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BWAST I BASELINE DATA COLLECTION STUDY
 

Executive Summary
 

As a first step toward assessing the impact of its
 

participant training program, USAID contracted with Creative
 

Associates, Inc. to collect and establish baseline data on
 

participants funded under the Botswana Work force and Skills
 

Training Project (BWAST I) and its predecessor, the Southern
 

African Manpower Development Project (SAMDP). Consultants were
 

hired to develop and implement a systematic evaluation strategy
 

and appropriate data collection instruments, and to write a
 

report assessing the effectiveness of USAID's participant
 

training activities in Botswana. The report was to include a
 

discussion of policy priorities contained in the Government of
 

Bot-wana's National Development ?lans, project requirements
 

(i.e., BWAST employment generation goal), and an analysis of
 

whether training has been utilized in job performance, whether
 

trainees have gained and are using new skills, and whether
 

training is i.ppropriate and concerned with high priority areas.
 

Recent AID efforts to develop a methodology for assessing
 

the impact of its training program indicate that there is
 

presently no general consensus regarding the number and type of
 

variables which might influence the impact of training, nor are
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there generally established criteria for measuring sucn impact.
 

In 	light of the conceptual and practical limitations to a more
 

rigorous impact study, the following activities were undertaken
 

in 	fulfillment of the scope of work:
 

a 	 useful baseline data have been compiled on 210
 
returned participants under the SAMDP and BWAST I
 
projects as a reference for future evaluation,
 
and a variety of characteristics of the returned
 
participant population has been described;
 

a survey of returned participants (109
 
respondents) was carried out, yielding findings
 
on participants' career development and promotion
 
patterns; the quality and appropriateness of
 
training; adjustment problems experienced during
 
training and upon return; the utilization of
 
training in participants' jobs; and the
 
transmission and maintenance of training.
 

@ 	 a number of key "effectiveness factors" have been
 
identified in this study as variables which may
 
influence the degree to which training is
 
effective and ultimately utilized. These include
 
project design (i.e., planning and participant
 
selection); support and monitoring of
 
participants during training; and reintegration
 
of participants into appropriate jobs upon their
 
return; and
 

e 	 recommendations have been made regarding future
 
policy and program directions for USAID and GOB
 
in general, and under the BWAST II project in
 
particular.
 

Conclusions and Recommendations
 

The major findings from the survey indicate that most
 

participants trained under the SAMDP and BWAST I projects have
 

returned to training-related jobs in Botswana with very little
 

movement between ministries or the public and private scctors; mos!
 

have been promoted and report more responsibility in their jobs
 

since their training; most participants are highly satisfied with
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the quality and appropriateness of their training; the majority did
 

not seem to experience any Ferious adjustment problems during their
 

training or upon return, with 
the possible exception of getting
 

adequate support from supervisors back on-the-job; most find their
 

training useful in carrying out their jobs and report moderate 
to
 

high levels of using their training; 
and most share the knowledge
 

and skills from training with others 
on an informal basis. Althcugh
 

the findings suggest that AID-sponsored training has made 
a positive
 

impact on returned participants' performance, improvement could be
 

made in 
facilitating a greater application of participants' training
 

in tneir jobs and in sharing their training with others on a more 

formal basis. 

Several areas nighlighted in the survey findings and overall 

study to which USAID and the Government of Botswana might want to
 

dire't closer attention include the following:
 

@ 	More practical training for participants in
 
degree programs should be provided.
 

a 	More management training 
should be provided for
participants who 
are likely to be promoted to
 
more administrative positions 
after training.
 

a 	Re-entry orientations and re-integration
procedures should be strengthened where 
inadequate.
 

a 	Post-training job 
status of participants should
 
be monitored periodically to ensure that
participants have adequate opportunities to apply

their training.
 

s 
Various constraints preventing participants f'om 
applying training (e.g., resistance to change,
lack of resources) 
should be monitored and

alleviated where possible--this might include a
 
more integrated approach to training at 
the
 
department-level.
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* 	 Consideration shoula oe given to providing
returned participants with opportunities to 
share their' training more--pernaps through
workshops, formalized on-the-job training,
 
and/or tre establishment of a returned
 
participant alumni association.
 

* 	Application of criteria should be 
well-docuented with written justifications for
 
sponsorship of each participant in order to
 
assist future impact studies and project
 
managers in drawing a connection between USAID
 
training programs and employment generation
 
objectives.
 

a 	To maximize the impact of training on employment 
generation, USAID might consider focusing a 
portion of project resources on an integrated
 
training approach in several GOB departments
 
where employment generation is a major

responsibility (e.g., a combination of external
 
and in-country training in conjunction with
 
"Management of Training" efforts).
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I. INTRODUCTION
 

A. PURPOSE
 

In June 1986 AID/Botswana requested the assignment of two
 

consultants to develop "baseline data which will commence the
 

process to assess the overall effectiveness of USAID/Botswana's
 

participant training activities ....for the period 1978 until
 

mid-1986." The idei. for the stuay originated vith a mid-term
 

evaluation of the Botswana Workforce and Skills Training (BWAST)
 

project conducted by AID/Washington officials in May 1985. It
 

called for "a major impact study" which "should measure the
 

effectiveness of training participants... Slch measures should
 

include an analysis of whether training has been utilized in job
 

performance, whether trainees have gained (and using)
are new
 

skills, and whether the training is appropriate aid concerned
 

with high priority areas....frne evaluation snould also recommend
 

areas of concentration for assistance and the best ways of
 

meeting those needs."
 

The concept of an impact study was further developed and
 

expdnded in the context of the BWAST II project (the second
 

phase of BWAST, signed by USAID and tiie Botswana Government in
 

May 1986) in which a series of special evaluation studies have
 

been scheduled. This emphasized the neea to allow for follow-up
 

surveys to track th2 ac-ompl i shments of returned participants 

through time an(. to "...provide a more accurate assessmeoit by
 

the returnees and supervisors of the reluvance of training,
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improved job performance, ways in which skills have been
 

utilized, and the levols of 
authority associated with returnees'
 

positions. "
 

The scope of work that was presented to the consultants
 

originally contained assessment of the impact of technical
an 


assistance in addition 
to a baseline study of returned
 

participants. It was decided 
by USAID, however, that the
 

technical assistance component as 
well as a more focused study
 

on training impact at the organizational and national levels
 

would best be treated in a separate study. Given the limited
 

amount of time available, the 
amount of baseline data which
 

required collection, -nd the developing state of 
art for
 

evaluating the impact of 
training, the fillowing activities have
 

been carried out in fulfillment of the modified Scope of Work
 

(see Appendix A):
 

* 	useful 
baseline data have been developed and a database
 
system established for future USAID use;
 

* 	a wide variety of characteristics of the participant
 
population has been described;
 

* 
a survey of returned participants was conducted and
 
analyzed;
 

c 	a number of effectiveness variables have been
 
identified and discussed; and
 

* 	recommendations have been made regd rding 
F'iture policy
 
and program.
 

B. 	 TRAINING EVALUATION: STATE-OF-THE-ART
 

Although almost 600 Batswana 
have been sent to study abroad
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since 
1973 under USAID participant training projects,
 

studies performed to 
date have generally focused on the
 

traditional concern with project implementation rather than
 

project purpose. 
 They have tended to concentrate 
 theon 

contractor and activities undertaken within the United States 

for placing participants, ensuring a smooth transition to 
student life, and coping with financial, cultural, and academic 

problems. Two follow-up surveys of returnees 
were conducted
 

respectively 
in 1979 and 1981, which raised the issues of 

training relevance and localization, but largely focused on
 

events during training rather than 
on the post-training
 

experience. 
 The 1979 study, however, began to probe
 

post-training effectivene3s, 
but its sample population was quite
 

small 
and not focused on a specific project.
 

The impact, as opposed to implementation, of participant
 

training projects has often been neglected. A recent AID/PPC
 

review of all past AID evaluations on participant training since
 

the program began 
in the late 1940s found very little impact
 

assessment. 
 One reason for this neglect may be the inherent
 

difficulty of analysis. 
 Three separate but inter-related levels
 

of analysis are required for such a study. On the first level,
 

it is necessary to ask about the 
impact of the training on the
 

participant. 
 Did he learn what he was supposed to learn? 
 Did
 

it help him become more effective and efficient in On
his job? 


a second level, it is useful to ask if the newly-trained
 

participant had any impact 
on his/her organization. In other
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words, were there opportunities for the training to have some
 

influence on the organization through a returned participant's
 

professional role? Finally, one would like to 
know if the
 

training, expressed through participant and then organization,
 

ultimately made a contribution to country development. At this
 

level, we are several steps removed from the original input of
 

participant training and a connection 
is possible to draw only
 

through inference and assumption.
 

Unfortunately, the current state-of-the-art of impact
 

assessment does 
not offer any objective resolution to these
 

issues. No standard methodology yet exists to meastre or
 

quantify training impact. 
 Over the past year, AID/PPC has been
 

developing an impact evaluation strategy for the Agency's
 

Participant Training Program. 
 Among other issues, it is
 

exploring different approaches to measuring the development
 

impact of training on institutions and sectcrs. As a result of
 

its efforts, including a current pilot study in Nepal, PPC hopes
 

to achieve a methodology in the near future which it plans 
to
 

implement in three to five countries during the 1986-87 fiscal
 

year. This 
evolving program highlights the difficulties faced
 

by the consultants in addressing certain aspects of the 
scope of
 

work. As establishing or experimenting with a methodology is
 

clearly beyond the present scope, we addressed the issue by
 

focusing chiefly on the area of study most practicable and
 

feasible, i.e., the impact of training on the individual and
 

aggregate participants.
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Any form of training is bound to 
have some impact on the
 

trainee and ultimately on his 
or her organization and host
 

country. Even with regard to the individual participant, 

however, as 
mentioned earlier, identifying that impact is
 

difficult. First of all, a complete and balanced picture would 

require a comparison of the experience of AID participants with 

that of a similar sample having other or no training 

experience. More important, there are 
so many potential
 

variablc-i affecting the participant (such 
as non-AID education
 

programs, work experiences, etc.) that the specific impa-t of 
AID training can 
easily remain undetectable. 

Given these constraints, it is important rememberto that 
we are interested in common sense as much as we 
are in social
 

science. Common tells us that training programs,
sense 


especially long-term degree programs, will 
have an impact on the
 

trainee and that, in 
the first place, the participant is best
 

equipped to 
tell us what that impact is on his or her 
own
 

professional or personal development. Hence, the survey
 

conducted by the consultants is a necessary step 
in the
 

direction of determining impact. Common sense 
also tells us
 

that unless the 
training is effective, i.e., relevant to 
the job
 

and well-utilized by the organization, its 
impact will stop at
 

the participant and not be 
felt on organization or nation. 
 Both
 

the survey and an examination of some 
of those factors which
 

enhance the effectiveness 
of training (called "effectiveness
 

factors" throughout this report) intended
are to delineate this
 

aspect.
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Finally, project design and implementation factors in
 

themselves must give some idea of where to look for evidence of
 

impact. If training were only provided in agricultural
 

subjects, for instance, we should scarcely expect a significant
 

(or at least very direct) impact on health care.
 

We can at present make only subjective conjectures
 

regarding impact beyond that on the participant himself. But to
 

measure the impact of participants on organization and nation
 

requires some focus be established by which to denote changes
 

over time, easily linkable to the additional input of training.
 

Specific project criteria which guide the application of
 

assistance (more than design factors such as target ministries
 

and training lengtn) tell us exactly what kind of impact is
 

expected from the training and that thought by project desigr:ers
 

to be most useful to the host country. In the final analysis,
 

satisfaction of the criteria through the training may be all the
 

impact that is truly relevant to USAIU interests. By
 

concentrating on participant impact, effectiveness facto-rs and
 

specific trainino objective criteria, tne contractors have 

sought to focus )n issues which in future studies should be of 

particular va'.ae in gaining a more complete picture of project 

effectiveness and impact. 

