discipline, but he should acquire, as well, personal atti-
tudes which complement the skills and without which the skills tend to
degenerate. Pride in his new accomplishments, responsibility for
maintaining his new standards, enrich his experience during training
and are an intimate aspect of training,

In the third phase, the return to the job in his hone country,

the trainee Is as yet an unexploited resource. Money and time have
been invested to produce a potential contributor to economic improve-
ment. A trained worker, without the scope to use and develop his skills
and attitudes, quickly loses them. Work in a Job will exercise the new

skills; but without encouragement and supervision, the worker's newly
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acquired attitudes and values will tend to revert to those of his sur-
roundings. The supervisor on the job is the key factor in this process.
To achieve the maximum potential from the trained participants the
supervisor should have an intimate knowledge also of the essential ele-
ments of the training program and of the s..ills and attitudes that are
expected to result fran it, lideally the training shculd be planned
with cooperation of the immediate supervisor of -ne candidate for
training. From time to time renewed contact with a technician in his
field of activity and the training officer will further assist the
trainee in unforseen problems of his Job and reinforce the skills and
attitudes he had learned.

In the years that have passed since the Induguration of the Unlted—1
States Speclal Mission for Economic and Technical Conperation to Tunislia
(March 1957) the training program has sent approximately 970 Tunisians
abroad for training of various kinds. Of these, about 650 had returned
in time to be included in the survey lists, The overall effort is to
bring to Tunisia skills and attitudes that will materfally assist the
growth of the national economy,

The specific administrative mechanism of the training program is
relatively straight-forward. Under a budgeted program, a project docu-
ment is prepared and funds ailocated for the purposes specified and a
group of candidates for training are proposed, sometimes by the candi-
dates' superiors, sometimes by the personnel section of a ministry,
sometimes by an American technician assigned to the program. A review
of their qualifications is ideally a cooperative procedure involving the

American rechnician, his Tunisian counterpart, the training officer of

10O
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USAID and sometimes a representative of the responsible ministry., In
effect this group selects the candidates for participant training. The
term '‘participant' is applied tc all persons whose travel, training
expenses or educational costs are provided by USAID, (Some local cur-
rency costs are met from counterpart funds generated by the sale of sur-~
plus commodities.) The training programs vary in content depending on
the needs of the project or of the participants and their jobs. There
have been observation tours for specialists; on-the-job training for
teachers or skilled workers; and academic instruction sometimes involv~
ing special courses, sometimes regular academic programs. Combinations
of programs are often appropriate in special cases.‘ The fields of
training have covered agriculture, industry, transportation, labor, edu-
cation, public administration, public safety, communications media, and
camunity development,

The supervision of the pa-ticipant training program within the
Tunisian government is done by the Ministry of Plan and Finance, and
there the formal arrangements are handled between USAID and the appro-
priate officials of the other interested ministries. While the US con-
tribution to Tuaisian economic development has been principally through
loans or grants there is a cubstantial training preogram comp lementing
the capital investment.

The training office of USAID in Tunis is the focal point for the
administrative arrangements for the participants at the various stages
of their programs: in coordinating programs with the Anerican techni-
clans and the responsible officials in the ministry during selection

and preparation of the program prior (o the participants® departure; in
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rommunicating with Washington for planning the Implementation of the
training; and ir coordinating the American technician's efforts and con-
sulting with the supervisors during the follow-up program to assist the
participant after his return., Some programs require a considarable
amount of special attention from all concerned; others involve a minj-
mum oF administrative supervision; but In all cascs the success of the
program depends on assuring the appropriateness of the participant’'s
training to his job and the exercize of supervisory responsibilities
after his return.

Parenthetically, the need of Tunisia, In the opinion of a soci-
ologist with considerable expericnce in the Moslem world, might be best
expressed as a sense of workmanship and personal discipline In any job,
akin to that which characterized Moslem traditlon during Its greatest
periods of scholarship and the arts. The fulfillment of this need Is
being stimulated by Tunisia's leaders through a resurgence of national
pride.

The participant training program is designed to introduce not only
specific skills and knowledge relevant to Tunislan economic development
but attitudes and values which extend far beyond. That a participant
has been trained abroad is not so exceptional: about half the partici-
pants worked with others who had !ikewise been tralned asbroad. That
they should have fcr the most part been trained in the United States
puts a particular responsibility upon them and upon che USAID to assure

the training Is used appropriately and Is respected.
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A Note on the Social Context of the
Training Program in Tunisia

The analysls of the data from the survey of the participant
training program is cons lderably more meaningful if something of the
social context from which the trainees come is recognized as having a
direct bearing on their reactions. Until recently, the economic 1ife
of Tunisia was largely dominated by French administrators and techni-
cians. The proportion of educated, literate Tunisians in the general
population is therefore very small, and the professional cadres are
likewisz very restrlcteq (approximately 160 Medical Doctors, not all of
whom are Tunisian, serve a population of 4.5 mitlion):

The young Tunisian with any degree of specialized training suit-~
atle for a job related to the national effort of economic development
is very much In demand. As a potential participant trainee he is in a
very real sense one of the elite, and he is well aware of it. On the

Fther hand, his system of values is derived from the Arab-Isiamic tra-
dition which assigns different status to occupational categor.es than
those familiar to Americans. As an example, the driver-operator of a
bulldozer or other machine has higher status than the diesel engine

Lv_nechanic who maintains a group of machines. The government wage rates
for these occupations reflect this status differential, in spite of the
shortage of skilled mechanics and the greater time and money necessary
to train them, as compared with the operators. Similarly, an office
clerk is accorded higher status and authority than a laboratory techri-

cian, agaln in spite of the skill differentials involved.

A further factor contributing to a different value system Is the
dominant position of French educational philosophy and French techno-~
logical traditions. American academic sequences, examinations, and
diplomas do not have an exact equivalence in the French system, and the
subject matter differs particularly In its greacer emphasis on theoret-
ical as opposed to practical experience in course work., As a conse-
quence the young Tunisian is defensively skeptical of the value of
American academic training and American technological methods.

The Tunisian sense of individualism is sometimes severely frus-
trated by the requirements of proper administration to minimize Indi-
vidual initiative and to rely on a8 high degree of centralization of
authority and responsibility.

As can be appreclated from the above very brief attempt to high-
light some aspects of the social context of the Tunisian particlpants,
they will react In general with corsiderable reserve to thelr exposure
to new and different skills and values. Their concerns are well {llus~
trated by their answers to the question: 'What was the most useful and
valuable part of your experience?" The particlpants' answers revealed
a preoccupation fundamental to the problem of training for development .
While two thirds mentioned various details of thelr tralning, over a
third of the participants said, in effect: "The most useful and valuable
part of my experience was to see how people worked, their disclpline
and the team work of the staff, their honesty, cooperation, and friend-
liness, a respect for labor and hard work, their punctuality,' !t
might be expected that the participants would be more impressed with

the modern equipment and technology they saw ard the new methods and
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skills they learned. But they showed, by this assertion, a remarkably
profound insight into the fundamentat problems they faced. They
expressed a realization of the human and social consequences of

economic development,

-13-

The Participant Training Evaluation Survey

This survey of the USAID participant training program in Tunisia

was designed to assess the effectiveness of that program and indirectly

shed light on the extent to which the development effort Is being com-

plemented by the training given. To be sure, the USAID training pro-

g-am is only a small part of the totail effort to increase the skills

and disciplines needed in Tunisia but it Is an integral part of U, S,

technical assistance,

Since the survey seeks to appraise thc investment in human

resources, the reactions of the participants provide one key source for

evaluating the impact of that training. The questionnaire employed in

the survey was designed to cover nearly every feature of the partici-

ant's experiences and to measure his reactions, The interviews were
p P

conducted in French and the answers to the 146 questions were recorded

at the time of the interview by the interviewers, a group of Tunislian

university students specially trained for the Job.

The participants included in the survey represent the 454 who

could be located from a 1ist of about 650 which was prepared by the

USA1D Tralning Office in Tunlis cpeclally for the survey. The list

Included the names of all the participants who had returned to Tunisia

from training prior to January 1963. This date waes used to conform to

stipulated requirement of the survey design, i. e, that the participants

have spent at least 6 months back on the job prior to interviewing,

Unfortunately the basic biographic data and current addresses were not

up to date and the present activity and location of about 120 partici-

pants

Is unknown.

Nearly 75 particlpants were Inaccessible because of
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lack of t'me or an excessive expense involved In interviewing them,
Among these were the participants who had gone abroad for further
training.

It is very important to note that the number of participants
departing and returning each calendar year, as shown in Figure 1, are
for those actuaily interviewed. From July 1961 to the end of 1962
fewer and fewer participants departed who returned in time to be avail-
able for interviewing. This decrease is a result of the emphasis being
given to longer tralning programs and will be examined later in the

report.

150

(=]
o

-15-

50

Participants Departed Each Year

Participants Returned Each Year

1962

1961

1960

1959

1958

1957

FIGURE

NUMBER OF PARTICIPANTS DEPARTING AND RETURNING BY CALENDAR YEAR
(DATA ON PARTICIPANTS INTERVIEWED)
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The interviewing was done under the jurisdiction of the demog-
rapher of the Service of Statistics of the Ministry of Plan and the
interviewers were provided with official Interviewer lIdentification
cards by the Goverrment of Tunisia. While Tunisian laws concerning
such surveys make answer ing mandatory, the laws also provide that the
answers are priviledged and cannot be used for purposes other than those
directly pertinent to the survey. It is impossible to say whether the
official nature of the interview affected the validity of the results
by introducing bias or reservations in the answers, but the interviewers
reported very little hesitation on the part of the former participants
in answering questions.

The answers on the questionnaires were translated, coded, and
processed for statistical tabulation by 18M machines. The coding was
done by bilingual coders from coding instructisns printed in English,
The IBM cards were punched and the tabulating was performed by the
Service Mecanographique of the Ministry of Plan and Finance.