C. PROJECT BACKGROUND
 

The consultants have therefore attempted the collection of
 

data to "commence a process" in which the effectiveness of AID
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sponsored training under three successive projects--the Southern
 

Africa Manpower Development Project (SAMDP 1978-1983), BWAST I
 

(1982-1989), and the recent BWAST II (1986-1994)--can be
 

assessed. "Baseline data" is information descriptive of a
 

situation at the start of a project which provides a point of
 

reference to measure effectiveness of the intervening project
 

activities through changes overtime. Although collection of
 

baseline data in 1986 can hardly indicate t e changes brought on
 

by project activities that a baseline study of trainees in 1978
 

might have demonstrated for SAMDP. it provides a foundation for
 

evaluating both BWAST I and BWAST II.
 

Because only 20% of BWAST I participants have completed
 

training, 78% of the participants examined in tnis study were
 

originally funded and selected under SAMDP project criteria (a
 

number of whom were carried over into BWAST I for funding
 

purposes). Further, a mere 5% of the study population was
 

selected from the private sector, a group whicn should expand to
 

40% under BWAST II. At the time of this report, only one of the
 

participants under SAMDP and BWAST I nad studied in a third
 

country (and she had not returned in time to be included in the
 

survey). These are significant drawbacks in our attempt to
 

track changes in the effectiveness of participant training
 

activities under BWAST I over time, by sector or location. It
 

emphasizes that this study must be merely a first step in a
 

process to which future longitudinal analyses would add.
 

-7



Because previous evaluations found SAMDP to 
be unfocused
 

in content 
and purpose, the cohort of participants it represents
 

lends itself well to baseline data. Succeeding projects 
are
 

structured to focus 
resources 
on those personrjl in Government
 

and private organizations which would have maximum impact 
on
 

decision making regarding employment generation activities.
 

BWAST I developed and BWAST II will 
greatly expand on management
 

of training 
in both public and private sectors. Beginning with
 

BWAST I, training plans were initiated in each ministry and
 

participant selection 
was made to relate directly to a
 
ministry's overall 
manpower picture. Greater attention was paid
 

to monitoring participants during training and 
their
 

reintegration into job positions upon 
return. Most recently,
 

the Directorate of Personnel (DOP)* has taken major steps toward
 

systemization of 
training procedures with the introductio,i of a
 

National Training Plan which 
becomes official Government policy
 
on 1 January 1987. In theory then, 
the effect of these changes
 

on training programs and 
implementation should be 
noticeable
 

some years from now when sufficient numbers of BWAST 
I and II
 

trainees return to Botswana. At that time, 
the most useful
 

yardstick for measuring training impact will 
be the baseline
 

data presented here; and the 
database established for
 

USAID/Botswana, if kept up date, will
to greatly assist in
 

*DOP is now called Directorate of Public Service Management
 
(DP SM) 
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obtaining a low-cost ready-made profile of the participant
 

population.
 

Althougli the end result of baseline data collection is a 

description and 
assessment of past and present activities, i.e.,
 

participant training under SAMDP and 
the on-going BWAST I, this
 

exercise also generated some thoughts regarding the 
future under
 

BWAST II. 
In addition, a number of peripheral issues of
 

potential concern to USAID arose in the course of 
interviews,
 

research and other data collection activities. During 

discussion of the 
scope of work, USAID/Botswana program managers
 

made 
clear their interest in any advice, suggestions and
 

comments which might appear to 
be useful and appropriate,
 

especially with regard 
to 
BWAST II. This report, accordingly,
 

includes commentary that might assist USAID and, 
in doing so,
 

sometimes 
raises questions without fully answering them. 
 The
 

intention is to 
bring issues of 
interest to the attention of
 

USAID staff.
 

The external participant training program in 
Botswana is
 

numerically small compared to 
other USAID country training
 

programs. Botswana is, however, 
an ideal place to examine the
 

potential 
impact of such programs. The Government is
 

sufficiently small and well-organized to allow easy access 
to a
 

variety of ministry officials; it is open enough to 
perrit
 

availability of useful 
data, much of which would be unavailable
 

elsewhere; and the participants themselves 
are highly
 

responsible individuals 
who speak their minds. Further, USAID's
 

-9



participant training accounts for a large part of all external
 

training for Botswana. In 1985, more than one fourth of all
 

Botswana civil servants studying abroad (excluding the Unified
 

Local Government Service and the Unifie Teaching Service) were
 

doing so iP the United States.
 

The nature of USAID assistance in Botswana lends itself
 

well to a coherent study. The gradual focusing of AID
 

participant training programs on specific criteria could become
 

a highly useful mechanism for tracking impact. It is hoped that
 

the foregoing discussion is a helpful step in this process.
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II. METHODOLOGY
 

The consultants gathered the 
information presented 
in this
 
report through 
a review of project documentation; 
numerous
 

meetings and conversations with USAID, Host Government, and
 
Contract personnel; and 
a sample survey of returned participants
 

under the SAMDP 
and BWAST I projects. The research design
 

included the following steps:
 

A. DATA COLLECTION
 

To ensure consistency in the information-gathering
 

process, guidelines for interviews 
with Host Government and
 
Contract personnel were developed and 
are presented in Appendix
 

B. A list of individuals 
interviewed is attached as Appendix C.
 
The survey of returned participants under the SAMDP 
and
 

BWAST I projects involved 
a written questionnaire with
 
approximately 50 closed-ended questions, covering the 
areas of
 

participants' job status, 
the quality and appropriateness of
 
training, the utilization of 
training, transmission of training
 

to 
others, and professional development issues. 
 The survey
 

questionnaire is presented in Appendix D, and 
questionnaire
 

cover letters to participants are 
attached in Appendix E.
 

B. IDENTIFICATION OF' RETURNED PARTICIPANTS AND SURVEY SAMPLE
 

A total of 210 participants under the SAMDP and 
BWAST I
 
projects have returned 
to Botswana from AID-sponsored training
 

in the United States. 
 Of these, 146 attended long-term a-ademic
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programs and 64 participated in short-term technical 
training.
 

An additional 36 participants under the Trustfund, (i.e., GOB
 

Scholarship Program) have also returned. 
 These have been
 

included as part of the population targeted for sampling since
 

they were originally identified 
in project documentation as
 

belonging to 
theSAMDP and BWAST I projects. Tables 1 through
 

10 below demonstrate that the 
survey sample, which includes
 

Trustfund students, is fairly representative of the total 
SAMDP
 

and BWAST I returned participant population.
 

Of a total of 246 returned participants under SAMDP, BWAST
 

I and the Trustfund, 232 were positively located in Botswana.
 

Although exact addresses were difficult to obtain 
for these
 

former participants, attempts were made 
to contact everyone to
 

participate in the 
survey. Specific agency or department
 

addresses were 
identified for 200 returned participants, 
with 

more vague locations for the remaining 32. 

Given time constraints for the evaluation, two different 

approaches were used for conducting the survey: 1) 

questionnaires 
were mailed to former participants working
 

outside of Gaborone (43); and 2) participants working in
 

Gaborone (189) were invited to two separate group meetings where
 

questionnair'es were administered. 
 In addition, questionnaires
 

were hand-delivered to participants who were unable to 
attend
 

either meeting. Finally, former participants in the GOB civil
 

service received a cover 
letter from the Assistant Direct(,, of
 

Personnel requesting their cooperation in this exercise. Others
 

received d cover letter from the 
USAID Training Officer.
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A total of 113 completed questionnaires were received of 
a
 

total of 232 distributed, representing almost 
a 50% response
 

rate. 
 However, given that specific locations for 32 former
 

participants were 
not known, it is probable that not all former
 

participants received 
the questionnaire, which would 
result in
 

higher overall response rate. 
 As 	four of the returned
 

questionnaires 
were received too 
late, 109 records were included
 

in 	 the survey analysis. 

C. 
 BASELINE AND SURVEY DATA PROCESSING
 

Basic statistics on the 
returned participant population
 

were 
compiled from Mission records with assistance from the
 

USAID Training Officer. A microcomputer database was set up
 

using DBase III software for all 
known SAMDP and BWAST I
 

participants who had 
returned from training. The database
 

includes information in the 
following categories:
 

9 	Gender
 
* Project
 
# General Field of 
Training & Specialization
 
s Dates of Training (Month/Year)

@ Length of Training (short-term/long-term)
 
a Degree (for long-term participant:)

# Training Institution
 

o 	Sponsoring Institution at 
Time of Training
 
-	 Department 
-	 Position 
- Grade
 
- Employment Sector
 
- Location (Gaborone/Other towns)
 

* 	Current Institution
 
- Department
 
- Position
 
- Grade
 
- Employment Sector
 
-	 Location (Gaborone/Other towns) 
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a 	 A field was also entered for participants who responded
 
to the questionnaire.
 

The returned survey questionnaires were coded at 
the
 

Mission 
and processed on a microcomputer using LOTUS 1-2-3
 

software. In addition to tabulating total responses to the
 

questionnaires, selected 
variables were identified for further
 

analysis, including gender, project, civil 
service grade, length
 

of traning, and type of degree. Selected findings were also
 

analyzed over time and by 
location.
 

D. DESCRIPTION OF THE 
SAMDP AND BWAST I RETURNED
 

PARTICIPANT POPULATION
 

Tables 1 through 10 below present the basic
 

characteristics of the 
SAMDP and BWAST 
I re curned participant
 

population. Comparisons are also presented with the survey
 

sample which appears to be representative 
of the total
 

population. 
 A further comparison in these tables of the total
 

population with the Trustfund 
students demonstrates the latter's
 

representativeness 
as 	well. 
 Thus, it can be concluded that the
 
survey 
findings generally reflect experiences and patterns in
 

the SAMDP and BWAST I participant population.
 

As shown 
in Table 1, a total of 210 Batswana who were
 

sponsored by 
AID under the SAMDP and BWAST I projects for
 

training in the United States 
have returned 
to 	date. Of these,
 

five are currently out of 	 the country pursuing careers or 
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further studies; three were not able to 
be located; and three
 

are reportedly deceased. 
 These findings suggest a participant
 

return rate 
of almost 100 percent, which confirms Botswana's
 

reputation for the 
return of external trainees. Table 2 below
 

shows that more than half the 
returned participants returned
 

before 1984.
 

As shown in Table 3, 78% of 
the returned participants was
 

initially funded -,nder the 
SAMDP project, of wnich about 
one
 
fourth (24%) was carried over 
into the BWAST I project. Only
 

about 22% of the 
total number returned were selected and 
sent
 

fcr training under the BWAST 
I project.
 

The majority of returned participants are working in
 
Gaborone (82.4%), male (75.2%),
are 
 and participated in
 

!ong-term academic 
programs of 
more than six months (69.5%). Of
 
those on long-term programs, almost half (47%) went for
 

undergraduate training (including 2-year Associates degrees);
 

about 37% were 
trained at the graduate level; 
and 15% went for
 

long-term certificate or diploma training of one year or less
 

(.see Tables 4-6).
 

Most participants are currently working in the 
public
 

sector (79%), with an additional 11% in
working parastatal
 

institutions. Only 6.7% 
are currently working in 
the private
 

sector. 
 A comparison of participants' 
current employment sector
 

with that at the time of training reveals little movement
 

between 
the public and private sectors, with the latter showing
 

a slight increase (see Table 7).
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grades include administrative or managerial personnel who may
 
not necessarily have 
 formal degrees at the lower or middle 

levels; Professional grades generally 
include personnel with
 

formal degrees and profel;;onal responsibilities in 
their
 

respective fields; 
and personnel in Superscale grades are
 

upper-level managers, administrators, and policy-makers.
 

The analysis of grade changes among public 
sector
 

participants revealed that percentages of participants in
 

Professional 
and Superscale grades increased substantially after
 

training; whereas, the number of participants in General
 

Administrative and Technical grades after training declined 

considerably. As demonstrated in 
Table 10, 75% of the study
 

population was 
in GA and T grades before training, but decreased
 

to about 39.5% after training. Similarly, participants in
 

Professional grades swelled from 17% 
before training to 40.3%
 

after training; and participants in Superscale grades increased 

from 6.0% to 17.8%. 