The data in the tables represent the frequencies with which par-~
ticipants either chose answers presented to them as alternatives, or
expressed, In their own words, ideas which could be subsequently classi-~
fied under headings given in the code. A number of indices have been
developed which incorporate answers to several questions in a single
ordinal measure. These Indices Include: satisfaction with the training
program, satisfaction with the social aspect of the program, felt lan-
guage proficiency, utilization (use of training and conveying to others
skilis and knowledge zcquired during training), and over-all (or global)

satlsfaction. Throughout the report, cross tabulations will be used to
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show the significance of certain factors in the experience of attitudes
of the participants for ultimate utilization or satisfaction with the
training program,

For convenlence the Utilizatlon Indices are grouped into three
broad headinas. Figure 2 shows the distribution of the participants
in the categories of the Utilization Indlices and the grouplings used in
the report. The three categories of utilization are to a certaln extent
arbitrary, but the extremes of the scale are reasonably unequivocal,
The participants who sald they were able to use and communicate to
others "'quite a bit" or "almost everythlng, everything" of thelr new
skills and knowledge received a score In the HIGH category, Those who
were Dot aole to use or communicate more than ‘'some' of what they

had learned were scored in the LOW category,

Low
MEDIUM
42.8%
HIGH 38.7%
18,5%
FIGWRE 2

UTILIZATION INDEX DISTRIBUTION
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The survey report is not intended to be exhaustive and the body of
the text contains tables primarily expressed In percentages., In the text
we attempt to examlne the data in terms of the three phases of the par-
ticipant training program along several of the principal dimensions, in
some cases for purely descriptive purposes, In other cases as they seem
to affect the participant's effectiveness in the use of his training,

The conduct of the survey was under the official sponsorship of
the Ministry of Planning &nd Finance but was supervised by a consultant
retained by USAID. The Phasing of the survey is shown in Figure 3, At
the request of USAID in Tunis the initial report was expanded and rewrit-
ten in Washington by the Consultant at the Bureau of Social Science
Research In March, April and May 1964,

1963 1964
July Aug Sept  Oct Nov Dec Jan

interviewer

Selection and D

Training

interviewing L

Editing and

Coding L j

Punching D
Verifying E:]
Tabulating L ]

Cross-Tabulating []
Analysi
and Report I

FIGURE 3

PHASING OF SURVEY

=
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CHAPTER |
The Participant

The participants covered by the survey represent 70 percent of
the group Included In the training office's list as having returned
prior to January 1963. Throughout this report therefore, in the
absence of any Indication that & select|ve bias has occurred, the text
will speak of the participancs as 8 whole but will be based on the data
obtained from those actually interviewed.

The fact that nearly 20 percent of the returned participants
could not be lucated, whiie a result, in part, of the difficulty of
maintaining contact with the participants (with the consequence of pro-

gressive obsolescence of the training office records), also may be a

result of the zraining program Itself. The stimulus of the participants'

exposure to new and different skills and attitudes might tend to
Increase their occupational and residential moblllty.I

Table 1 shows the reslidence of the participants at the time of
selection and at the tlme of interviewing, There was no appreclable
change in the over-all proportions between residence in the Tunis area
versus residence In provincial cities, although there was a small move-
ment between the provinces and Tunis. This will be examined In more

detail later,

Ilt was not felt appropriate to make an official inquiry into
palice identity records for a survey of this nature, as a means of
locating '""lost' participants.

~21-

Lsh
interviewsad

70%

120

75
"lﬁuccosllbl.

n.sx

Address
Unknown®

18.5%

FIGURE &

PART ICIPANT REPRESENTATION IN THE SURVEY

2The addresses shown in the training office files were cbsolete
and no information could be obtained from the former employer.

A\
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TABLE 1

AREA OF RES|IDENCE
(in Percentages)

At Time When
Areas of Selection Interviewed

Tunis 57.0 57.5
Provinclal city LY R L.y
Rural place, viliage - .2
Not ascertained .5 .9
Total 100.0 100.0

N = (k) (bsh)

The participants were predaminantly employed by the Tunisjan gov-
ernment, 64,7 percent. Private business employed 18 percent of the par-
ticipants, and the professions 7.5 percent. At the time of selection
7.5 percent of the participants had been students,

There has been a shift of returned participants from their pre-
dorinately government employment at the time of selection to private
business. This shift did not occur Immediately upon their return but

after a year or so (see Table 2).
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TABLE 2

PARTICIPANTS ' OCCUPATION OR TYPE OF EMPLOYER
(in Percentages)

Occupation At Time of
Emp?;yer Selection Interview

Government 64,7 59.7
Private Business 18.0 24,9
Profession 7.3 8.3
Trade Union . 1.0 .7
S-.udent 7.5 3.0
Nationalized Industry 1.0 .9
Other .5 2,5

s (hsiy (ks

There were three major fields of concentration for th: selection
of participants during the period of 1957 to 1962. The largest groups
of participants were in the field of agriculture and natural resources,
and mining and industry with 29 percent in each of these general fields
and 23.3 percent of the participants selected In the fleld of public

administration (see Table 3),
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TABLE 3

TRAINING FIELD OF ACTIVITY OF PARTICIPANTS®
(in Percentages)

Categories Particlpants

Agriculture and Natural Resources 29.0
Industry and Hining 29.0
Public Administration 23.3
Education 8.6
Labor 4.6
Community Development 2.4
General and Miscellaneous 2,2
Transportation .7
Health and Sanitation .2

Total 100.0

N = (455)

'Cltegories based on Manual Order 1053.4, of October 21, 1959,

Data on the educational leve)l of the participants was not avail-
able for over half of the cases; however, In the cases where it was
known, the average number of years of schooling was about 12, or the
equivalent of a U, S, high school diploma. In Tunisia the first Bacca-
laureat examination, similar to the French system, concludes the second-
ary educational phase and may be taken after about 12 years of scheoling.
Table 4 shows the distribution for years of schooling of the 203

participants for whom data exists,
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TABLE &4

TOTAL YEARS OF EDUCATION
AT THE TIME OF SELECTION
(in Percentages)

Number of Years Participants

0 - 5 years A

6 - 8 years 19

9 ~ 11 years 23

12 - 14 years 3)

15 years and over 23
Total ioc
Ns= (203)

Among the participants for whom educational data was avallable,

74 had attended a universlity prior to thelr selection for tralning

(Table 5}, 50 percent of them at a French university. The University

of Tunis, which was alsc French In educational philosophy and its staff

almost wholly French-trained, was attended by 33.7 percent,
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TABLE S selection and 33.5 percent of the participants at the time of Interview-
LOCATION OF UNIVERSITY ATTENDED ing. The remaining participants or 53.8 percent of the participants at

PRIOR TQ SELECTION FOR TRAINING
the time of selection were in subprofessional, supervisors-foremen or

Participants artisan and crafismen levels and Included among the category of ''not

tocation Number Percent elsewhere ciassifled' the 40 listed as students. At the time of inter~
viewing, this group of categories included 48.5 percent of the partici-
Tunisia 5 33.7 pants, It is curious to note that among the participants interviewed
France 37 30-0 14 gave their occupation as ''student' &z the time of interviewlng,
Algeria L 5.h
Switzerland 2 2.7
Other i . .b
No Information 5 6.8
Total 74 100.0

The occupational level of the participants shows an interesting
cross-section of the leadership and technical personnel of the country
and is, in a sense, a measure of the potential contribution of the
training program to economic development in Tunisia., Table & shows the
range of occupational levels at the time of selection and at the time

of the interview.I

When selected, 10.! percent of the participants were
policy makers at the national and secondary level, and 13 percent of
them were at these levels at the time of interviewing for the survey.

The subordinate management, engineers and professional occupations

levels constituted 32.9 percent of the participants at the time of

————

Isee Appendix B for list of occupational categories and examples,
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TABLE 6

OCCUPATIONAL CATEGORY OF PARTICIPANTS®

At Time of:

Category Selection Interview

Number Percent® Number Percen{b

Top policy makers,

national impact 16 3.8 20 L.7
Policy makers, secondary level
or nonnational impact 30 7.0 39 9.1
Subordinate management 57 13.4 59 13.8
Engineers 15 3.5 i2 ., 2.8
Professional occupations (L} 15.1 77 18.0
Subprofessional, technicians 34 8.0 35 8.2
Supervisors, foremen 35 8.2 L8 11.3
Artisans, craftsmen L2 9.9 L6 10.8
Other, including students 133 3t.1 91 21.3
Not known 28 27
Total L5y 100.0 Lsh 100.0

3List | of Manucl Order 1363.7 ''Fields of Specialization for
Individual Participants.' (See Appendix B.)

bExcluding those '"Not known.,"

!t is to be expected that a group of people, classified by occu-
pational category or level, might, after a period of time, be distrib~
uted slightly differently. While the shift in proportions in these data

is not very great, it is consistently toward higher leve! categories.
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TABLE 7

THE NUMBER OF PARTICIPANTS RETURNING
FROM TRAINING EACH YEAR

Participants

Year
Number Percent
1958 7 6.0
1959 142 31.3
1960 102 22.5
1961 106 23.3
1962 76 16.7
Not Ascertained 1 .2
Total 454 100.0

The shift In propoitions of participants from lower to higher
occupational categories as shown in Table 6 is to a certaln extent to
be expected in view of the data in Table 7. The majority of partici-
pants returned about three years prior to the time of the survey, There
is unfortunately no independent data on the rate of occupational mobi-
lity of a similar group of participants, The least that can be sald is
that those listed as students (at the time of selection) would be
expected to change occupational category.