Thus the most notable promotion patterns in 
the GOB civil
 

service are the exodous of participants from Technical grades
 

into Professional grades, 
and an increase in the number of
 

participants in the Superscale grades after training. 
 These
 

patterns suggest that AID training 
to date in Botswana has led
 

to a professionalization and 
general upgrading of GOB's civil
 

service, especially at the managerial and 
policy-making levels.
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---------------------------------------------------------------------------------

TABLE 1 - GEOGRAPHIC DISTRIBTUION OF RETURNED PARTICIPANTS
 

I Total Population I Total Population I 
I (SAMDP + BWAST) I I Survey Sample
I I (SAMDP-BWAST-TRUSTFUND) I 

I I I II 
Location I I I I I %II II I I I II 

II I I I I 
Gaborone (and Sebele) I 164 82.4 I 189 I I81.5 89 I 81.7 
Provinces
I _ _ _ _ _ _ _I 

I 
__ 

35 
_I _ 

17.6 
_ _ _I 

I 
_ _ 

43 
_ 

II 18.5 I 20 I 18.3 
_ _ _ _ _I _ _ _ _I _ _

I 1 I 1 
I 199 100.0 232 I 100.0 III II I 

Deceased I I3 3 I I
Other 
 I 8 1 11 I IU _ _ _ _ I _ I I I III 

I I I I 
_ 

II 
Total I 210 I I 246 I I 109 100.0 

TABLE 2 - DISTRIBUTICN OF RETURNED PARTICIPANTS BY YEAR RETURNED
 

I Total Population I Total Population I
I (SAMDP + BWAST) I (SAMDP-BWAST-TRUSTFUND) I Survey Sample 

I I I IIYear Returned I # I % I I % I #I % 
II I I I I 

III I Ii I 
1983 125 59.5 127 II I 51.6 45 I 41.3I_ _____ _ _ _ _ I _ _ _ _ _ I _ _ _ _ I_ _ _ _ I _ _ _ _ I_ _ _ _ I_ _ _ _ I

IFII I I l 
1984 85 40.5 I 119 48.4 I 64 I 58.7 
Total 1000 I2 2 100.0 _ __ 100.0I I IITotal I 210 I 100.0 I 246 I 10.0 I 109 I 100.0 

I 

III 



-------------------------------------------------

TABLE 3 - DISTRIBUTION BY PROJECT*
 

Total Population i Total Population
I (SAMDP + BWAST) I (SAMDP-BWAST-TRUSTFUND) I Survey SampleI II 

P r o j e c t # % # 
 % # %
 

SAMDP 125 59.5 125 
 50.8 47 43.1
 

39 18.6 72 29.3 35 32.1
 

BWAST 46 21.9 49 19.9 27 24.8f 
Total 210 100.0 246 100.0 109 100.0 

TABLE 4 - DISTRIBIUTION BY GENDER 

I Total Population I Total Population I 
I (SAMDP + BWAST) I (SAHIDP-BWAST-TRUSTFUND) I Survey Sample
I I I # 

Male 
 158 75.2 186 75.6 83 76.1
 

Female 52 24.8 
 60 24.4 26 23.9
 

Total 210 100.0 246 I 100.0 109 100.0 
--------------~---------------------------------------

*A number or the findings are broken down by project into three categories: S for SAMDP, S-B for SAMDP 
carry-overs under B14AST I, and B for BWAST I participants. On a number of issues, however, it is
helpful to consider S-B as part of the SAMDP cohort since they were selected under the terms of the 
SAMDP project and were only put under BWAST I for funding purposes when the new project was initiated.
 



---------------------------------------------------------------------------

TABLE 5 - TRAINING LENGTH 

I Total Population I Total Population I 
I (SAMDP + BWAST) I (SAMDP-BWAST-TRUSTFUND)I Survey Sample 

Length %#% # i % 

Short K 6 months 64 30.5 64 26.0 27 24.8 

Long 6 months 146 69.5 182 74.0 82 75.2 

Total 210 100.0 246 100.0 109 100.0 

TABLE 6 - TYPE OF DEGREE 

I Total Population I Total Population I 
C (SAMDP + BWAST) I (SAMDP-BWAST-TRUSTFUND) I Survey Sample 

D e g r e e # % # % I % 

AA/S 8 5.5 8 4.4 2 2.4 

BA/S 61 41.8 95 52.2 39 47.6 

MA/S 53 36.3 54 29.7 31 37.8 

PhD 2 1.0 3 1.6 3 
 3.7
 

Cert/Diploma 22 15.1 22 12.1 7 
 8.5
 

Total 146 99.7 182 100.0 82 100.0
 



TABLE 7() - CURRENT EMPLOYMENT SECTOR
 

I Total Population I Total Population I
I (SAMDP + BWAST) I (SAMDP-BWAST-TRUSTFUND) I Survey Sample 

Sector 

Public 

Parastatal 

Private 

Unknown 

Total 

Sector 

I 
I 

Public 

Parastatal 

Private 

Students (Trustfund) 

Total 

# 

166 


23 


14 

7 


210 


Total 


% 

79.0 


11.0 


6.7 

3.3 


100.0% 


TABLE 7(2) -

Population 
(SAMDP + BWAST) 


200 81.3 


23 9.3 


14 5.7 

9 3.7
 

246 100.0% 


FORMER EMPLOYMENT SECTOR
 

I Total Population I 
(SAMDP-BWAST-TRUSTFUND) I 

# %
 

214 87.0 


22 8.9 


10 4.1 

246 100.0 


90 82.6 

13 11.9 

6 5.5 

109 100.0 

Survey Sample
 

78 71.6
 

10 9.2 

5 4.6 

16 14.6 

109 lO0.0 

# 

178 


22 


I0 

210 


% 

84.8 


10.5 


4.8 

100.1 




TABLE 8 - DISTRIBUTION OF PUBLIC SECTOR PARTICIPANTS BY MINISTRY 

I 
I 

MOA 40 

MOH 9 

MWC 16 

MCI 10 

MOE 12 

DOP 10 

MFDP 14 

MLHA 

MMRWA 19 

MLGL 19 

ULGS 17 

Other 1 

Total 178 

TOTAL POPULATION
 
(SAMDP - BWAST) 

Forme MinstryCurrentMinistry
 

22.5 35 21.1
 

5.1 8 4.8
 

9.0 16 9.6
 

5.6 10 6.0
 

6.7 13 7.8
 

5.6 8 4.8
 

7.9 12 7.2
 

6.2 11 6.6
 

10.7 17 10.2
 

10.7 17 10.2
 

9.6 14 8.4
 

.6 5 
 3.0
 

100.2 166 
 99.7
 



_ _ 

_ _ _ _ _ 

TABLE 9 - TRAINING FIELDS 

I Total Population j Total Population II (SAMDP + BWAST) I (SAMDP-BWAST-TRUSTFUND) i Survey Sample 

Si I I iI 
Training Field I #I I # I #II I I I I I 

I I I I I II 
Agriculture __ _ _ I 38 I 18.1I _ _ _I _ _ _ _I _ _ _ _I _ _ 43 _ _ III _ 17.5 _ 26 I 23.8_ _ _ _ _ _I _ _ _S1 1 I -I 1 
Health I 11 I 5.2 24 I 9.8 I 9I __ _ _ _ _ _I _ _ _ _ _ _ I _ _I _ _ _ _ _ _ _ II _ _ 

8.3 
_ _ 

I FI I iI 
Engineering
I_ 

I 28 I 13.3 37 I 15.0 I 14 I 12.8_ _ _ _ I _ _ _ _I _ I _ _ _ _I _ _ _ _ I _ _ 
_ _ _I _ _ _ _I 1I I 11 I I 

Education I 17 8.1 18 I 7.3 I 7 I 6.4 r i 
Economics & Finance I 40 19.0 I 41 I 16.7 _ _ I 12 I 11.0I _ _ _ _ _I _ _ _ I _ _ _ I _ _ _ _ _ _ I _ _ _ I _ _ _ _1 

Management- I I I I 

Administration I 51 24.3
I I 58 I 23.6 I 22 I 20.2__ _ _ _ _ _I _ _ _ _ _I _ _I

I 
_ 

1 
_ 

1 1 F 
_ _ _ I _ _ _ I _ _ _ 

Labor Relations I 11 I 5.2 I 11 4.5 I 8 I 7.3I _ _ I I _ _ I _ _ I _ _ _I 
_ _ _ _ 

I 
_ _ _ _ _I _ _ _ _ 

1 
_ 

I I 
Computer Science I 4 I 1.9 4 I 1.6 3 I 2.8 _ _ _ _ _I _ _ __ I I I __ I _ _ _ _I _ _ _II 

_ _ _ 

I I I I 
Natural Sciences I 4 I 1.9 I 4
I_ _ _ _ 1 1.6 3 I 2.8 _ _ _I _ _ _ _I _ _ _ _ _ _ _ I _ _ _ _ _I _ _II 

_ _ 

I I II II 
_ 

Industry I 6 1 2.9 l 6 I 2.4 5 I 4.6 
TiOTAII 99.9 I2_2 100.0 I 100.0I I I F FI TOTAL I 210 I 99.9 I 246 I 100.0 I 19 I 100.0 



_ _ _ 

------------------------------------------

TABLE 10.1 - CURRENT GRADE (AFTER TRAINING)
 

I I Total Population II TOTAL POPULATION I (SAMDP-BWAST- I Survey Sample
I (SAMDP + BWAST) I TRUSTFUND) I 

I I I II 
Grade I I %I # %I III I I I I I I 

Superscale (SS)1 23 1 17.8 
 1 23 I 15.1 I 11 I 12.8 _ _ 
IIIfI 
iI__ _ _ _ _ _ _ _ _ _ _ _ _ I _ _ _ __I 

I I 
Professional (PR)I 52 40.3 71 I 46.7 39 I 45.3 ____ ____ __ __ __ _I _ _ _ _ _ I I __ _ _ _1_ __ _ I _ _ _ _ _ I*I _ _ _ _ _

II I 1I 1I 
General Admin. (GA)l 28 I 21.7 I 28 1 18.4 1 19 I 22.1 

_ _ _I __ _I _ _ _ _I _ _ _II _ _ I ___ I _ _ _I
I I I I 

Technical (T) I 23 I 17.8I I 27 17.8 15 I 17.4 _ ______ _ _ _ _ _i _ _ _ _ _ _ _ _ 

I 
_ 

I 
I __I _ _ _ _ _ _ 1I___ _ _ _ _

I I I 1I 
Other I 3 I 2.3 I 3 2.0 2 I 2.3I _ _ _ _ _ _I 

I 
__ 

I 
_I _ _ _ _I 

f 
_ _ _I _ 

I 
_ I __ 

I 
_I _ 

I 
_ _I 

TOTAL 
 I 129 I 99.9 I 152 I 100.0 I 86 I 100.0 



TABLE 10.2 - FORMER GRADE (BEFORE TRAINING) 

I 
Total Population 
(SAMDP + BWAST) 

I Total Population
I (SAMDP-SWAST-TRUSTFUND) I Survey Sample 

I Grade 
r d 

II # % #I % !I # I % I 
III I I I I 

SuperscaleI _ __ _ 

II 
_ 

(SS) I 
_ _I _ 

6 
_ _ 

II 
I 

_ 
6.0 
_ _ I _ 

6I 
_ _ I _ _ 

5.9 
_ _I _ 

11 
_ 

5 
_ 

I 
_I _ 

7.0 
_ 

ProfessionalI _ __ _ _ 

I 
General Admin.I _ __ _ _ 

(PR) 1 
_ _I _ 

(GA) I 
_ _I _ 

17 
_ 

50 
_ _ 

_ 
III 

I 
_I 

_ 

_ 

17.0 
_ _ 

50.0 
_ _ 

_ 

I 
I 

_I _ 

_ 

_ 

17 
_ 

50 
_ 

_ 
I 

I 
_I 

_ 

_ 

16.7 
_ 

49.0 
_ 

_ I 
I 

I 

_ 

_ 

14 
_ 

26 
_ 

_ 

_ 

I 
_I 

I 
_I 

_ 

_ 

19.7 
_ 

I 
36.6 

_ 

_ 

_ 

L, 'I 

, TechnicalI _,_ _ 

Other 
TO LIII

ITOTAL 

_ _ 
(T) 

_ _ 
II 
I 

I 

25 
_ _ 

2 

100 

_ 
II _ 

I 
I
II 
I 

25.0 
_ _ 

2.0 
00.0 

100.0 

_ 
II _ 

F 
I 
II 
1 

27 I 
_ II_ 

I 
2 I

I102_100.II 
102 I 

26.5 
_ _ 

2.0 

100.0 

I _ 

! 
I 

1 
I 

24 I 
_ _ I_ 

f 
I 

71100.0I 
71 i 

33.8 
_ 

2.8 

100.0 

_ 



III. POLICY AND PROGRAM
 

A. POLICY PRIORITIES
 

USAID has sought in each of its participant training 

programs to support the objectives and priorities set forth by
 

the Government of Botswana in 
its national development plans.
 

"successive
As noted in NDP6, plans have increasingly emphasized
 

employment creation as an essential 
objective," and
 

USAID-sponsored programs have followed suit.
 

SAMDP linked its assistance practices to the interests of
 

the Fourth Development Plan (1979-1981). The goal was to reduce
 

critical manpower shortages in Government, then more
 

wide-ranging than at present. As a result, assistance was not
 

restricted to selected ministries. SAMDP trained 172 government 

participants in a wide variety of If there
sukjqcts. were
 

identifiable criteria 
on which to base selection of
 

participants, they were localization (especially to fill 
OPEX
 

posts) and providing training to 
those in posts critical to
 

Government's planning, design and 
implementation of national
 

economic and social development programs.
 

BWAST I supported the goals of NDP5 (1980-1985) in which
 

the need for Government activities to create jobs and increase 

income was highlighted. In Government and AID's view, these
 

activities were constrained by a severe shortage of trained
 

manpower. BWAST I focused 
on training in skill areas related to
 

employment generation. Unlike SAMDP which was 
Government-wide
 

in scope, BWAST I was restricted to the Ministries of
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Agriculture, Education, 
Commerce and Industry, Local Government
 

and Lands (including ULGS), and some parastatal and very limited 

private sector participation (five slots per year). These are
 

institutions which 
are thought to have considerable impact on
 

employment generation. 
 The project also introduced the
 

specification of types of training 
to be provided: 38 Batswana
 

would be provided long-term training in administration and
 

management, 15 with short-term training in these subjects. 

Another 36 would receive long-term training in technical 

subjects, and 22 were targeted for short-term technical 

training. Final selection criteria w2rc also established. 

For Government and parastatals, it was requested that the
 

participants be designated to work 
in an area contributing to
 

the overall 
objective of generating employment opportunities,
 

that the participant's training relate directly 
to his/her
 

existing or future position, and that the training would result
 

in or assist localization. Private sector participants had 

identical requirements except that localization was less
 

strongly emphasized; the potential use of training for
 

replacement of 
an expatriate was sufficient.
 

In BWAST 
II employment generation became the sole
 

criterion on which to select participants for training. This is 

intended to reflect NDP6's accordance of highest priority to
 

productive employment creation and 
rural development. One
 

hundred seventy-six participants are to be provided long-term 

training in administration, management and a variety of
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technical fields. Sixty-four participants will receive 

short-term training similarin areas. Reflecting NDP6's
 

recognition 
of the need for a broader base cf economic
 

development and corresponding encouragement of the private
 

sector to generate growth and employment opportunities, BWAST II 

devotes a large share of resources to the private sector. 

Forty-five percent of long-term and 38% 
of short-term training
 

are intended for participants in the private 
sector.
 

It is 
generally agreed by both Government officials and
 

experts that present private sector manpower training
 

requirements are far greater than those of the 
Government civil
 

service. Inclusion of this sector under BWAST 
I and the broad
 

expansion of private 
sector training opportunities under BWAST
 

II indicates a more proportional response to those needs.
 

Judging by the hundreds of nominations the Botswana Employers'
 

Federation (BEF) received from this 
sector during BWAST I, the 

demand for training is significant. However, whether the type 

of training USAID can offer matches the private sector's needs
 

is not yet established. Further, if participant training is 
to
 

fill sectoral needs it must 
determine priorities within the
 

sector. Some Government officials feel 
that any private sector
 

nomination would satisfy the 
employment generation criterion.
 

As 
the only donor providing training assistance to the private 

sector, USAID will be playing a leadership role in developing 
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the most useful 
and productive 

ways of funneling 


assistance 

this to
sector.
 

B. 
 ORGANIZATIONAL 

NEEDS
 

Reflecting 

the broad-based 


need
serve 
in Government, for skilled manpower
civil to
servants
eligible 
 from 
all
for SAMDP ministries
training. 
 were
The lion's
to 
the Ministry share of resources
of Agriculture went
 
19.6%.
Government 
 The Ministry 
of Local
and Lands and the Unified Local
tcgether Government
received 
 Service
19.6% 
of total
sector. training
And slotsthe Ministry in the Publicof Mineral Resources and Wateraccounts Affairsfor 12.8% of theThese total.figures 

reflect 
ministry, 

may 
the proportionate

the Sizenumber of nominees of each 
ministry proposed,


to the ability of each

make itself heard, 
or 
the expressed
USAID 
contractors interests 


of
or project 
managers.
Government's 
 SAMDP
needswhothe filled
 

arguable. 
r it filled priority 
needs
Training may be
Plans which would
requirements serve to 
Prioritize
did not 
exist for most of the ministries.
The decision 
under BWAST I to 
allocate 
training
to just four target ministries resources
 

and 

determined partly to 

the private sector 
washave 
an impact on
That the focus has 
employment generation.
been expanded


BWAST 11 
to additional 


and ministries
application 
 under
of employment

to generation
be strengthened criterion 
are, is
perhaps, 
signs of 
recognition 


that
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Government's manpower needs 
are not organization-exclusive nor
 

is employment generation singularly the responsibility of a few
 

ministries.
 

C. INDIVIDUAL NEEDS
 

Within each ministry, several trends can be detected in
 

training needs to which USAID programs have tried to respond.
 

The National Training Plan review of Government department
 

training needs 
indicates that 1) there is anticipated a sharply
 

increasing need for post-graduate training; 2) there is growing
 

need for short courses conducted externally; and 3) the demand 

for tailor-made, local short courses is increasing. These needs 

were indicated for all ministries targeted under BWAST II, and 

that project, like its predecessors, seeks to satisfy those 

specific requi.remcnLb of Government. To date, more than one
 

fourth of all training has been for post-graduate degrees. More
 

than a quarter of the population has received external
 

short-term training. Indications are that the number of
 

undergraduate degree 
courses provided is declining.
 

Training fields reflect the wide distribution of target
 

ministries under SAMDP. One fourth of the participant 

population, however, specialized in administrative and 

management subjects. Almost the entire participant population 

came from the "A" group of Government civil servants (i.e., 

superscale, senior administrators, managers and key 

Z.0.
 



technicians), and movement between grades indicates that the
 

training has been largely successful in upgrading individuals
 

into professional and managerial 
 levels of Government. 

D. 	 PROJECT REQUIREMENTS: LOCALIZATION
 

As noted in an 
earlier section, the issue of localization
 

has played a role in each 
of USAID's participant training
 

programs. Under SAMDP, an
it was implied criterion. In the
 

late 1970s when almost all professional and technical posts were
 

occupied by expatriates, practically all 
training assisted the
 

localization process. 
 Under BWAST I, the criterion was
 

formalized, although it continued to 
be applied realistically.
 

It was not necessary for the training to result in the
 

replacement of an expatriate. The training would also qualify
 

for AID approval if it was 
"for a localized position." This
 

point made the criterion too broad to be meaningful; it simply
 

corriborated the obvious: that as long as the post fulfilled a 

necessary functin, its occupation by a Motswana meant ipso 

anfacto 	 that expatriate would be unnecessary. Under BWAST I, 

the ministry training plans were intended to ensure that each
 

training request did fill 
a real need of Government.
 

Therefore survey findings indicating only one third of 

participants had duties, wholly or in 	 part, performed by an 

expatriate during their absence for training does 
not offer a
 

complete idea of the localization role of the two projects (see
 

Table 11, Appendix I.) The findings do, however, suggest a
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diminishing role for localization during the period of SAMDP and
 

BWAST I despite the formalization of the criterion under the
 

latter project. Thirty-eight percent of participants selected
 

under SAMDP 
had their duties performed by expatriates or a
 

combination of expatriate and a local, 
while only 15% of BWAST I
 

participants responded similarly.
 

Ironically, the figures might reflect the 
success of
 

localization efforts by Government. 
 By the time the first BWAST
 

I participants began returning 
in 1984, the vast majority of
 

Government supervisor posts 
had been filled by nationals, making
 

it less likely that an expatriate would play 
a role during the
 

participant's absence.
 

There are two 
strong believe thatreasons to USAID 

training did play a highly supportive role in the localization 

of Government over this period. One is the decline in 

expatriate proportions in those 
same grade scales into which the
 

returned participant population under SAMDP and BWAST I has
 

moved in such large numbers following their training. 
 In 1980,
 

30% of officers in Superscale grades were expatriates, but by
 

1985, this declined to 
only 15%. In the same time frame, AID's
 

superscale population rose from 6% of the total participant
 

population prior to training 
to 15% at the present time. In
 

1980, 58% of Professional 
scale posts (senior technical and mid

to senior-level managerial staff) 
were filled by expatriates-

now only 33%. The participant populationi 
of Professionals rose
 

from 17% to 
47% during the same period.
 

A second reason to 
suggest that AID training has assisted
 

localization is the dramatic 
rate of the process within
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Government during this period. 
 In 1977, roughly 35.5% of posts
 

were held by expatriates. In 1986, the proportion is 3.6%.
 

More likely than not, a good number of the 183 
participants who
 

received long-term training either filled expatriate shoes or
 

prevented an expatriate from being hired.
 

The fact that BWAST II does 
not carry a localization
 

criterion suggests both that the 
need is no longer as pressing
 

as it was only a few years ago and, 
further, that Government
 

officers do rot require encouragement to implement localization
 

plans. Most training coordinators interviewed noted the
 

importance of localization in determination of training
 

priorities. Each ministry has 
its localization plans, and
 

inasmuch as the Directorate of Personnel is 
firmly committed to
 

the process, this criterion, whether formalized under AID
 

programs or not, is an integral 
part of the training selection
 

process. Nevertheless, it is advisable that the current
 

contractor, the Academy for Educational Development (AED)*
 

continue to raise the issue in 
its own review of training plans
 

submitted to it ensure
to that localization concerns are
 

integrated into the total 
needs assessment process beginning 
at
 

department head level.**
 

*AED five-year contract terminates on December 13, 1987.
 

**It is possible, too, that Government is getting lax about the
 
criterion. The Directorate of 
Personnel localization review
 
committee, supposed 
to meet every two years, has not met in four.
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While significant inroads have been made in achieving 

localization in Government, progress has been somewhat slower in 

the private sector. In 1980, 58% of managerial positions 
were
 

held by expatriates. The figure is 
45% today. Thirty-seven
 

percent of technical posts were 
held by expatriates in 1980,
 

while 19% are expatriates at 
this time. Government monitors
 

this progress by requiring submission of localization plans from
 

business and parastatals with expatriate employees. While the 

larger firms, most notably the banks, and the parastatals 

maintain their own training plans and programs in which
 

localization is taken into account, most 
 businesses in Botswana 

have no training officers or resources to undertake training. 