As was shown in Figure 1 the largest group of participants inter-
viewed had departed for training during the years 1959, 1960 and 1961.
Table 8 shows the high proportion of particlpants in the trairing fields

of Agriculture, Industry, and Pubiic Administratlon departing during
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those years. The sharp drop in number of participants departing during government employees. Slightly over half the participants are now

1962 indicates only that the few who had already returned in time to tiving and working in the capital.

fell within the surveyed group were interviewed., Other participants There appears to be a relotively high stability In the affairs of
who departed in 1962 either had not yet returned or had returned too the participants. Only 13 of them changed residence In the period
recently to be included in the survey. between selection and the time of interviewing. Over 70 percent

- returned to the same jobs they had held before tralning and at the time
TABL

of interviewing 67 percent had the same Job they had held when they
DISTRIBUTION OF PARTICIPANTS IN TRAINING FIELDS

OF ACTIVITY IN DIFFERENT YEARS first returned,

Years of Departure

Training Fields

1957 1958 1959 1960 , 1961 1962
Agriculture 1 5 55 30 24 17
Industry 5 8 32 29 51 7
Education - 2 8 17 5 7
Public Administration 8 29 12 26 10 20
Other - 8 1 10 5 2
Not Ascertained - 2 - L i -
Total 4 54 118 il6 39 53

Summary:

As a group the particlpants represent a varied selection of rela-
tively young Tunisian men, slightly over half of them unmarried.
Although most of them had not had university level schooling they were
working In managerial, professional, or subprofessional level jobs. at

the time of their selection for training. Over two thirds were

s .
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SUMHARY OF PARTICIPANTS' CHARACTERISTICS

AT TIME OF SELECTION

(in Percentages)

CHAPTER 11
The Preparation for Training

The selectlon of parcicipants is perhaps the most crucial point
In the entire training program. Unfortunately the data avallable
here reflect only what the participant himself understood of the
celection process. As was pointed out in the Introduction, selec-
tion is a complex cooperative effort involving Tunisian government
officials, American technicians and representatives of the Training
Office. The technicians with whom the survey was discussed commented
that currently the Tunisian officials make up the lists of prospec-
tive participants, and in most cases little cr no consultation occurs
with either the technician or with the training officer about alter-
native candidates, As shown in Table 9 the participants state that
they were selected by the various superior officers In the organi-
zations to which they belonged. Just over one half were selected by
their supervisors; the rest were chosen by some other supervisory

official in their ministry or organization,
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TABLE 9

SELECTION OF PARTICIPANTS

Number of

Selector Participants Percent?
Supervisor 223 54,5
Ministry or other

government official 67 16.4
Labor Uniorn or Trade

Association official 50 12.2
University official L 3.4
Special board 9 2.2
USA{D personne! 5 1.2
Employer if not listed above 17 k.2
Other 24 5.9
Don't know, don't remember,

not applicable L1

Total 454 100.0

aExcluding 'Don't know, don't remember, not applicable!
cases,

The participant.' beliefs about the relative importance of the
factors invoived in their selection for training shows a confidence
the validity of the selection process, Table 10 shows the emphasis
given by the participants to the factors of personal ability, profes-
sional qualifications, and needs of the job while depreciating the

importance of personal contacts or language ability.

0.
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TABLE 10

OPINIONS OF PARTICIPANTS ABOUT THE IMPORTANCE
OF FACTORS IN THEIR SELECTION

Importance
Factor

Very Not Very N
Professional qualifications 89% 1% 100% G443
Personal ability 88% 12% L3
Needs of the job 84% 16% 439
Language ability 39% 61% 429
Personal contacts 17% 83% 398

The selection of candidates on the other hand does not appear to
favor the already-trained, Among the Tunislan participants only 17 per-
cent had had any university education prior to their selection for par-
ticipant training, Thic may reflect the fact that the programs with
which the USAID Mission Is concerned are those primarily requiring spe-
cific technical skills in the participants ratker than higher profes-
sional v aining. Or on the other hand Tunisian. with university level
training are in such demand in thelr Pre-Z.c responsibilities that they
cannot be released for further training. Still another factor may be
the inclination to favor French higher education for preparation for the
highest technical and administrative positions,

That ‘anguage abillty is a-t considered to have been a very impor-
tant factor in selection by the participants may well reflect that fact
that very few participants had any knowledge of English, and would need

instruction if they were to depend on it for & training program in the
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United States. As was shown in Table A-13 the programs of sb... 45
percent of the participants required a knowledye of English and it is
expected that this percentage will increase sharply as the emphasis of
the USA!D Training programs is shifted away from third zountry training.
Table 24 on page 50 shows, however, that no such shift occurred during
the perlod surveyed.

The appropriateness of the selection procedures in terms of the
nesds of the jobs in view of the shortages of certain skills cannot be
mac. from the survey data, but as Table i} shows the participants had
spent an average of over 5 years in their field cf specialization at the
time of their selection for training., It is worth notln§ that although
the numbers are small there is some indication that the participants
with from § to just under 10 years of specialization had lower

utilization indices than the rest for whom the data exists.
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TABLE 11

TOTAL TIME IN FIELD OF SPECIALIZATION
AT THE TIME OF SELECTION

Number of P
Participants ercent
None 1 5
Less than one year 9 L
1 to just under 2 years 53 24
2 to just under 5 years 66 30
5 to just under 10 years 41 18
over 10 years k2 19
Sub Total 222 100
Not ascertained® 232
Total L5k

3pata missing In Training Office Files.

The participants were, according to their answers, presented in
Table 12, working in jobs wholly unconnected with USAID at the time of

their selection for training.

<
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TABLE 12

PARTiCIPANTS EMPLGYED BY USAID OR IN A PROJECT RUN I1OINTLY
BY THE AID MISSION AND THE TUNISIAN GOVERNMENT
AT THE TIME OF SELECTION

Number of Percent
Participants ¢
Yes 9 2
No 430 95
Don't know or don't remember 2 -
Not ascertained 13 3
Total sty " 100

fhe percentage of partlcipants who never had any contact with a
USAID program prior to their selection was also over 90 percent. The
question is raised by these data of the degree of mlssion participation
in the selection process or even an acknowledged role in the develop-
ment programs in which the participants are working. (In a later chap~
ter we will see that 75 percent of the participants said they had had
no contact with the AID Mission since their return from training.)

While, for various reasons, the training programs are sometimes
completely planned before the participants are selected, as shown in
Tables 13 and 14, 222 participants specifically expressed the opinion
that their program would have been improved if they had had an oppor-
tunity to take part in the planning., Table 15 shows that among those
participants who did take part in planning their programs a greater pro-

portion were more effective in the use of their training afterwards,
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Two factors may be at work here. The occupational level or rank of the
participant may have been such that his desire to have some say about
the planning of his program could not be ignored, and secondarliy higher
ranking participants may be able to exerclse thelr new skills, knowledge
and attitudes more effectively by virtue of their rank, 0On the other
hand, participants who were brought into the planning phase of their
program may have been made to feel more personally and actively involved
in the success of the program and more incllined to exert themselves in
applying their training later. YVhe occupational level has a definite
relation to the participant's opportunity to take part in planning his
program as shown In Table 16, Table 17 shows however that there has
been almost no change In the percent of participants taklng part in
planning their own programs during the jast several years, Particlpants
in different fields of activity had different degrees of opportunity to

take part in planning their programs as shown In Table 18.
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TABLE 13

PARTICIPANTS TAKING PART |h PLANNING
THEIR OWN PROGRAMS

Number of a
Participants Percent
Took part in planning 98 22
Did not take part in planning 348 78
Don't knov:, don't remember,
not ascertained 8

Total Lsh 100

80mits those not ascertainable,

TABLE 14

VIEWS OF THE DESIRABILITY OF TAKING PART
IN PLANKING AMONG THOSE WHO DID NOT DO SO

Participation Number of a
Would Have Been: Participants Percent
Very desirable 222 79.6
lmmaterial 57 20. 4

Don't know, didn't care,
don't remember,
not ascertained 69

Total 348 100.0

3Excludes '"Don't know, didn't care, don't remember, not
ascertained :ategory.

4=

TABLE 15

UTILIZATION OF PARTICIPANTS WHO DID AND DID NOT HAVE
AN OPPORTUNITY TO TAKE PART IN PLANNING THE{R PROGRAMS

Participation in Planning

Utilization YES NO Don’'t know
Index Don't remember
Number Percent Number Percent Not ascertained
High 30 30.6 53 15.2 1
Medium 36 36.7 138 39.7 2
Low 32 32.7 157 45.1 5
Total 98 100.0 348 100.0 8

There appears to be a direct relstion between the opportunity to
take part in planning their training program and the participant's uti-
lization index scores. Amont those who did take part, 30.6 percent
were high utllizers, whereas only 15,2 of those who did not take part In
planning were high utilizers. Conversely among those who did not take
part in planning 45,1 percent were low utilizers as compared to 32.7
percent who did take part in planning, [t Is not Intended, however,
to Imply that ¢ role in planning Is the only factor making for high

utilization, Other factors will be shown also to have an effect.



42~

TABLE 16

THE DEGRZE TO WHICH PARTICIPANTS OF DIFFERENT
OCCUPATIONAL LEVELS TOOK PART IN PLANNING
THEIR TRAINING PROGRAMS

=43~

TABLE 17

PARTICIPANTS TAKING PART IN PLANNING THEIR
PROGRAM BY YEAR OF DEPARTURE

Occupational Level

Took Part in Planning

Con't Know

Took Fart in Planning

D:::::gxf'e YES No No[t)ox;tt:e:mned Total
N % N %° Number
1957 6 43.0 8 57.0 - 14
1958 14 27.0 38 73.0 2 s4
1959 26 22,6 89 77.4 3 118
1960 17 14,6 99 85.4 - 116
1961 23 23.4 75 76.6 1 99
1962 12 23.5 39 76.% 2 53

At Time of YES NO Not
Selection Ascertained
N N2 Number Total
Top Policy National
Level 6 43 8 57 1 15
Policy Nonnational
Impact 8 27 22 73 - - 30
Subordinate
Management 16 28 b 72 - 57
Engineers,
Professional 4 30 9 70 - 13
Professional
Occupations 10 16 53 84 H [
Sub-Professional Bl 37 19 63 3 33
Supervisors, Foremen 4 11 31 89 - 35
Artisans, Craftsmen 5 12 38 88 - 43
Others (including
students) 18 18 80 82 2 100
Sub Total 82 (21) 301 (79) 7 390
Not ascertained 16 L7 1 6L
Total o8 348 8 Lsh
aExcluJing cases of 'Don't Know, Not Ascertained''. Percentages

calculated within occupational levels,

2Excluding "Don't Know, Not Ascertalned",

TABLE 18

THE DEGREE TO WHICH PARTICIPANTS IN DIFFERENT
FIELDS TOOK PART IN PLANNING THEIR PROGRAMS

Yook Part Did Not Take Part N
Agriculture 21% 79% 129
Industry 17% 83% 132
Education 18% 82% 38
Public Administration 30% 70% 102
Other 2%% 78% Ls

L
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The percentage of participants In public administration who took
part in planning their own programs was somewhat higher than for the
other training fields,

The amount of information the participants recelved at the time
their programs were being planned may have had an important effect on
the particlipants' sense of personal Involve: =1t in thelr training. The
interview asked specifically about several aspects of the predeparture
trixfing: Location of Tralning, Duration, Timing of Departure, and
Level and Subject Matter of Training. Table 19 shows the percentages
of the participants' responses to the inquiry about adequacy of their
briefing on these points, Taking the number of questlsns answered ''yes'
as a rough scale of adequacy of br.efing, and setting It agalinst the
degree of utlllization of t... training, we find some indication that the
participants who felt they had been given insufficient briefing were

those whose utllization indices were lower, as shown in Table 20,

TABLE 19

ADEQUACY OF BRIEFING ON PROGRAM AS PLANNED
(in Percentages;a@ N = L4})

Received Enough
Information

Length of Training 96.2
Timing of Tra!ning 95.4
Location of Trainlng 87.5
Subject Matter of Training 67.8
Level of Training 42,2
All Other Aspects 79.6

3Excluding not ascertained.
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The participants felt their briefing to have been weakest on the

subject of the level of their training. Their desires to have more

information on what they would be studying is indicated elsewhere and
is connected with the problem of level. The reason for this is that in
a French~oriented system differences of level have great importance for
personal prestige. They were not, however, dissatisfied with the level
of thelr training; 85 percent were satisfied, 5 percent thought it to

have been too advanced, and 10 percent thought it toco simple,

TABLE 20

RELATION BETWEEN ADEQUACY OF BRIEFING
AND UTILIZATION 1NDEX
(In Percentages)

Adequacy of Brlefing

Utiiization Index 4 to 5 yeses? 1 tc 3 yeses?

"GOOd" llPoorll

(N = 357) (N = g4)
High 19 17
Medium ) 42 29
Low 39 sk
Total 100 100

aNunber of yes answers about briefing on subjects
shown in Table 15,
wWhile this relation does not appear to be so valid for the par-
ticlpants who were high utilizers of tralning, It is very clear for
those of mediun or low degrees of utilization, More than half of those

who felt their briefing to be Inadequate reported that they received

1\
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information about their training programs while they were being planned

as shown in Table 21,

TABLE 21

INFORMATION RECEIVED ABOUT PROGRAM
WHEN [T WAS BEING P! *NNED

(N = 428)
Percent
Received information 56
No information received Ly
Total 100

The source of the information about the grogram varied consider-
ably and may be the reason for the deficiencies the participants felt

existed in specific areas of their briefing.
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TABLE 22

SOURCE OF INFORMATION RECEIVED
PRIOR TO DEPARTURE

(N = 209)
Percent
Supervisor 52
ATID Personnel 27
Ministry or government official 9
Labor Unjun or Trade Association official 5
Colleague or friend 2
Other not covered above 5
Total 100

It is not, of course, beyond the bounds of possibility that the
people giving the participants their briefings were able to do so, In
a more personal and informal way than can be achieved in highly organ-
ized briafing sessions, but it appears not to have been uniformly
effective and aiequate in ali cases,

Table 23 presents a plicture of the briefings the participants
received In terms of sour.~ as well as of types of information, The
categories covering source are not mutually exclusive: (Seventy-five
particlpants said th2y recelved information from someone at their place
of employment or at school as well as from someone from the sponsoring

ministry and 159 said they recelved no information from either.)
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TABLE 23

INFORMATION RECEIVED BY PARTICIPANTS
WHEN PROGRAM WAS BEING PLANNED

Source of Information

Someone at Someone from
Types of Information Place of Employment Sponsoring
or School Ministry

Number Percent Number Percent

Received information:

Genera! (not specified
further) 62 27.2 22 26.8

Administrative details 28 12.3 13 . 15,9

Subject matter, places,
methods of study 102 4.7 34 41,5

Cultural, social, and
economic details of

country of training 21 9.2 1 0.1
Post training job plans 7 3.1 9 i1.0
Other 8 3.5 3 4
Don'‘t know, don't remember,

not ascertained. 39 55

No information received 187 317
Total 45k 100.0 sk 100,0

The types of information were about the same from both sources

but the source at the place of empioyment or school gave more informa-

tion on Cultural, Social and Economic details of the country of tralning,

In general, it is not possible from these data to be sure how appro-

priste the briefings were but the fact that a substantial percentage

-9~

(about 40 percent) sald they received no information leaves some doubt
as to the adequacy of coverage of the briefings, 1t should be remem-
bered too, that the answers by the participants are in effect answers
in retrospect. They received some preparation or briefing before their
departure and at least a year after their return were asked if they had
had adequate information given them prior to their training.

To recapitulate what seem to be a signiflicant series of findings
at this point: 32 percent of the participants said they would have
liked to have had more informaticn about their training, what they
would be learning; 80 percent of those who did not take part In the
planning of their programs feit it would have been very desirable;
(only 22 percent of all participants did take part in planning their
programs). Later (see Chapter IV), we shall see <helr suggestions for
changes indicate strongly their desires for more information on the
content and subject matter of their programs.

It Is pertinent to suggest that the whole predeparture prepaca-
tion of the participants could be improved by increased attention to
the problem of planning with the participant and briefing the partlci-
pant more fully on the speciflc content and scope of the training he

Is to recelve,

)\
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CHAPTER 111

The Period of Training

In this chapter the actual training programs of the participants
will be examined and the various dimensions which were the subject of
the participants reactions will be explored,

Among the participants in the survey, €4 percent were sent to the

United States for their training; 31 percent spent their time in Europe;

and the remaining 5 percent were scattered in other countries, From

Table 24 it appears that there has been a slight increase in the pro-

" 3
X BELGIUM ¢
portion of participants sent to the United States in the last several ( :J - 14‘5 FRN
years,
TABLE 24
PRIMARY GEOGRAPHICAL AREA OF TRAINING OF PART I CIPANTS
BY YEAR OF DEPARTURE
Tralning Area
Year of US A Europe Other Total
Departure
N % N % N %
Q
=z
1957 4 28.6 9 64,3 i 7.1 14 g
1958 31 57.4 23 L2.6 - - 54 =
o &
1959 76 64,4 37 3.4 5 4,2 118 W o
s 9
1960 90 77.6 22 18.9 L 3.5 116 e E
u =2
1961 57 57.6 37 37.4 5 5.0 99 s
>
1962 35 66.0 1 20.8 7 13.2 53 g
£

Total 293 64,0 139 31.0 22 5.0 4ol
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Upon arrival at their training location, they were met by the
project manager or specialist concerned with their programs, In 21
percent of the cases someone else met them--another American government
official or an university official, Arrangements for housing, money,
contracts, had in general been made und the program as arranged began,
Only about 7 percent of the partlclbants felt they did not receive
enough attention from the person who met them and discussed their
pregrams and the immediate problems facing them.

During the course of the tralning, the particlpants had a wide
variety of reactions which they described during the interview, It has
been found useful In making the analysis to separate progrm-re}ated
aspects of training from social aspacts of the training expe: fences,
By comparing other dimensions of their programs with their reactions in
these two areas valuable Insights Info the problems faced by the
participants can be galned,

For this purpose two measures of satisfaction have been developed
which are based on the participants? reactions to two series of ques-
tions, The program satlisfaction Index encompasses the participants’

. reactions to the length, level, and variety of experiences Included in
their Programs, and the social satisfaction Index reflects their reac-
tions to the amount of soclai activities planned for them, the money
given them for expenses, and the amount of free time availabtle for
personal interests, Tables 25 and 27 Indicate quite clearly the sense
of satizfaction with which the particlpants returnsd from their train-
ing, In spite of the variety of specific comm:nts and suggestlions for

Improvement of different aspects of their programs,
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TABLE 25
PROGRAM SATISFACTION

Number of

Index Participants Percent
High (satisfled with
2 or 3 aspects) 245 54
Low (dissatisfied with
2 or 3 aspects) 209 Ls
Total 454 160

Fifty four percent of the participants expressed high satisfac-
tion with the program-related aspects of their programs, The iengsh of
program came in for most criticlsm, but satlsfaction varled with the
length of the Program., As seen In Table 26 the participants with pro~
grams of an Intermedlate length (4 to 12 months) were the least satls~
fied group, whereas those with shorter or longer programs ware more

satisfled,

17
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TABLE 26

SATISFACTION WITH THE PROGHAM AS
RELATED TO VOTAL TIME IN TRAINING

Program Satisfaction Index

Months Low High

in Training Total
Number Percent Number Percent

Less than 2 56 L4o,9 81 59.1 137
2 to b 55 47.0 61 53.0 17
4 to 12 86 55.5 69 LUR 155
12 and over 9 25.0 27 75.0 36
Not ascertained 3 6 9
Total 209 100.0 245 100.,0 bsy

A higher percentage of the participants expressed satisfaction

with the social aspects of thelr programs than for the program-related

aspects,
TABLE 27
SOCIAL SATISFACTION
Number of
Index Participants Percent
High 311 68
Low 143 32

Total

Lsh 100

~
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To add a detail about the components of the social satisfaction
index, It shouid be said that about 37 percent of the participants felt
there was not enough free time during the program and only about 25
percent felt that there were not enough social actlivities plannad for
them,
In general, the participants who were well satisfied with the
program-related aspects were also well satisfied with the soclal
aspects of tneir training programs,
The importance of length of training in the views of the particl-
pants led us to examine more deeply the related factors. Table 28 shows
the length of training for the fields of training actlvity, Agricul-
ture participants were sent for programs of less than two months more
frequently than was the case for other flelds, Those responsible for
pianning the public administration and industry training tended to favor

programs falling between 4 to 12 months in length.
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TABLE 28

LENGTH OF TRA!NING IN DIFFERENT FI1ELDS OF TRAINING ACTIVITY

Months in Training

Field
of Less than 12 and
Training 2 2toh L to 12 over N.A2 Total
N % [} % N % N %
Agriculture 62 47.2 29 22.2 38 18.0 2 1.6 | 132

Industry 36 28,2 38 29,7 48 37.5 6 u.6 4 132

Education 5 13.2 17 W47 3 7.9 13 34,2 1 39
Public
Admin, 22 21.3 20 9.4 L9 47,6 12 11.7 2 - 105
Others 7 2.0 1V 3.4 17 48,6 - - I 36
Not
Ascertained 5 - 2 - - - 3 - - 10
Total Leh

aNot ascertained.