No strong argument can 
be made that USAID training has assisted
 

localization in the private sector to date. 
 SAMDP officially
 

provided resourc 
 "o Government and parastatalz. (Four 

private sector in- Is were approved by Government for
 

training under SAML 
 btt these were exceptions.) BWAST I had
 

very loose criteria in 
this respect. The training need only 

"potentially result in the replacement of an 
expatriate." To
 

date, only six private sector employees have completed training
 

under BWAST I, four of them with short-term training least
 

likely to result in localization. 
 In view of the slower pace of
 

private sector localization, it is surprising that this
 

criterion has been dropped under BWAST 
II. It might be
 

advisable for USAID to consider restoring a strong localization 

criterion for those businesses which have expatriate employees. 
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IV. EFFECTIVENESS FACTORS
 

A. PLANNING AND SELECTION
 

The effectiveness of training is determined in 
part by the
 

process in which both participants and posts are identified for
 

training. Selecting 
a mature, intelligent participant is, of
 

course, essential to ensuring that the training will 
have the
 

desired impact the individual.on But the for whichpost 

training is supplied will, in large part, determine the impact 

of training on the organization. 

Prior to BWAST I, no formal analysis took place which 

might assist ministries to prioritize their training needs. 

Such prioritization probably occurred on an ad hoc basis. It 

may have been based on seniority, individual relationships, 

functional needs, localization schedules and other factors. But 

these would not have been clearly identified in a regularized 

process. 
 In view of the situation and BWAST I's establishment
 

of distinct, functional criteria for selection of participants, 

ministry training plans were made a requirement of the project. 

As contractor for BWAST I, AED recognized that the effectiveness
 

of its training would be enhanced if it assisted the target
 

ministries to regularize their training selection process. 
 This
 

interest sometimes led to appointment of ministry training
 

coordinators where there had been none; 
and for all target
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ministries, led to introduction of ministry training plans in 
a
 

standardized format. 

At the present time, all target ministries have training
 

coordinators who meet monthly with the 
Directorate of Personnel
 

and other concerned individuals. It is generally agreed by
 

those involved that these meetings 
are of enormous value in
 

giving the training coordinators a sense of direction and a
 

belief in the importance of their role, 
not merely as paper
 

pushers, but as critical components in the training process. 

Although such activities were not a formal part of the BWAST 

project document, they developed out of the contractor's desire 

to 
effectively implement the project requirements. These
 

included a request for ministry training plans 
as a condition of
 

USAID assistance; 
the orderly and systematic application of
 

project criteria; and evident Government need for assistance in 

what has become known as "the management of training." Although 

fJnding resources for activities under the management of 

training rubric came from individual contracts outside of BWAST 

I, their aim was to enhance training effectiveness. Under BWAST 

II, the "management of training" component has been 

institutionalized into the project. 
 With the broadened scope of
 

ministries in this project, AED 
can broaden the scope of its
 

activities. 

The first training plans systematized by AED had been 

submitted by January 1984. These were compiled by training 

coordinators based on department head requests to assist the 

former in prioritizing ministry needs. The plans included a 
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name, title and grade of post, level 
and field of training
 

requested, the country of training, duration and purpose. A
 

two-year plan was 
later developed which specified some of the
 

criteria used in constructing the plan. It listed length of
 

Government service (seniority), the specific skills to be
 

developed and how those 
skills would benefit the ministry, and
 

the title and grade to be 
assumed after training. The training
 

plans also attempted 
to make the training more effective by
 

noting the name of a contact in the ministry who would monitor 

the training and the name of a contact who would assist in the 

transition from training to work. Overall, this exercise 

assisted the training coordinators and their ministries to look 

beyond the immediate training requirements that could be 

fulfilled by a particular donnr program, such as BWAST I. The 

training plans were constructed to illustrate the ministries' 

general manpower training needs and priorities. 

AED's activities have had an impact beyond the bounds of 

the four BWAST I target ministries. The monthly training 

coordinators' meetings quickly grew to include all ministries as
 

well as 
training officers from parastatals and representatives 

from interested donor and private sector organizations. 

Originally chaired by 
USAID and later by AED, the meetings and
 

subject matter are 
now firmly in the hands of the Directorate of 

Personnel's Training Division. 
 Further, the Directorate of
 

Personnel has developed a National Training Plan which will
 

become effective on I January 1987. Although the Plan 
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concentrates heavily on 
the "big picture," its thrust is 
to call
 

for a systematized approach to 
training, especially in the
 

analysis of needs, 
but also in such areas as reintegration and 

uti I ization. 

Both this macro-plan and the micro-plan of AED are first
 

steps in making participant training effective. 
Differences in 

style exist between the two, corresponding to the different 

directions from which they approach the problem. As a result,
 

the Directorate has rejected AED's training plan format. 
 It now
 

requires that departmental training plans be submitted annually
 

and in 
narrative style, with clear indication of departmental
 

program and the training required to 
fulfill that program. No
 

names of people to be trained are to be submitted with the
 

plans. This approach appears to be 
intended to emphasize the
 

importance of looking at needs in terms of functions to be 

performed within a department rather than to individual concerns 

in a particular post. This macro approach is entirely suited to 

a national forum. 

It would seem, however, that the two aspects, post and
 

participant, are not mutually exclusive in practice. A training
 

plan such as that developed with the assistance of AED has its 

advantages in that 1) it prevents department heads from having 

to repeat the needs assessment process, once for posts and again 

for candidates; 2) when department heads think of training, they 

think of it in terms of people to be trained; 3) its matrix
 

format helps department heads and training coordinators get a 

total visual picture of needs; 
and 4) under conditions where
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training is largely intended to fill 
new or vacant posts, it
 

makes sense to view needs in 
terms of post functions. If the
 

growing intention of Government is to upgrade skills and make
 

individuals more effective in their present jobs, the focus may
 

more appropriately be on specific staff members within
 

departments. 

In view of the above, it should not be surprising that 

some training coordinators continue to rely on the training plan 

format developed by AED to assist the prioritization process. 

Whether they renew the effort to develop another two-year plan, 

however, without the firm 
support of the Directorate remains 
to
 

be seen. The Directorate of Personnel 
has established a system
 

which meets its immediate requirements for an overview of
 

national training needs. 
 In its draft of the National Training
 

Plan, it has focused attention on 
the need for systematic
 

analysis. It seems reasonable to conclude that guidelines
 

provided department heads and training coordinators will
 

eventually include 
some procedures like those initiated by AED
 

in its attempt to find a satisfactory means of facilitating
 

BWAST I requirements.*
 

*Although the Directorate shelved a training manual for
 
department heads prepared by AED in 
1985, it appears interested
in developing and issuing guidelines for needs 
assessment and

other procedures. The Association of Traininq 
and Development
Officers (ATDO), however, has 
shown interest in adopting the AED

training manual 
for its own use.
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A systematic approach to identifying posts and
 

participants is 
not at present near reality. Despite AED's
 

efforts within just four ministries, different procedures and
 

methods of prioritization exist. 
 One training coordinator
 

accepted the recommendations of 
different department heads and
 

prioritized them for the ministry on the basis of seniority.
 

Another training coordinator is reluctant 
 to use the AED 

training plan as a method of prioritization because by the time 

requests are made for nominations, department requirements may
 

have changed. In May 1986, AED provided a training course for 

training coordinators which included a component 
on needs
 

assessment skills and, recently, a two-day course on
more 
 needs
 

assessment was conducted. 
 But there remains universal agreement
 

that training coordinators could benefit from more 
follow-up on
 

these efforts and still more 
agreement that department heads,
 

who are initially responsible for determining needs, should be
 

provided some training in this respect 
as well.
 

Both AED and the Directorate of Personnel 
appear ready to
 

look into the training needs of department heads; but, in doing
 

so, both should consider the effect this may have 
on the role of
 

the training coordinators. 
 The concern has been expressed by
 

AED that the training coordinators' role could be subverted if 

AED worked too directly with department heads rather than 

through the training coordinators who are, in fact, responsible 

for training in their ministries. If department heads are both
 

managers and specialists in 
their various fields, the training 
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coordinators should be specialists in 
training. Ideally, the
 

relationship between coordinators and department heads should be
 

strengthened, so that the specialized knowledge of training
 

coordinators on needs assessment could be 
more effectively
 

conveyed. All coordinators should be provided periodic
 

refresher courses in training-transmission skills to facilitate
 

this process. 

As noted above, the intention of AID in requiring 

submission of training plans under BWAST I was to ensure that 

the proposed training fit within a ministry's overall 

localization and training needs. It was a prerequisite of 

ministry involvement in BWAST I. As with SAMDP, nominations for 

training under a specific donor program would be 
requested from
 

each ministry via the Directorate of Personnel. 
 That request
 

would include a statement of the selection criteria by which
 

nominees would be judged. In order to enhance the chances of
 

obtaining appropriate nominees from the target ministries, AED 

often met with department heads and training coordinators to
 

personally explain the criteria as well as the types of training 

courses available in the United States. 

The names submitted to the Directorate would then be 

reviewed again by Directorate training officers to see if they 

met the stated criteria. Then they would be submitted to AID 

which had the opportunity to judge the nominees according itsto 

own 
criteria and make any final adjustments in the proposed
 

annual allotment of training slots.
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I Although the employment generation criterion of BWAST 


might have been applied at any or all of the points in the
 

selection process, eg., department head, training coordinator,
 

Directorate, AED, 
or AID, our interviews clearly indicate that
 

the criterion was not and
strictly, sometimes not even very
 

seriously, applied. In the first year, at least 
one ministry
 

attempted to justify each nomination according to the criterion,
 

but eventually found this effort too 
difficult. In its view,
 

the activities of the ministry 
as a whole were ultimately aimed
 

at employment generation---some individuals very directly
 

related, but those who simply served
even as support for the
 

others filled an essential 
role which should not be discounted.
 

Eventually, instead of attempting to 
justify nominations by
 

individual, the ministry justified nominations by unit 

activities under which the individual served. 

The Directorate of Personnel 
as well did not strictly
 

apply the criteria to the nominations presented to it from each
 

ministry. It did 
not press for narrative justifications from
 

the ministries---it accepted the numerical 
scores they
 

provided. For example, if 30 
out of 30 points were given by
 

ministries for the criterion "training will 
result in the
 

replacement of an expatriate 
or is for a localized position,"
 

the Directorate would simply convey this information to AID. For
 

its part, USAID did not 
reject any Directorate nominations.*
 

*It did, however, make adjustments in proposed training site and 
related matters. 
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B. MONITORING AND SUPPORT
 

Once a participant is chosen for external training,
 

several activities can take plece to enhance the effectiveness
 

of that training:
 

1) Pre-departure Briefing. This activity sets the tone of
 

the participant's obligations and duties with respect to his or
 

her training and role in Government--a role which continues
 

throughout the training period. Ideally the participant's
 

supervisor or department head should discuss with the
 

participant the objectives of the training, possible
 

specialization or research which coula be undertaken during
 

training to assist the department on his/her return, and any
 

ways in which the department can support and assist the
 

participant during training. No formal procedures are currently
 

in force for such briefings. If they are practiced at all, they
 

are ad hoc in nature and depend on the individual supervisor or
 

department head.
 

2) Cultural Orientation. The two largest donors, the U.S.
 

and the U.K.,do provide an orientation regarding cultural and
 

other aspects of the country of training. Social and cultural
 

problems encountered by trainees can have a highly disruptive
 

effect on training impact. An orientation prior to departure
 

can serve to alleviate the usual anxieties of the initial phase
 

of study.
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3) Monitoring. 
 Some participants have difficulties with
 

the academic program; 
 it may be too difficult or turn out to be
 
inappropriate to 
the needs or expectations of the 
participant.
 

The Directorate of Personnel 
has been very concerned with this
 

aspect of the training process. Until 1984 it did not 
receive
 

regLlar reports on each participant, but after a meeting with
 

AED/Washington representatives regular academic reports (1 times
 

per year) on 
each student are now provided to AID/Botswana,
 

AED/Botswana, the Directorate, and 
the department or ministry
 

concerned. 
 Where there are major problems, "exception" reports 

are delivered directly to USAID and the pertinent ministry.
 

grade point
 

These reports have enabled the ministries to deal with problem 
situations. .1 certain circumstances, the Directorate has even 

threatened to bring a participant back when his 

average was too low. 