The time spent in training has also varied for different occupa-
tional levels, The exccutive or policy-making levels and the engineer-
ing professionals have had the highest proportion of short programs
(less than L months), The subordinate managem=nt level ha: tcsnded
toward longer programs of L months to a year. The other cetegories are
about evenly divided between longer and shorter programs and while the
aumbers involved do not permit fine distinctions to be made there
appears to be a tendency to concentrate on programs of less than four

months.,

TABLE 29
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TOTAL TIME SPENT IN TRAINING
BY PARTICIPANTS OF DIFFERENT OCCUPATIONAL LEVELS

Months in Training

Occupational Less than 12 and

Level 2 2wk bro2 over N.A2 Total

N % N % N % N %

Top Policy

National

Level 9 64,3 5 35.7 - - - - 1 15
Policy Non~

National

Level 16 53,4 6 20.0 5 16.6 3 1lo.o - 30
Subordinate

Management 12 22,2 12 22.2 26 48,2 L 7.4 3 57
Engineering 7 58,3 1 8.4 L 33.3 - - 1 13
Professional

Occupation 16 25,4 19 30.2 22 34.9 6 9.5 1 64
Sub-Prof, 10 31.3 10 31.3 12 37.4 - - 1 33
Supervisors,

Foremen 4 ko,o0 5 14,3 13 37.2 3 8.6 - 35
Artisans,

Craftsmen 16 37.3 6 13.9 18 41,9 3 6.9 - 43
Others,

including

Students 17 27.5 31 31.7 37 37.8 3 3.6 2 100
Not Ascer-

tained 10 22 18 14 - 6k

Total 137 ny 155 36 9 454

3Not Ascertained.
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It Is important to note at this point that the word Training has
come to have a special meaning in USAID and its predecessor agencies.
The administrative procedures and regulations reflect the breadth of
the idea embodied in the term and endow it with a meaning perhaps
unappreciated outside the American context in which it has grown.
American educational philosophy and the psychological assumptions on
which it is based plcture the individual as playing an active role in
the process of acquiring knowledge, skills, and attitudes. It is not
therefore sufficient for a person in 'training' to memorize a set of
theoretical principles or a set of facts. He is not "trained" until he

has had the experience of actively using the content of his training in

practice, Furth~rmore, the skil.fui use of new knowledge requires atti-

tudes about the working situation which are as much a new element
acquired during training as any other part of the experience,

The participant training program may therefore include many
activities which do not strictly fall under the heading of education
or apprenticeship as understood outside the United States.

The participants did not, of course, all follow identical pro-
grams. Nor were thelr programs exclusively devoted to one type of
training experience. Tables 30 and 31 show the complex patterns of

tralning programs.
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TABLE 30

TYPES OF TRAINING RECEIVED BY THE PARTICIPANTS
AND AVERAGE TIME FOR EACH

Program Type Number of® Average Time

Participants Progr;; Type
Observation tour 312 2-3 months
On-the-job training 194 5 months
University attendance 132 7 months
Special courses not at
a university 37 3 months

2Does not add to 454 because of mixed programs.

Abcut 70 percent of the participants had some sort of observation
tour as part of their training programs. A little less than 45 percent
had some on-the-job training. (The variety of programs can be appre-
ciated when ir is realized that 'on-the-job training' is as necessary
for a teacher or a surgeon as for a diesel mechanic,) About 30 percent
of the participants spent some time at a university, Since 85 percent
of them were at American universities it should be recalled that the
philosophy of education referred to above Is expressed In the courses
given there, Theoretical knowledge is only a part of what Is gained,
Practical skills and attitudes toward knowledge are intimately
associated with tralning 2t an American university,

The patterns of types of programs followed by the participants
shows, in Table 31, the heavy emphasis given to observation tours only.

Admittedly those tours were on the average short and perhaps intensive
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but as shown in Table 32 the utilization of training does not appear to
be so high for participants whose programs were less than 4 months in
fength.

Perhaps the participants sense this, Among the 215 who were not
satisfied with the length of their programs, 78 percent felt the pro-
grams should be over four months long and most recommended programs of

over a year in length,

TABLE 31

PATTERNS OF TYPES OF TRAINING

.

Number of Percent

Participants
Observation tour only 184 Lo
On-the-job training only 78 17
University only 26 6
Observation and 0.4,T. L9 1
Observation and university Lo 9
Observation, 0,J.T, and university 39 9
0,J.T. and university 27 6
Special group not at a university,

and unclassifiable n 2

Total Lsh 100
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TABLE 32

UTILIZATION OF TRAINING BY PARTICIPANTS
WITH DIFFERENT LENGTHS OF TRAINING
(in Percentages)

Length of Training

Utilization

Less Than 4 Months Over 4 Months
N = 254 N = 200
High 13 26
Medium L2 35
Low L5 39
Total too 100

It is also interesting to note that as shown in Table 33, uti-
lizatlon was not affected by attendance at a university., The distribu-
tion In each of the categories was 2pproximately the same as for the
whole group of participants, On the other hand, over half of all} par-
ticipants who only went for observation tours were in the low utlliza-

tion category and accounted for half of all the low utilization scores.
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TABLE 33 List of Universities Attended by Tunisian Participants

THE UTILIZATION INDICES OF PARTICIPANTS
WHG ATTENDED UNIVERSITY DURING THEIR TRAINING Nomber of Participants
COMPARED TO THOSE WHO DID NOT

(in Percentages)

American Universities:

University Attendance California State Polytechnical Institute

Utilization ~ (San Luis Obisbo, California) 3
index ™ ;"f}z) o~ §°322) University of California (Davis, California) 1
University of California (Santa Barbara, Californla) 1
High 18.6 16.5 University of Southern California

Hed ium 37.2 39.5 (Los Angeles, Cal ifornia) 1
Low uh.2 42,0 Riverside City College (Riverside, California) 1
Northwestern University (Evanston, 111inois) 4
Total 100.0 100.0 University of Indiana (Bloomington, Indiana) 3
4including Don't know and not ascertained. indiana University (Indianapolis, Indiana) 2
Purdue University (Lafayette, Indiana) 1
Parenthetically, among the participants who attended a university Kansas State Teachers Col lege (Emporia, Kansas) 1
27 said they were reguls: students. The others were special students Kansas State University (Hanhattan, Kansas) 1

(59), or members of a group program (k1) for periods ranging from under University of Louisville Medical Center
two weeks to as long as two years, (Louisvllle, Kentucky) 2
The list of universities attended by the participants shows wide Saint Johns College (Annapoiis, Maryland) L}
geographical distribution with perhaps somewhat more concentration in Michigan State University (East Lansing, Michigan) 6
the central and southwestern areas of the United States. University of Missouri (Columbia, Missouri) 2
Saint Louis University (Saint Louis, Missouri) 1
Washington University (Saint Louis, Missouri) 13
Columbia University (New York City) 7

Radio Corporation of America Institute
(New York City) ]

Syracuse University (lthaca, New York) 1
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Among the participants who attended universities, 44 of them
List of Universities Attended by Tunisian Participants

(Cont inued) recelved some academic degree or diploma. Table 34 shows the break-

down of the types or level of degrees received by the participants.
Number of Participants

TABLE 34
Ohio State University (Columbus, Ohio) 6
NUMBER OF PARTICIPANTS WHO RECEIVED ACADEMIC DEGREES
Cklahoma State University (Stillwater, Oklahoma) L AT DIFFERENT LEVELS
University of Oklahoma (Norman, Oklahoma) 1
Number Percent
University of Oregon (Eugene or Portland, Oregon) 1
Texas Agricultural and Mechanical College Bachelor Level 32 80.0
(Arlington, Texas) 3
Master’s Level 1 2.5
University of Texas (Austin, Texas) 2
- Doctoral Level 2 5.0
Utsh State University (Utah) 2
All others not included above 5 12,5
University of Utah (Salt Lake City, Utah) 6 .
University of Vermont (Burlington, Vermont) 5 Sub Total Lo 100.0
Virginia Polytechnical Institute Not ascertained L
(Blacksburg, Virginia) 1
Washington State University (Pullman, Washington) L Total [AN
Georgetown University (Washington, D, C.) 1
French Universities not specified 8
Belgian Universities not specified 10
Others not listed above 17

Total 117



CHAPTER IV
Return to the Job

On completion of their training the participants brought home
with them a wider view of their job and the world abroad, Looking back
at the time of the interview they expressed moderate to high satisfac-
tion with their training program, The sense of confidence that they
were better equipped to do their jobs perhaps plays a part in their
sense of satisfaction, Table 35 gives the participants' choices of
answers as a "global satisfaction index,' to the questions YHow satis-
factory was that training program?'' and "How important was thal

training program?"

TABLE 35

PARTICIPANTS' SATISFACTION WiTH
PROGRAM AND EXPERJENCES

Global
Satisfaction Number Percent?
tndex
High g5 21
Moderate 297 66
Low 58 13
Not Ascertained 4
Total Lsh 100

3gxcluding "Not Ascertained.'

_67_

Taken by itself, the unequivocal expression by 21 percent of the
participants that the program was ''very satisfactory'" and 'the most
important thing they had ever done'' is impressive. However, when it
is considered that the low index includes all those who said their
trair.ing program was 'not too satisfactory’ and ''not satisfactory at
all" or said the program was '‘a waste of time,'' then the 13 percent
becomes a matter of some concern, Table 36 shows the global satis-
facticn indices of the participants grouped by occupational level. It
should be borne in mind that the numbers in each subdivision are quite
small so that too much confidence should not be pliaced on the absolute
magnitude of the percentages, The relative proportions do indicate a

general trend in the distribution,

¥
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TABLE 36

GLOBAL SATISFACTION OF DIFFERENT OCCUPATIOMNAL LEVELS
(in Percentages)

N Satisfaction lIndex
Occupational Number

Level High Moderate Low

Top policy makers

national level Sk 33 13 100 15
Policy makers non-
national level 17 76 7 100 30
Subordinate management 23 59 18 100 57
Engineering professional 8 77 15 100 13
Professional occupations 19 65 16 100° 6L
Subprofessional 21 67 12 too 33
Supervisors~-foremen 17 8o 3 100 35
Artisans, craftsmen 16 54 30 100 43
Others 24 6L 12 V00 100
Not Ascertained 6L
Totat Lsh

It is gratifying that of the 45 policy makers (national and non-
national levels together) 90 percent had 'Moderate' to '"High' satis-
faction index scores. The relatively large percentage of artisans and
craftsmen who had 'Low' satisfaction scores is disturbing; this may
reflect some dissatisfaction with their subsequent chances of advance-

ment or other subjective disaffection with the program,
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Ultimately it is not the satisfaction of the participant that has
the greatest bearing on the program evaluation; rather it is the par=~
ticipants' utilization of their training. The distribution of utiliza-
tion indices was given in Chapter 11; Table 37 shows how the groups of
participants returning from training each year were able to use their

training.

TABLE 37

UTILIZATION INDICES OF PARTICS$PANTS
RETURNING EACH YEAR
(In Percentages)

Year of Return from Training

Utilization

1958 1959 1960 1961 1962
N =27 N=142 N=2103 N=106 N =76

High 37.1 19.7 15.5 17.9 14,5
Medlum LR 37.3 4.8 L0.6 32.9
Low 18.5 43,0 42,7 k1.5 52.6
Total 100.0 100.0 100.0 100.0 100.0

There appears to be a moderate Increase in the proportion who are
low in utilization in recent years., In 1958, B0 percent of the partici-
pants had indices of high or mediun. 1In subsequent years 80 percent
or over fell into the mediun to low index groups.