4) Participant Reporting. 
 Participants are sometimes told
 

to write their supervisor, department head 
or appropriate
 

training coordinator should they have problems, but 
no clear
 

guidelines or formal procedures exist for regular reporting by 
the participants themselves. 
 One training coordinator noted 
a
 

concern that encouraging participants to bring problems to 
their
 
respective ministries might undermine the authority of AED which
 

urges participants to 
call collect whenever there 
are problems.
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5) Communication with the Participant. Although it should
 

be the responsibility of GOB to keep participants informed of
 

department 
or ministry programs, including news of job positions
 

and general 
news of Botswana, there are no formal guidelines or
 

procedures in place. Participants do hear of these points
 

through supervisors, work colleagues and friends an
on informal
 

basis. The survey findings indicate that while the majority
 

(86%) received some news 
about Botswana during training, only
 

47% received news about their employing agency (5.5% often), and
 

only 20% heard about their specific post (3.7% often) (See Table
 

12). The most frequent source was the Botswana Daily News
 

either through subscriptions, friends, colleagues 
or
 

supervisors. Some participants received 
an annual report from
 

their department or a ministry newsletter. Undergraduates
 

received news from home less frequently than short-term
 

participants. One positive aspect of the AED training plan
 

format was the designation of a contact 
person in the ministry
 

whose responsibility, in addition to responding to 
inquiries
 

from the participant, would be 
to keep the participant informed
 

of ministry affairs through provision of publications, etc..
 

Such a person is still designated in principle by 
some
 

ministries and the Directorate of Personnel's National Training
 

Plan calls for regularization of the practice. However, 

interviews indicate that at this time ministry practice in this
 

regard is entirely ad hoc. AED publishes a newsletter for its
 

Botswana participants, but this contains administrative
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information only. It has 
now been suggested by AED/Botswana
 

that the newsletter carry articles from traininq coordinators to
 

update participants on ministry activities, but no action has
 

been taken yet to that effect.
 

From the above, it 
is evident that the possibility exists
 

for a trainee to have almost no contact with his/her ministry
 

during the two to 
four years of absence for training. While it
 

is likely that informal contacts are maintained in many cases
 

and the participant is not left to function in a vacuum, the
 

strong impression remains that external 
training is something
 

like going to for
the hospital a serious operation. There is a
 

reluctance to discuss the approaching event and during the
 

operation one is largely cut off 
from one's previous state of
 

existence.
 

Training is often more effective if it is conducted with
 

reference to the environment in which 
it is to be applied.
 

External training need 
not be less relevant to Botswana or job 

conditions than in--country training. The National Training Plan 

mak.s clear that research work and specialization subject matter 

should as much as practicable be made relevant to Botswana. An
 

ongoing discussion between participant and supervisor regarding
 

the requirements of the department and the 
post, and the
 

application of training to local conditions, would 
serve to
 

enhance the value of academic training which tends to be
 

somewhat theoretical. Closer collaboration between participant
 

and supervisor would also greatly assist the process of
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reintegration and eventual utilization of 
the participants
 

knowledge and skills. 

Despite its shortcomings, the public sector has moved 

rapidly to improve on factors which influence training 

effectiveness. 
 The private sector is underdeveloped in this
 

respect. With the exception of parastatals and the larger
 

private sector companies which, like the 
public sector, have
 

designated training officers and training plans, the vast
 

majority of Botswana non-Government organizations have 
no
 

developed capacity for needs 
assessment and systematized
 

training. Actually, very little is 
known about tle private
 

sector's training needs. 
 To fulfill the requirements of BWAST
 

I, AED assisted the Botswana Employers' Federation in designing
 

a training plan in 1983 from which 
are drawn nominations for
 

participant training. These nominations were received in
 

response to 
notices placed in BEF training circulars,
 

publications and advertisements in national newspapers.
 

Considering BEF's membership of 
over 500 firms, these efforts
 

reach a significant proportion of 
private business in the
 

country, although 
it is not known just how representative it is
 

of small-scale enterprise, micro-enterprises and agriculture.
 

These nominations, while indicative of the 
immediate
 

desires of employers, give no sense 
of what the larger
 

priorities of the economy 
are and should be. They give no
 

guidance to USAID as to what the training for this 
sector should
 

emphasize. No one 
really knows what the long-run needs are.
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BEF's training committee, however, is made up of representatives
 

from the private sector, the Ministry of Labor and Home Affairs,
 

the Botswana Federation of Trade 
Unions, the Association of
 

Training and Development Officers, the Ministry of Finance and
 

Development Planning and representatives from parastatals and
 

others whose collective sense is likely to be predictive of the 

country's economic trends.
 

Nevertheless, the on
demand for more concrete information 


training needs has request an
led the BEF to assessment by AED
 

consultants which was scheduled to begin in October 1986.
 

Without company training plans, under BWAST I, the selection
 

system left much to be desired. There was little or no
 

documentation available on the nominating company and
 

justifications for selection were based as much on subjective 

conjecture as on analysis of sector needs.
 

As one would expect from a sector composed of hundreds of
 

companies, no standard formats exist for monitoring and support
 

of participants during their absence. 
 BEF encourages companies
 

to keep in touch with participants, but no formal guidelines are
 

provided to each company.
 

C. REINTEGRATION AND FOLLOW-UP OF RETURNED PARTICIPANTS
 

On a participant's return to Botswana, to 
his/her
 

sponsoring ministry and to 
a specific job position, several
 

potential problems may arise: a participant may have difficulty
 

in readjusting to a former or new job assignment, in applying or
 

introducing the new knowledge and 
skills learned in training, or
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in dealing with a variety of constraints to more fully utilizing
 

the training. Various factors 
can make the reintegration
 

process more effective: a de-briefing orientation; follow-up
 

and evaluation; and continuing support for iiaintaining and
 

transmitting to others the knowledge or skills learned in the
 

training program.
 

Interviews indicate that the GOB maintains no formal
 

de-briefing procedures. In the Unified Local Government
 

Service, the Council 
chief executive is responsible for
 

re-orienting returned participants to their job duties. In
 

other ministerial departments, a participant may meet with the
 

department head or supervisor to 
discuss the training program or
 

may just be shown a desk.
 

Periodic follow-up evaluation of returned trainees through
 

written surveys or other means is a way of monitoring the
 

reintegration process in 
"hich the continued utilization of
 

training is of primary importance. Follow-up evaluation will
 

also refect on the overall effectiveness of the training,
 

highlight problems in the planning or implementation stages, and
 

offer recommendations for future training.
 

At the present time, the only post-training evaluation
 

conducted by GOB is an annual appraisal by the Directorate of
 

Personnel which covers all civil service staff. The appraisal
 

form leaves room for remarks on the training experience, but
 

this is reportedly given slight notice. 
 Both the National
 

Training Plan and training coordinators noted the great need for
 

training of department heads in training evaluation techniques
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in order to ensure better assessment of skills and better
 

utilization of returned participants.
 

As will be elaborated on in the following section, the
 

survey findings 
indicate that the vast majority of participants
 

found their AID-training useful, 
but only slightly more than
 

half are able to apply their training to a great degree in the
 

workplace, due in large part, to 
a variety of constraints.
 

Resistance to new ideas by supervisors and colleagues 
was often
 

cited. This suggests that 
more could be done by Government to
 

facilitate 
a better utilization of participants' new knowledge
 

and 
skills developed through training. A more integrated
 

approach to training at the department-level, i.e., provision of
 

management training to 
department heads and supervisors and
 

greater communication between participant and 
supervisors during
 

training, might help alleviate such 
complaints and facilitate a
 

better utilization of participant skills upon return.
 

In addition to successful application of training by
 

returned participants in carrying 
out normal job duties, the
 

transmission of 
new ideas and skills to participants' colleagues
 

should be encouraged in order to 
produce a multiplier effect in
 

the workplace. Survey findings indicate that the majority of
 

returned participants often share their training with others,
 

mostly on an informal basis. Formal presentations, reports,
 

exchange of training materials, and on-the-job-training are
 

reportedly less frequent methods of 
sharing the training
 

experience. The example of the 
ULGS which regularly provides
 

instruction in teaching skills to senior staff to
its 
 better
 

equip them in transmitting their knowledge and 
skills to
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subordinates might be followed by 
other government departments.
 

Other techniques to encourage transmission of training include
 

involving returned trainees 
in planning and participating in
 

workshops and more formalized on-the-job training. An alumni 

association of returned participants might also be a way of
 

encouraging the maintenance and transmission of participants'
 

knowledge and skills.
 

The private sector 
probably faces similar challenges on
 

the return of a participant. Some have indicated that the
 

private sector companies may be more likely than the public
 

sector to quickly evaluate the training 
to see what new skills
 

may be put to profitable use. Our survey sample of the private
 

sector is 
too small to warrant discussion, but interviews
 

suggest that one 
cohort might find fewer constraints to
 

immediate application of the training: self-employed
 

individuals. 
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V. TRAINING UTILIZATION 
- SURVEY FINDINGS
 

The survey of returned participants was undertaken to
 

examine how effective USAID training has 
been to date under the
 

SAMDP and BWAST I projects, as well 
as to provide baseline data
 

as a reference point for further evaluation of training under
 

BWAST II. 
The survey primarily focused on post-training
 

utilization issues rather than 
on planning and implementation
 

activities. The successful utilization of training by
 

participants is a fundamental criterion 
for judging how
 

effective USAID training 
has been in making a positive impact on
 

participant's performance, 
as 
well as on proper planning aid
 

implementation of the training. 
 It could be argued that
 

successful utilization of training by participants in their jobs
 

leads to enhanced ogranizational effectiveness which may, 
in
 

turn, have a positive impact on 
host country development.
 

The variables used 
in this study for examining training
 

utilization include career development indicators (e.g.,
 

promotion patterns, level of responsibility, professional
 

recognition); 
the quality of training (e.g., relevance,
 

appropriateness, and 
other unintended benefits); application of
 

training on-the-job (e.g., 
innovative behavior, constraints to
 

application, receptivity of 
colleagues to new or
ideas change);
 

transmission of training to others 
(sharing knowledge and skills
 

formally or informally); and maintenance of training through
 

continued professional development.
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The following discussion presents the findings from the
 

survey in the above areas 
and includes recommendations where
 

appropriate. Notable differences and 
apparent trends among
 

selected subgroups of the total sample (e.g., gender, project,
 

short-term vs. long-term training, type of degree, and civil
 

service grade) are also discussed where applicable. Statistical 

tables referred to in the findings are presented together in 

Appendix I. 

A. CAREER DEVELOPMENT
 

The majority of survey respondents (83 percent) knew what
 

job they would return to, and most 
(88 percent) are currently in
 

a job related to the area 
of their training (see Tables 13 and
 

14 in Appendix I). This reflects positively on project planning
 

and training design, 
as well as on the reintegration of
 

participants into appropriate jobs upon their return 
from
 

training.
 

Table 13 further shows that the participants who didn't
 

know to what job they would be returning were mostly
 

undergraduates, of whom many 
were the Trustfund students who had
 

not been employed prior to training.
 

The small percentage (11 percent) of participants who a.-e
 

not in training-related jobs include several 
who have been
 

transferred to other departments. Table 14 further shows that
 

most of these participants are in policy-making or
 

administrative positions (i.e., 
 Superscale and General
 

Administrative grades) who participated in 
short-term programs.
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This might reflect a shortage of managerial personnel who may be
 

transferred to 
other departments as the 
need arises.
 

Of those who reported civil service grades for both before
 

and after training t69 participants), 
more than two-thirds (68
 

percent) were 
promoted after training, either within the 
same
 

grade or to another grade. More 
than 50 percent of participants
 

in Professional and General Administrative grades at the time of 
training reported being promoted within their respective grades; 
whereas, more than 50 percent of participants in Technical 

grades were promoted to Professional grades after training. 

This corroborates the earlier discussion of promotion patterns
 

for the total population which 
suggested that AID-training has
 

led to a professionalization and general upgrading of the GOB 
civil service. Of those survey respondents who reported no
 

promotion activity (32 percent), 
more 
than half attended
 

short-term programs, suggesting that long-term training does
 

contribute to career advancement. Although there is 
no official
 

connection between training and promotions, almost half the
 

survey respondents (44 percent) claimed that their promotions
 

were related to their AID-sponsored training. 
 Further, more
 

participants in graduate training received promotions than
 

participants in undergraduate or 
other degree training. A
 

closer analysis of the 
various subgroups 
shows that there are no
 

notable differences in promotion patterns between males and
 

females. 
 (See Table 15 in Appendix I.)
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Table 16 
shows that almost two-thirds of participants
 

surveyed (62 percent) reported having more 
responsibility in
 
their jobs after training, with only 3 percent reporting less.
 

However, a surprisingly high percentage of participants (17 
percent) claim that their training is 
not properly recognized,
 

in terms of promotions or level of responsibility (see Table 
17). Several participants complained that others with 
similar
 

training were promoted, or that they were not given enough
 

responsibility. 
 Further, a close look 
at the number of
 

participants who notwere promoted (32 percent) reveals that 
almost half (41 percent) were 
in degree programs. These
 

findings suggest that long-term training does 
not necessarily
 

lead to career advan.ement.
 

Recommendation: 
 Given this apparent movement of
technicians into professional and administrative positions
after training, USAID might consider providing more
management training where appropriate. USAID should also
monitor cases 
where long-term participants, especially at
the graduate-level, 
are 
not given adequate recognition for
their training in relation to 
others with similar training.
 

B. QUALITY OF TRAINING
 

Factors contributing to the overall quality of training
 

include its 
relevance to participants' jobs and to 
conditions in
 
the host country; its appropriateness in content, technical 
level and length; the availability of training resources such as 
laboratory facilities, instructional naterials, etc.; the amount 
of practical training in the 
program, i.e., opportunities to 

practice the skills being learned in addition to a theoretical
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orientation; the amount of 
new knowledge and skills that are
 

presented; and other unintended benefits gained from the
 

training experience. Each of these components in the training
 

program can 
affect the level of the participant's satisfaction
 

with the overall program, which in 
turn may affect the degree to
 

which the participant utilizes the training.
 

Overall Satisfaction
 

Based on levels of satisfaction expressed by participants
 

with their training programs, the survey findings suggest that
 

the quality of training under SAMDP and BWAST 
I has been quite
 

high. Accordingly, the majority of participants (62 percent) 

reported high levels of overall 
satisfaction with their training
 

programs, with another 30 percent moderately satisfied. Only 

4.6 percent of the sample reported any dissatisfaction (see 

Table 18). 

As shown in Table 18, satisfaction levels varied somewhat
 

among selected subgroups. Accordingly, participants in 
General
 

Administrative grades appeared to be more satisfied with their 

programs than those in Superscale or Technical grades who 

reported more moderate levels of satisfaction. A larger 

percentage of females appear to be 
more satisfied than males;
 

and long-term participants at the graduate-level seem to be more
 

satisfied overall than other degree or 
short-term participants.
 

Although less than one-third of 
the survey sample originated 

under the BWAST I project, a larger percentage of these 

participants reported higher satisfaction levels than those
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originating in the SAMDP project. One 
possible explanation may
 

be a change in contractors for the BWAST I project, althougn 
it
 

is too early in the project cycle to draw further conclusions.
 

A more sophisticated analysis would be required to 
determine why
 

some groups seem to be more satisfied than others.
 

Program Content, Relevance and Practical Experience
 

Table 
19 indicates that high levels of satisfaction were
 

reported with overall training 
content (92 percent),
 

availability of training resources (82 percent), program
 

relevance to participants' jobs (80 percent), and program
 

relevance to Botswana (71 )ercont). A somewhat lesser
 

percentage of participants were highly satisfied with the 
amount
 

of practical experience in their programs (62 percent). Upon
 

closer examination of various subgroups, no notable 
differences
 

are evident in satisfaction 
levels with program content or
 

relevance to work; but short-term and non-degree, long-term
 

participants appear to be more satisfied with the amount of
 

practical training in their programs and 
tneir relevance to
 

conditions in Botswana. This may be explained, in part, by the
 

fact that academic degree-training in tne United States tends to
 

be more theoretical and less geared to the developing country
 

context.
 

Training Appropriateness
 

Almost everyone thought the technical level of their
 

program was appropriate (90 percent), and the majority (71
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percent) thought that their programs were adequate in length.
 

Understandably, comptaints by 27 percent of the participants
 

that programs were too short came from participants in
 

short-term training which frequently consists of intensive
 

programs with ambitious and overloaaed schedules. 
 (See Tables
 

20 and 21.)
 

New Knowledge and Skills
 

A majority of participants (71 percent) reported acquiring
 

high levels of new knowledge and skills from their training
 

programs, with less than 2 percent reporting none. As shown 
in
 

Table 22, participants who reported only moderate amounts of 
new
 

knowledge and skills tendea to be those in snort-term programs.
 

This suggests that some participants may have difficulty in
 

absorbing new concepts and techniques in too short of a time
 

span. Also, a larger percentage of participants in Superscale
 

grades report a more moderate gain in new knowledge and skills
 

than other grades, which might suggest that these participants
 

are being over-trained.
 

Other Benefits from Training 

AID policy in Handbook 10 highlights the importance of the 

non-technical aspects of training which ". . .are provided to
 

enable Participants to gain an appreciation of United States
 

institutions, attitudes, and values." Table 23 shows that 75
 

percent of the sample population reported having other benefits
 

from their training experience beyond the technical component.
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Of about 60 written comments made in this regard, 45 

mentioned the cross-cultural experience as a major benefit. 

These references included exposure to U.S. lifestyle and 

American culture, as well as opportunities to share experiences
 

with peers from other countries. Other benefits mentioned 

included making professional contacts, exposure to a different 

socio-political 
system, ana exposure to modern techniques. Many
 

participants commented in the questionnaires on areas of
 

professional growth, especially in terms 
of being more motivated
 

and having better analytic and problem-solving skills as a
 

result of training. Many participants also reported a change in
 

personal attitudes including becoming more confident, more
 

responsible, and more 
tolerant of differing viewpoints.
 

Recommendation: Although the foregoing analysis
 
suggests that the quality of AID-sponsored training is
 
quite high, USAID may want to review the training

implementation plans for long-term academic participants
 
to ensure the provision of practical training; and for
 
participants in Superscale grades to ensure that the
 
proposed training is appropriate.
 

C. PERSONAL ADJUSTMENT PROBLEMS
 

The successful training experience depends, in large
 

measure, on the adaptability of participants to a new cultural
 

environment and a very different experience. The phenomenon
 

associated with sociocultural adjustment problems liKely to be
 

encountered in a foreign country with different customs is
 

commonly referred to as "culture shock." Adjustment problems
 

can also occur when participants return to their home country
 

after a long absence. As an integral part of the training
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program, cultural orientation (whether before departure or in
 

the country of training) is intended to alleviate culture shock
 

and assist the participant in adjusting to the new cultural
 

environment. Similarly, reintegration support by both USAID and
 

the Host Government is intended to facilitate a participant's
 

re-entry and readjustment to the home country and reintegration
 

to a specified job. Without such support, a participant may not
 

fully benefit from the overall training experience which, in
 

turn, could diminish the subsequent utilization of that training
 

back home on-the-job.
 

Sociocultural Adaptation During Training 

The majority of participants surveyed (64 percent) did not 

appear to have any sociocultural problems during their training 

experience. It is noteworthy, however, that more than one-third
 

(34 percent) did encounter some difficulty (see Table 24). The 

most frequently-mentioned problems related to coping with a 

different culture and lifestyle and included such factors as the 

fast pace of life, the individualistic nature of Americans, and 

some difficulty in social interaction with Americans. Other 

problems mentioncd included differences in dress, fooo and 

eating habits; the climate--especially difficult winters; the 

high standard of living; general ignorance of geography 

including Africa (let alone Botswana); homesickness; the
 

differing education system; and problems in understanding
 

American English.
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An analysis of various subgroups reveals that participants
 

funded under the SAMDP project appear to have had more
 

sociocultural problems than those under BWAST I. Also, the
 

group funded under SAMDP and then transferred to BWAST I
 

reported even more problems. These findings might be a
 

reflection of the transition in contractors from one project to
 

the other. Female participants also appeared to nave more
 

sociocultural adjustment problems 
than males; and undergraduate

degree participants reported having more problems than other
 

long-term participants. While it's difficult to say why females
 

might have more adjustment problems than males, one mignt
 

speculate that undergraduate participants are less experienced
 

or mature than graduate-level participants.
 

Re-Entry Problems
 

Table 25 indicates that participants had more problems in
 

receiving support from their supervisors and re-adjusting to
 

bureaucratic procedure upon 
their return than with re-adjusting
 

to 
the Botswana life-style and family expectations. Almost
 

one-third of the survey sample reported serious 
problems in 

receiving re . try support, with an additional 13 percent having 

some difficuIty. Also, a sizeable number of returned 

participants (35 percent) had difficulty in re-adjusting to
 

bureaucratic procedures; 12 percent reported problems in
 

re-adjusting to family expectations; and 9 percent had problems
 

re-adjusting to the Botswana lifestyle.
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While 	there are 
no apparent differences between males or
 

females 
in receiving support from supervisors upon return, there
 

did seem to be some 
important differences among other
 

subgroups. 
 For example, participants in Technical 
grades
 

reported having more 
support problems than participants in
 

General Administrative and Professional grades. Participants in 

Superscale grades understandably reported the least difficulty, 

given their position at the top of the "ladder." Also, more 

than half the participants in undergraduate programs reported 

some difficulty compared to only 35 percent of other long-term 

participants. This may be 
attributable to 
the situation of Lhe
 

Trustfund students who 
had no designated job upon their return.
 

Table 	26 demonstrates that participants with 
no
 

sociocultural adjustment problems reported higher levels of
 

program satisfaction; however, further analysis suggests that
 

adjustment problems do not seem to influence the level of 

training application. 
 It is further shown that participants
 

with adjustment problems during training 
in the United States
 

also tend to be those with 
more re-entry difficulty in general.
 

Recommendation: 
 The importance of cultural 
orientation

before participants' begin training should be stressed in

the project design and implementation stage. Also,
procedures for reintegration support by the GOB and USAID
should be clarified and/or strengthened where Inadequate.
 

D. 	 TRAINING APPLICATION
 

The application of specific knowledge and 
skills learned
 

from the training program is 
at the heart of training
 

utilization. 
 In order to be applicable, the training must be
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beneficial 
in terms of relevance and appropriateness, and there
 

must be an environment conducive to encouraging the application
 

of new knowledge and 
skills. Such factors as adequate
 

resources, administrative support, and general receptivity on 

the part of colleagues and supervisors to a returned trainee's
 

innovative behavior are essential for ensuring full application 

of the training. 

Overall Training Usefulness 

Table 27 shows that most participants (93 percent) claim
 

their training is beneficial in carrying out their job 

responsibilities. The only notable variation among subgroups is 

with the group of BWAST participants who report a lesser degree
 

of usefulness. However, this may be due 
to their more recent
 

return and less time to 
use their training. Many participants
 

commented that their training experiences have generally
 

increased their professional abilities, especially in 
the areas
 

of planning and management skills, problem-solving,
 

decision-making, and communication skills. 
 It should be
 

recalled that these skill 
areas constitute the chief training
 

objectives in the SAMDP and BWAST I projects. 
 One participant
 

trained in procurement and contract negotiation, for example,
 

is responsible for overseeing 
all aspects of GOB purchasing as
 

Director of Supply. 
 He claimed that his training was most
 

beneficial in his negotiations with competing companies for
 

services and products. 
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Of those who reported that their training is not currently
 

useful 
(7 percent), several participants mentioned feeling
 

underutilized. 
 Others explained that their current jobs require
 

more administrative attention rather than the technical
 

expertise for which they had 
been trained. For example, the
 

Principal of the Botswana Agricultural College who was trained
 

in agriculture regards his current administrative
 

responsibilities as 
a waste of resources. Rather than studying
 

policy issues and academic methods, 
he finds himself bogged down
 

in such details as whether meat or milk supplies are being
 

misused.
 