We have considered the dimensions of the problems facing the par-
ticipants upon their return with the following -eneral results:

The participants' geographlc distribution within the country did

not change appreciably., There was neither a large snift of participants

csli
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from the countryside or provincial town to the capital nor vice versa,
Of the 258 participants who lived in Tunis before their training 253
were there at the time of the interview. Four had shifted to a pro-
vinclal city and one to a rural area. Of the 192 who lived in a provin-
cial city at the time of selection, 8 had moved to Tuniz by the time

of the interview. This pattern Is relatively stable, not heavily
weighted in favor of participants living at or near the political and
economic center of power, Table 38 shows the employment pattern of the

participants since their return from training.

TABLE 38

J0BS OF PARTICIPANTS AFTER TRAINING

Job- f Participants Number Percent
Returned to same job 3t} 69
Returned to different job, but expected 80 18
Returned to unexpected different job 43 9
Never had a job since return 10 2
Don't remember or not ascertained 10 2

Total L 100

-N-

In the case of employment after training we flnd much the same
stability (87 percent returned to anticipated positions) as in the case
of residential location, On the other hand, since their return from
training about 32 percent of the former participants have had some
change in their :areer. Table 39 shows the kinds of changes that have
occurred, A third of the participants say they have a better job than
the one they had upon their return from tralning, The others omit to
say whether their present job is better or not and confine their

remarks to references to field of activity or employer,

gy
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TABLE 39

CHANGES [N PARTICIPANTS' JOBS
SINCE RETURN FROM TRAINING

Particlpants
Kumber Percent

My present job is better, more salary, more

responsibility, more prestige Le 23.3
My present job is worse, less prestige,

lower salary, lower status 0 0
| changed from one part of the govermment

to another it 8.0
| changed from one non-government organization

to another 3 2,2
| changed from a government position

to private business, Industry or profession 15 10.9
| changed from private business, Industry or

profession to a govermmeat position " 8.0
My present job is more related to my training 5 3.6
My present job Is not in the fleld

In which | was trained 2 1.4
| changed to a different Job in the

same general fieid 21 15,2
| changed to a completeiy different profession,

trade, or skill, from the one I first had 7 5.1
When | returned | had no Job; row 1 have a Jjob 3 2.2
Other differences not classifiabla above 4 1.1

Sub Total 138 100.0
Did not change jobs since return from training 290
Not ascertained, not applicable 26
Totel Loy

~——
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In answers to questions about the kinds of difficulties encoun-
tered in applying and passing on to others the tralning they received,
about 38 percent of the particlipants said they had had no diffliculties.
The utilization Index scores of the particlpunts are closely asso-
ciated with the difficulcties thay had after their return. Among thaose
with high utilization Index scores, 51 percent sald they had no diffl-
culties, whereas among *hose with low scores only 23 percent said they
had no difficulties. It Is of greater interest, however, to examine
the kinds of difficultlies the participants encountered. For this pur=-
pose the percentages of particlpants' answers will be shown In relation
to the utlllzation score of the particlpant citing a particular type of
difficulty. Among the 254 participants who described their difficulties
31 percent of them mentioned more than one type of difficulty, Table 40
shows the percentages of types of aifficulty mentioned by participants

with different utilization index scores,

TABLE 40

UTILIZATION INDEX SCORES OF PARTICIPANTS SPECIFYING
DIFFICUTIES OF APPLYING THEIR TRAINING
(in Percentages)

Type of Difficulties

Utilization
(Percent of all Lack of Lack of {nappropriate
participants Money, Receptevity Training No
in category Equipment from Collegues for Job Diffi-
shown or or and Other  cultles
in brackets) Facilities Superiors Difficulties
N =132 N 7 52 N = 149 N =172
High (18.5) 10 19 14 27
Medium (38.7) s 35 29 b

Low (42.8) us 3 57 29
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The percent of all participants in each category of utilization is
given as a reference. The largest group of participants said that lack
of money, equipment or facilitles hampered their application of new
skills and knowledge. The percentages of thls group In the medium and
low utilization categories exceed those of the whole group of partici-
pants. The particlpants who said that thelr difficulties were a result
of inappropriate training or found themselves in a Job situation
unrelated to the training show even stronger tendencies for their uti-
lization scores to be lower, The inclusion of ''other difficulties"
(not classifled elsewhere) In the column with "'inappropriate training"
does not affect this tendency. Both categorias contribute eqlually to
the percentage distribution,

That 29 percent of all participants should say that lack of money,
facilities, or equipment hampared their use of their training may also
be taken to reflect on the appropriateness of their training to the job
facing them, particularly since about BQ percent said they did not take
part in planning their training program,

The most important factor in the utilization of the training may
well be the role of the particlpants® supervisors, Table 41 examines

this relationship,

=75=-

TABLE 41

HELP FROM SUPERVISORS IN UTIL1ZATION CF TRAINING
(in Percentages)

Helpfulness of Supervisor

Utillzatlion , Total®
Index Very Somewhat  Neither Helpful Not Number
Helpful Helpful Nor Unhelpful Helpful
N = 122 N = 4] N = 80 N = 56
High 28 17 15 18 63
Medium 51 4.5 3l 23 nz
Low 2\ 4.5 sS4 59 119
Total 299

3Excluding those participants who sald they had no supervisor (117)
and "'Don’t know, not ascertained" (38).

Among the participants who sald their supervisors had “not helped
at all' or '"neither helped nor dlscouraged"l the participant in appty-"
ing their new skills to their jobs, between 54 and 59 percant fell In

the low utilization group. The helpful supervisors were most Important

in encouraging the transmission by the participant of his _new skills
and knowledge to others. The unhelpful or neutral supervisors inter-

fered with the transmission of training to others but did not have so
adverse an effect on the participant's use of his training. Nearly
twice the number of participants in the high utiiizatlon group sald

their supervisors were helpful as said they were not helpful or neutral,

lLll:erally translated from the French questionnalre,
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Since over 45 percent of the supervisors were somewhat less than TABLE 42

, THE VIEWS OF UNIVERSITY-TRAINED PARTICIPANTS OF THE VALUE
heipful, the point may well be made that the participants’' programs OF AN ACADEMIC DEGREE FOR THEIR FUTURE CAREERS

IN DIFFERENT FIELDS OF TRAINING ACTIVITY

should rot be conceived of as existing outside the context of his (in Percentages)

employment. In the case of planning and later during follow-up activ-
Training Field of Activity

ities the supervisor should be drawn in as an active factor in the Vl;ue
o
Agricul Ind
implementation of the training program. Degree %N :”k;;'e (: :5;;; %:":‘;;?“ Pu?;l: gg?ln. (gtﬁeqs)
Another aspect of the participants’ program which stands out (the
Very helpful 17 13 14 14 20
exam!ination of which was begun in Chapter 111) is the university train-
Some help 12 13 17 1 27
ing. The subject is raised agaln at this point because the participants
No help at all Lo 17 L 47 L6

who had some university training were asked about its value in refer~
Don't know, not

ence to their subsequent careers, From Table 42, while the absolute ascertained 31 57 28 28 7

numbers are small, it can be stated that most of the participants said
Total 100 100 100 100 100

that an academic degree wouid not help their future careers in the

fields of agriculture, education and public administration. The par-
The ''other' fields of activity do not have a large group of par-

ticipants in the field of Industry were more inclined to say they did
ticipants but their opinlons contribute to the broad plcture,

not know but only 26 percent sald it would help,

The fact that the participants depreciated an academlc degree can
not be attributed to the location of their university training, because
only a slightly greater number went to American universities, Those
who obtained degrees in the fleld of agriculture had the highest

pvoor. tion of participants depreciating the value of a degree,
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TABLE 43

UTILIZATION INDICES OF PARTICIPANTS
WITH DIFFERENT VIEWS ON THE VALUE
OF AN ACADEMIC DEGREE
(in Percentages)

Value of a Degree

Utilization

Index very Helpful Some Help No Help At All
(N = 22) (N = 21) (N = 57)
High 18 1 16
Medium n L3 37
Low ] 43 Ly

-

The perticipants who felt that a university degree would be of
little value in their careers had very :slightly lower utilization
indices than those who considered the degree to be of value, It Is
probable from what is under@;ood of the jobs of the participants that
they feel there is relatlw;!]y_ little opportunity for Individual initia-
tive either In career development or in significantly altering the
working methods in the work situation. This applies to the value of an
academic degree. The participants are apathetic or fatalistic about
their career development, and they are not sanguine about the applica-
bility of new ldeas or attitudes. This is not a universal outlook of
the participants but may be thought of as reflecting an underlying iner-
tia or conservatism in the work situation facing the participants upon
their return from training.

Two other factors in the group of variables associated with uti-
lization were: contact with the USAID mission and contact with the U, S,

technician, Table Li4 shows the amount of contact with USAID,
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TABLE L4

DEGREE OF CONTACT WITH USAID
AFTER RETURN FROM TRAINING
AND UTILIZATION
(in Percentages)

Contact with USAID
Utilization

Index Yes No Don't Remember
(N = 109) (N = 340) (N =5)
High 25 16 20
Medium 1 37 4o
Low 29 47 Lo
Total 100 100 100

Here is a clear indi:zation that the participants who had contact
with USAID had higher utllization index scores. Those with no contact
were slightly lower than the distribution of indices among the
participants as a whole.

The degree of contact with a U, S, technician shows a simllar pat-
tern in Table 45, The columns: "No Technician Available' with 309 par-
ticipants and 'Never Saw' (but said one was available) with 57 partici-
pants makes an impressive welghting of low utilizers or nea-ly 50
percent. The participants who said they saw an U, S, technlcian occa-
sionally showed a marked trend toward high utilization, Those partici-
pants who saw the technician often were grouped even more strongly at

the high utilizer end of the scale.

Yl
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TABLE 45

THE UTILI1ZATION INDICES OF PARTICIPANTS
WITH DIFFERENT DEGREES OF CONTACT WITH U S TECHNICIANS

Technician Available?

No
Utilization Technician
Saw Saw Never
Index Of ten Occasionaily Saw Avatlabie
(N = 28) (N 2 51) (N =57) (N = 309)
High 50.0 25.5 17.6 15.2
Medium 35.7 50.0 36.8 37.2
Low 4.3 25.5 45.6 L7.6

2Don't Know and Don't Remember were 9 cases. -

it should be emphasized before leaving this point that while 75
percent of the participants never had any contact with a U, S. techni-
cian after their return from training and tended to be low utilizers
other factors also played a part, The heipfulpess of the participants’
supervisors and the appropriateness of the training to the job have
been particularly noted.

To conclude the interview, a serles of questions sought the
participants' suggestions for changes.

An open-ended question was asked, in response to which the par-
ticipants made, in some cases, several suggestions for changes In the
program of training ('"1f you were to go on the program again'')., These
are shown in Table 46, The outstanding group of suggestions for
improvement of the training programs recommend broader, longer, more
practical, specialized, and specifically job-oriented planning. All

the foregoing account for 33.3 percent of all the answers. Another 29

-8~

percent of the recommendations suggested improvements In the planning
and preparation phases of the program. The participants wanted more
information about the program, better language preparation, better
planning of their programs and especlally to take part themselves in
the planning of their programs,

These suggestions were made by about 75 percent of the

participants with 25 percent saying ''no changes suggested' or ''don't

know !
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TABLE 46

PARTICiPANTS' SUGGESTIONS FOR CHANGES OR IMPROVEMENTS
IN THE TRAINING PROGRAMS

Mumber of
Participants Percent?
Suggesting Change

Types of Changes

More, broader, longer training 7 16.2
More specialized training 53 7.3
More specifically related to Job needs 41 5.7
More practical work 54 7.5
More theoretical training, a~ademic workb L2 5.8
More observation L3 5.9
Better planning, organization and guidance 36 5.0
Participant should take part in planning L7 6.5
Better language preparation 32 4.4
More information on program 37 5.1
Different locale for tralning 24 3.3
All other suggestions 197 27.3

Total 796 100.0

3Percent calculated on all answers--some partlcipants gave several
answers,

bOnly 4 participants sald they wanted a aegree (included in ‘'other"
category).

CHAPTER Vv
Communications and Training

The participants were not impressive In the utllization of their
training, A varlety of factors have been examined In an attempt to
find some interpretation of the problen this raises so that a valid
basis for program Improvement can be established, While some of the
single factors appeared to have preemlnant effect on utllization of the
training, the multipliclity of factors can be described as revolving
about the problem of communicatlions.

Training itself Is involved, in the broadest sense, in the appll-
cation of communications. The participants are not the passive recipi-
ents of new skills or knowledge but must actively take part in the
process of being trained. This process starts before they are selected
and continues after they have returned to their Jobs. The briefing
they receive sensitizes them to the experience they will have durlﬁg
training. Their participation in the planning of thelr program from
the point of view of what happens to them, rather than what they con-
tribute to it, further prepares them to be aware of the importance of
the different kinds of :iings they will be learning and helps them to
understand the effect of the tralning on the job they will be dolng.

They are being prepared for their tralning by being made recep~
tive to certain kinds of communications. In the same way that a busi-
nessman who takes a course In market analysis becomes aware of many
factors affecting the marketing of his product, the participant should

recelve an Introduction In his briefing sessions, not in the skills of

b
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his job, but to the way skills are communicated and learned and how new
skills and knowledge will affect his job.

The supervisor enters the picture as a key force ip medlating the
communications process. He should be active In the preparation of the
participant for his forthcoming exposure to new ideas and skills,
During the training the participant is involved in a communications
process which includes various techniques: reading, lectures, discus=~
sion and the active practical work of exercizing skills, {deas and
attitudes important for his job are transmitted to the participant as
operationally functional parts of the work he will be doing. He and
his fellow participants share in a process of learning by- acting as well
as by absorbing new ways of doing a job. The supervisor ultimately
facilitates the particlpant's communicating what he learned to others.

During his training the participant is constantly bombarded with
communications of many kinds, ranging in content from conscious factual
knowledge to subtle nuances of interpersonal relations. Much of his
effectiveness back at his job after training will depend on his being
briefed to be aware of many of these communications.

Moreover, one of his principal functions when he returns to
Tunisia is to convey to others the skills, knowledge, and attitudes he
has learned. This process again involves communicating a variety of
kinds of knowledge and understanding. To assist the participants in
Tearning some of the techniques of doing this, a seminar in communica-
tions has been oroanized and was attended by about 36 percent of the

participants during the last week of their training program.
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The effect of attendance at the seminar was to ralse the utiliza-
tion index scores of those who attended slightiy from the low to the
mediun category (Table 47), However those who said they used what they
had learned In the seminar tended toward higher utilization and those
who did not use what they had learned or who felt they had learned

nothing of vaiue tended toward low utilization.

TABLE 47

UTILIZATION INDEX SCORES OF PARTICIPANTS
ATTENDING A COMMUNICATIONS SEMINAR
WITH A BREAKDOWN FOR USE AND
NON USE OF WHAT WAS LEARNED
(in Percentages)

Attended “eminar

Utilization Used Material Dl:a:::|g:e Total ol 22;|:z:°nd
Learnad Learnea
(N = 102) (N = 53) (N =162)° (N = 292)
High 25 6 18 19
Hedium 50 28 L5 35
Low 25 66 37 ke

%1n seven cases (with medium utilization) the participant did not
indicate whether or not he used ideas or material from the seminar.



APPENDIX A

TABLE A-]

EHPLOYMENT PATTERN OF PARTICIPANTS
AFTER RETURN FROM TRAINING

Participants
Nunber Percent®
First job after return was
the same as before 3n 7.6
First job after return was
different from previous job
but was expected 80 18.5
First job after return was
different. from previous job
and was not the job expected 43 9.9
Not ascertalined or unemployed 20 -
Yotal Lol 100.0

®Excluding ""Not ascertained or unemployed,'' N = 434,
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TABLE A-2

USE OF NEW SKILLS OR KNOWLEDGE BY PART!CIPANTS
AFTER RETURN FROM TRAINING

Participants

Number Percent?®
Everything, almost everything used 31 7.4
Quite a bit used 98 23.3
Some used 105 24,9
Only & littie used 61 i4.s
Practically none, none used 126 29.9
Not ascertained, don't know ’
or unemployed 33
Total L 100.0

‘Excludlng ""Rot ascertained, don't know or unemployed,"
N = 421,

TABLE A-3

L. PORTUNITY OR ABILITY TO COMMUNICATE TO OTHERS
WHAT THE PARTICIPANTS HAD LEARNED

Particl
Participants Said They Had Conveyed articlpants

To Others of What They Had Learned Number Percent?®
Everything, almost everything 22 5.1
Quite a bit 153 35.6
Some 129 30.0
Only a little 20 4.7
None or practically none 106 24,6
Don't know, not ascertained
or unemployed 24
Total ° sy 100.0

aExcludlng the ceies of 'Don't know, not ascertained or
unemployed,' N = 430,



TABLE A-4

PLANS OF PARTICIPANTS FOR APPLYING THEIR TRAINING

Participants

Number Percent
Have plans 268 60.2
Definite plans (i01) ( 38)
Conditional plans (123) ( 46)
Not described plans ( 44) (16)
(268) (100)®
Have no plans 177 39.8
Don't know, not ascertained 9 ’
Total WsY 100.0
%percent of the sub category: '"Have plans,'
TABLE A-5
COMPLETION OF TRAINING PROGRAM AS PLANNED
Participants
Nurber Percent®
Completed program 405 90
bid not complete program 43 10
Not ascertalined 6
Total Lok 100

% xcluding ""Not ascertained."

TABLE A~6

PARTICIPANTS ' STATEMENTS ABOUT
HOW SATISFACTORY WAS THEIR
TRAINING PROGRAM

Participants

Nunber Percent®
Very satisfactory 156 34.5
Moderately satisfactory 2Ly 54.0
Not too satisfactory 37 8.2
Not satisfactory at all 15 3.3
Not ascertained 2 -
Total Lsh 100.0

®Excluding "Not ascertained,”

TABLE A-7

PARTICIPANTS* STATEMENTS ABOUT THE IMPORTANCE
TO THEM OF THEIR TRAINING PROGRAM

Particlipants
Number Percent?
The most important thing | ever did 172 38,2
A waste of time 20 LR
In between 258 57.4
Not escertalned 4 -
Total Lsh 100.0

“Excludlng those '"Not ascertalned,"



TABLE A-8

A-6

HOW SATISFIED THE PARTICIPANTS WERE WITH THEIR

TRAINING PROGRAMS PRIOR TO THEIR DEPARTURE

Participants
Number Percent?®
Well satisfied 287 82
Not very well satisfied 64 18
Didn't know enough, don't know, don't
remember how satisfied | was 87
Not ascertained 16
Total Lok 100

2Excluding ''Didn't know enough, don't know, don't
remember how satisfled 1| was'' and "Not ascertained.”

TABLE A-9

~N\
AT NN

PARTICIPANTS ' SATISFACTION WITH PREDEPARTURE BRIEFING
ON GEMERAL PROBLEMS OF ADJUSTMENT

Area of
Information

Percent
Satlsfied®

Public facilities, restaurants, etc,
Colloquial speech and idloms
Religlous practices

Use of money

Hanners and customs

88.1
82.3
74.3
95.6
89.9

®satisfled with Information given In: Number Percentd

all flve areas
four areas

three areas

two areas

ona area

none of the areas

don't know or not ascertained

Total

235
72
46
13
14
i0

4

L5k

65.6
16.0
10,2
2.9
3.1
2.2

100.0

bPercent excludes 'Don’t know or not ascertalined.'



TABLE A-10

ADEQUACY OF BRIEFING ON PROGRAM ASPECTS
PRIOR TO DEPARTURE

Adequacy
Area of

Information .

Percent
What you would be learning 68
Where you would be going 88
When you would be going 95
How long you would be gone 95
Other aspects ) 77

3catisfled with Information given in: Number Percent

all five areas 254 56.2

four areas 104 22.9

three areas 57 1.2

two areas 29 6.4

one area 8 1.8

none of the areas 2 0.5

Total 45l 100.0

AR-3 5—

TABLE A-11

TYPES OF DIFFICULTIES FACED BY PARTICIPANTS
IN APPLYING THEIR NEW SKILLS AND KNOWLEDGE
TO THEIR JOBS AFTER THEIR RETURN

Participants
Nunber Percent”
Difficulties related to:
Resources or conditions
of country 112 26.3
Other people 21 4.9
Particlpant's job 25 5.9
Training program 36 8.4
Other factors not specified 60 14,1
No difficultles 172 Lo 4
Don't know or not ascertained 28 -
Total Ls4 100,0

3Excluding ''Don't know or not ascertained."



TABLE A-12 TABLE A-14
NEED FOR ENGLISH DURING TRAINING PROGRAM ACADEMIC DIGREES OBTAINED BY PARTIC|PANTS
Program Required English Number Percent? Participants
Number Percent?®
No 250 55.4 -
Bachelor level 32 80.0
Yes 202 k4.6
Master's level 1 2.5
Not ascertained 2 -
Doctorate level 2 5.0
Total Lol 100.0 All others not included above 5 12,5
Not ascertained 4 -

2Excluding ''Not ascertained."

Total Lty 100.0

TABLE A-13

#Excluding "ot ascertained."
PREPARATION IN ENGLISH FOR THOSE WHOSE PROCRAM

REQUIRED ENGLISH

TABLE A-15
Recelved English Preparation Number Percent? HELPFULNESS OF DEGREE |N FUTURE CAREER
Yes 18 58.7 Particlpants
No 83 4.3 Number Percent®
Not ascertained 1 - Will help very much 7 17.9
Will help somewhat 9 23.2
Tota) 202 100.0
Will not help at all 23 58.9
aExcluding ''Not ascertained. Don't know 4 -
Not ascertalned 1 -
Total Ly 100.0

8Excluding "Don't know'' and "Not ascertained,!



TABLE A-16

OPINIONS OF PARTICIPANTS WHO ATTENDED UNIVERSITIES
ON THE VALUE OF AN ACADEMIC DEGREE
IN THEIR FUTURE C-ARFERS
(In Percentages}

Participants

val
ao;‘e Obtained Did Not Obtain
Degree Degree Degree
? (N = 4k) (N = 88)
Would help n.t u4y.2
Would not help 58.9 55.8
Don't know, not
ascertained )? - (27?2 LT
Total 100.0 120.0

3humber of particlpants, not Included in percentage.

13NN

TABLE A-17

PART1CIPANTS ' ANSWERS TO THE QUESTION: 'SUPPOSE

YOU HAD

NOT GONE ON THE TRAINING PROGRAM,

WHAT KIND OF JOB WOULD YOU NOW HAVE?"

Particlpants' Answers

Number Percent®
Not so good 72 17.5
About the same 300 72.8
Better Lo 9.7
bon't know, not ascertailned
or unemployed now L2 -
Total Lsh 100.0

aExcludlng "Don't know, not ascertained or unemployed now.'

TABLE A-18

PREPARATION OF TRAINING PROGRAM PRIOR TO

DEPARTURE OF PARTICIPANT

Participants
Number Percent®
Program arranged in complete detail 310 70.5
Program arranged in partial detail 101 23.1
Program not set up at all 28 6.4
Don't know, not ascertained 15 -
Total Lsy 100.0

8Excluding

"Don't know, not ascertained."



TABLE A-19

PARTICIPANTS® VIEWS OF THE ADEQUACY OF
BRIEFING ON PROGRAM AS PLANNED

e

Number Number Not

Answered Percent® Answered Percent® Ascer-

Yes No tained

Briefing odequate on:
subject of training 3ok 67.6 (L 32,2 [3
location of training 398 87.9 55 12.1 1
timing of training 432 95.4 21 4.6 1
length of training 433 96.2 17 3.8 L
other aspects

of training 351 79.6 90 20.4 13

2Excluding "Not Ascertained."

Number Percent?
Answered yes to:

all five questions 253 56.0
four questions 104 22.8
three questlions 57 12,6
two questions 29 6.4
one question 8 1.8
none of the questions 2 R
don't know or not ascertairned 1 -

fotal Lsh 100.0

bExcluding ‘"don't know cr not ascertained.'

A-15 <
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TABLE A-20

PART:CIPANTS' CONTACT WITH AID
AFTER RETURN FROM TRAINING

Participants
Number Percent®
Contact with AID 109 24,3
No contact with Al 3o 75.7
Not ascertained 5 -
Total Y5k 100.0

%Excluding "Not ascertained.’

TABLE A-21
CONTACT WITH AN USAID TECHNICiAN SINCE RETURN FROM TRAINING

Particlpants
Number Percent
Technictan available:
Frequent contact 28 20,7
Occasional contact 51 37.5
No contact 57 41.8
136 100.0
No Technlcian available 278
Don't know, don't remember,
not ascertained Lo
Total 4y




TABLE A-22

PARTICIPANTS' OPPORTUNITY TO TAKE PART
IN THE PLANNING OF THEIR PROGRAMS

Particlpants
Humber Percent®
Opportunity to taks part In planning 98 22
Did not take part in olanning 348 78
Don't know, don't remember or
not ascertained 8 -
Total Lok 100

aE:n(cludlng ""Don’t know, don't remember or not ascertained,

TABLE A-23

VIEWS OF THOSE PARTICIPANTS WHO DID NOT TAKE PART
IR HELPING PLAN THEIR PROGRAMS

Participants

Programs

Number Percent®

‘Do you think It would have helped
If you had particlipated in planning
your program?*!

Yes 222 79.6
No 57 20.4

Don't know, doa't remember,

not ascertained 69 -

Total 348 100.0

alEzu:ludlng "Don't know, don't remember, not ascertained."

APFENDIX B B-1

OCCUPATIOMAL CATCGORIES

op Policy Makers, Executives and
Admipisgrators--Natlonal Leyel apd/or
ational Impagt.

Occupations concerned with highest level policy maiing or admin=-
Istration of a central government activity, iarge cnterprise or organi-
zation whose policies, programs, organizational structures or operations
sre national In scope and/cr impact.

INCLUDES: Such occupations as cabinet members, agency dlrectors,
commission members, high court jurists, rational legislators, chairmen,
presidents, managing directors or executive secretaries of publlc or
private enzerprises or institutions, including leading universities,

trade unions and labor federations, employer assoclations, etc.

Policy Makers, Executives and
Administrators--Second 'eye| and/or
Non-Hational Impact.

Occupations concerned with secondery level policy making or
administration of a central government activity, lerge enterprise or
organization of national scops and/or Impact and occupations concerned
with top level poltcy making or administration of regional or local
government a.tivities, enterprises or organizatlons,

INCLUDES: Deputy or assistant agency directors, regional or
local legislators, jurists, elected or appointed offlclals responsible
for local program direction, directors or managers of publlc or pri-
vate enterpri.2s, college presidents and desns, top local union

of ficials, etc.

[yt
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Subordinate Management, Program and
Adminlstrative Officials--Line
or Staff.

Occupations concerned with organizational program management or
operating project functlons subordinate to basic policy formulation or
executive direction and program administration, involving planning,
administrative management control and dirsction of housekeeping and
staff services, project supervision and program coordination and
evaluation activities,

INCLUDES: Program or project supervisors, production managers,
staff planners and management analysts, controllers in the fields of
personnel, training, finance, procurement, supply and records, advisors
and assistants to top level administrators and policy makers, program
division chiefs, union orgenizers, school superintendents and
administrators, public safety and investigative officials, etc.
Engineers, Professional--Operatin
Than Program apg Adninlstrative

Officlals),

Persons engaged in engineering work at a level which requires a
knowledge of engineerinag equivalent at least to that acquired through
completion of a four-year professional course.

INCLUDES: Those using engineering skill and techniques in
research, design development, programming, operations and sales of
technical products or serving es engineering technical advisors to

pollicy makers, executives, management and administrative officials,

8-3

EXCLUDES: Those serving in pollicy making, executive, managerial
and supervisory positions where the principal activity is non-technical
in an engineering sanse.

Professional Occupations--Operatin
and Resegrch and DeiiiE}menE iOEEe:
np d Adminls e

[} ials a .

Persons engaged in work at a level which requires a knowledge of
physical, mathematical, agricultural, blological, medical or soclal
science, arts, humanities, languages or educatlonal methods and related
activities gimilar to that acquired through completion of a four-year
professional college course,

INCLUDES: Those engaged in research, development, programmaing
and operations as well as those serving as professional or sclentific
advisors to policy makers, executives, management and administrative
officials,

EXCLUDES: Those serving in policy making, execut ive, manager.
and supervisory positions where the principal activity Is non-technical

in a professional or sclentific sense.

Sub-Professional Occupatfons--
Operating and Research and Deyelopment .

Occupations primarily concerned with the application of research,
applied or related englneering, scientific (agricultural, life, medi-
cal, social, physical) educational or creatlve techniques, procedures
or methods, laboratory analysis and testing or field operations, dem-
onstration, survey, or collection activities which Include the exercise

of Judgment by persons who have had some specialized training or

&4



equivalent experience in any field of engineering, science, health,
arts or humanities., EXAMPLES: Sub~engineers, engineering aides, sur-
veyors, draftsmen, laboratory testers, laboratory assistants, technicsl
ajdes, field specimen collectors, agricultural technicians, agricul-
tural demonstrators, nutritionlists and dieticians, non-professiona}l
nurses, midwives, medical, dental, public health and therapy techni-
cians, sanitary inspectors, research assistants, econom!c, statistical

and administrative aides, interpreters, social welfare aldes, etc.

Supervisors, Inspectors, Foremen--~
Operations or Shop.

Occupations concerned primarily with carrying out program or
production objectives by laying out, supervising, directing, Instruct-
ing, checking and Inspecting the product or output of clerical, manual
or service workers engaged In staff, service, sales, .-oduction, con-
struction or maintenance activities, EXAMPLES: Supervisor~osfice,
supervisor-shop, supervisor-sales, foreman-shop, foreman-gang,

chargehand, inspector, etc,

Artisans, Craftsmen,

Occupations concerned primarily with carrying out manuai actlivi-
ties which require the possesslion of acquired skills or techniques
and/or the effective use of hand or mechanical tools or equipment as
a result of a fairly long learning period., EXAMPLES: Skilled textlie
and apparel workers, handicraftsmen, woodworking and metal working
craftsmen, bullding and construction craftsmen, food processing opera-
tors, printing and bookbinding operators, electricians, auto and dlesel

mechanics, ete,

Occupations Not Eisewhere Classified,

Occupations which do not fit Into any of the preceding groups
and are to be specified in each instance, EXAMPLES: Persons engaged
primarily in clerical, sales and related activities not elsewhere
classifled, inciuding business machine operators, institutlonal and
personal service workers, protective service workars, students,

unskilled manual and miscellaneous workers not els. dere clessiflad.
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