Table 28 indicates that more than half of the survey
 

sample (58 percent) reports high 
levels of applying the
 

knowledge and skills from training in their current jobs.
 

Certain subgroups 
appear to have higher application levels than
 

others. For example, participants in Technical grades report
 

higher application levels than those in Superscale grades.
 

Also, participants in 
graduate programs appear to be higher
 

utilizers than other long-term participants. A more
 

sophisticated analysis would be 
required to identify the
 

variables which corollate with 
high utilization. No notable
 

differences are evident, however, between males and females,
 

participants under different projects, or 
the time elapsed since
 

training. 

Constraints to Application
 

Slightly more 
than half the survey sample (51 percent)
 

report some to many constraints to applying their training more
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fully in their jobs (see 
Table 29). The most frequently-cited
 

constraint is 
resistance by colleagues and/or supervisors to
 

changing their methods 
or ideas (this was mentioned 25 times in
 

the written questionnaire). Several participants explained that
 

supervisors may feel threatened by 
new ideas or proposals due to
 

their own 
lack of training or initiative. Other explanations
 

given for why ideas or proposals are rejected or "blocked"
 

include a rigid bureaucracy with entrenched methods; training is
 

not 
sufficiently recognized for recommendations or proposals 
to
 

be taken seriously; supervisors lack management skills to
 

properly delegate work; and inapplicability of some U.S. methods
 

to conditions in Botswana. 
 Of the various subgroups,
 

undergraduates and participants in 
General Administrative grades
 

appear to 
encounter more constraints than other participants.
 

One example given to illustrate a common constraint to
 

introducing a new 
method involved a participant trained in
 

Pharmacology who proposed using 
a tablet-counter for counting
 

pills as it would be more 
hygienic than the current practice of
 

counting with hands. 
 However, because the tablet-counter is a
 

slower method, her colleagues rejected the use or reasoning of
 

this new tool.
 

Another fundamental and pervasive constraint cited by
 

participants is the lack of 
financial and material 
resources,
 

and trained staff required to support the application of
 

participants' training.
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Innovative Behavior
 

Perhaps because of the variety and extent of the
 

constraints identified above, especially resistance to change,
 

only 49 percent of returned participants surveyed able to
are 


introduce new ideas or changes in their joa or work
 

environment. In addition, only 42 percent 
.-eport high
 

receptivity levels by their colleagues to 
these new ideas (see
 

Tables 30 and 31).
 

A closer analysis suggests that some subgroups are more
 

effective innovators 
in their jobs than others. For example,
 

participants in Professional and Superscale grades are 

apparently able introduceto new ideas or changes in their jobs 

more easily than those 
in other grades, with participants in
 

General 
Administrative grades and undergraduates reporting more 

resistance by their colleagues. One explanation for this trend 

may be that participants in professional and policy-making
 

positions exert more influence in their jobs. 

Despite the various constraints to more fully applying 

training, many participants have indicated 
greater involvement
 

in number of activities as a result of their training. As shown 

in Table 32 for example, 30 percent of participants surveyed are 

more involved in formulating policy since their training.
 

Greater involvement in proposing 
new projects is also notable
 

for about half the survey sample (50 percent); e9 percent report
 

more involvement in improving existing programs 
or services; 43
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percent are more 
involved in revising or developing operating
 

procedures; 35 percent are more involved in research activities; 

34 percent report more participation in planning committees; 
and
 

12 percent are more involved in publishing original 
works.
 

While participants in Professional 
grades seem to be more
 

involved in developing new projects and 
research activities as a
 

result of training, those in General 
Administrative and
 

Superscale grades appear to 
be more involved in making
 

improvements in programs or 
services. Participants in General
 

Administrative grades also 
seem to be more involved in
 

developing or 
revising operating procedures and planning
 

workshops than other grades. 
 The only area where participants
 

in Technical grades seem to be 
more involved is improving
 

prog, ams or services. 

A number of participants provided examples of 
new ideas or
 

methods they have been able to 
introd, -" their jobs since
 

returning from training. 
 These include developing new
 

approaches to 
managing work by redistributing the delegation of
 

authority; revising operations to speed up the work flow (unlike
 

the tablet counter:); using visual aids for marketing a product; 

initiating a monitoring and follow-up evaluation plan for 

projects with a questionnaire schedule and data collection 

methods; conducting different kinds of experiments to test
 

soils; and establishing 
a lounge for employees where ideas and
 

differences can be 
aired.
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An example where training resulted in a change of work
 

procedures includes 
one participant in a short-term observation 

tour of the U.S. swine production industry. He returned with 

plans to "revolutionize" his pig-farm operations as a result of 

his exposure to more modern techniques. He plans to re-design 

the structure of his pens, change methods in feeding lactating 

sows, 
and notch the ears of piglets for identification
 

purposes. He is also Chairman of the Local Pig Producers 

Association and will be holding a meeting soon 
to share these
 

ideas and methods with other farmers.
 

An example where training resulted in a change of policy
 

includes a participant who attended 
a short-term observation
 

tour in the United States to 
explore the post-secondary
 

education system. He was especially interested in observing
 

differences between the U.S. and 
British systems and conditions
 

under which Batswana students live in the United States. 
 As a
 

result of 
this training, this participant now encourages
 

students to spend two years of study at the University of 

Botswana before going for studies in the United States. 
 He 

feels that this will enhance their academic success while
 

reducing academic "culture shock." He is also better able to 

help prepare students by better understanding the academic 

frustrations and sociocultural problems that students may 

encounter in the United States.
 

Another example of a positive result from exposure 
to
 

different methods or systems as 
a result of training was
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provided by a participant who went for graduate work in aviation
 

management. As head of the Department of Civil Aviation, this
 

participant reported that exposure to 
U.S. regulatory procedures
 

and 
the different agencies responsible for aviation operations
 

provided him with new 
ideas for managing all aviation functions
 

under his department. 

Long-term training appears to 
be more incremental in its
 

impact by providing participants with a broad foundation in
 

their field of specialization, rather than focusing on 
specific
 

,kills or methods. One participant, for example, who went for
 

undergraduate training in Cultural 
Anthropology is curreaitly
 

Curator of Ethnology at the Botswana National 
Museum. He claims
 

that his undergraduate work led 
him to develop ideas for a
 

two-year research project that he 
has been conducting since his
 

return on cattle earmarking. 
 This research is contributing to
 

his department's work in documenting different cultural 
patterns
 

among Botswana's numerous ethnic groups.
 

Involvement in 
Planning Program and TrainingApplication
 

Participation in 
the design of a training program has been
 

associated in 
the past with higher levels of training
 

utilization and with the 
quality of the overall training
 

experience. Participants were 
asked about their role in
 

planning their particular programs, and more than half (57 

percent) indicated some involvement. Of these 63 percent 
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planned content, and about 28 percent were involved in choosing 

their training location and planning training objectives (see
 

Table 33).
 

While there is no notable difference in satisfaction 

levels between participants who helped plan their programs and 

those with no involvement, there seems to be higher levels of 

training application reported by participants with some 

involvement. Further, participants in Technical grades appear 

to have been 
more active than other grades in planning their
 

programs, as did participants in graduate-degree programs. It
 

was demonstrated earlier (see Table 28) 
that these groups also
 

reported higher training application levels. Thus, the data
 

suggest that there may be a relationship between participation
 

in planning one' program and the degree to 
which the tra',ning is
 

then utilized.
 

Recommendation: 
 While the majority of participants are
 
reportedly using their training, ways to 
facilitate a
 
greater application should be explored. The constraints
 
encountered by returned participants to more fully

applying their training should be carefully examined and
 
taken into consideration in the training design. An 
integrated approach to training 
at the department- level
 
might alleviate some of the resistance felt by

participants in attempting to introduce new 
ideas or
 
changes. Also, given a possible relationship between 
program planning and subsequent utilization, attempts
should be made to involve participants more in planning
the content, location, and objectives of their training 
programs. 

E. TRANSMISSION AND MAINTENANCE OF TRAINING
 

Despite the various impediments to introducing new ideas
 

or changes in participants' jobs as discussed above, 59 percent
 

of the survey sample claim 
to share their training frequently
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with colleagues (see Table 34). 
 Only five participants reported
 

not sharing their training at all. As reflected in Table 35, 
informal discussion 
was the most frequently-cited method of
 

sharing training (68 percent), followed by on-the-job training
 

(32 percent). 
 The exchange of materials, formal presentations,
 

and written reports were less frequently mentioned.
 

Participants in General Administrative grades report
 

sharing their training 
more than their colleagues, especially
 

on-the-job-training. 
 The data also suggest that participants 

outside of Gaborone share their knowledge and skills through 

on-the-job training frequentlymore than those based in Gaborone. 

Table 36 reflects that only 17 percent of the survey 

sample is in frequent correspondence with a professi-onal contact
 

met through training or 
with the training institution itself.
 

However, more 
than half the sample has had some contact since 

training. Females and undergraduate participants tend to be in 

more frequent correspondence with their training site or a
 

professional contact than 
other participants.
 

Almost half the participants (44 percent) have joined 

professional associations 
since training, and almost two-thirds
 

(62 percent) receive professional publications. A slightly 

larger percentage of participants in Professional grades have 

joined professional associations with those in TecoInical grades 

the least. 
 No notable differences among other subgroups 
are
 

evident (see Tables 37 and 38).
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Recommendation: 
 To facilitate the transmission of
training by returned participants, USAID in collaboration
with the GOB should consider mounting specialized
workshops and formalizing on-the-job training.

Consideration might also be given to establishing an
alumni association of returned participants.
 

F. 
 SURVEY CONCLUSIONS AND RECOMMENDATIONS
 

In sum, the 
survey findings demonstrate that most
 

AID-sponsored participants under the SAMDP 
and BWAST I projects
 

have been promoted and report more responsibility in their jobs
 

since their training; participants are highly satisfied with the
 

quality of their training in terms of content, technical level, 

relevance, and appropriateness; most participant not 
seem
 

to 	 experience any serious adjustment problems during their 

training or upon return, with the possible exception of 

receiving adequate support from supervisors back on-the-job; 

most find their training useful in carrying out their jobs and 

report high levels of using their training; and most share the
 

knowledge and skills from training with others, mostly on an 

informal basis. 

The few areas highlighted in the survey findings to which 

USAID, AED, and the Government of Botswana might want to 
direct
 

closer attention include the following: 

o 	more practical training for participants in degree 
programs should be prnvided; 

more management training should 
be 	provided for

participants who are likely to 
be 	promoted to more

administrative positions after training;
 

o re-entry orientations and re-inter;ration procedures should
 
be strengthened where inadequate;
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s 	 post-trairing job status of participants' should be
 
monitored periodically to ensure that participaits'

training is sufficiently recognized, and that they have
 
adequate opportunities to apply their training;
 

o 	various constrdints preventing participants from applying
 
training should be monitored and alleviated where
 
possiole--this might include a more integrated approacn 
to
 
training at the department-level; and
 

e 	consideration should be given to providing returned
 
participants with more opportunities to share their
 
training perhaps through specialized workshops, formalized
 
on-the-job training, and/or the establishment of a
 
returned participant alumni association.
 



VI. CONCLUSIONS AND RECOMMENDATIONS
 

FOR FUTURE STUDY AND IMPLEMENTATION OF BWAST II
 

A. FUTURE TRAINING ACTIVITIES
 

It is evident from the above analysis that training 

provided under SAMDP and BWAST I has 
rasponded well to the
 

stated and felt needs of Governm7t, that it is appropriate to
 

the participants' requirements and reasonably well-utilized by
 

them in their posts. It is, however, likely that training could
 

be made more appropriate and be better utilized if a variety of
 

effectiveness factors 
were improved upon. These factors inctude
 

the 
needs assessment process, department/ministry monitoring and
 

support, reintegration, post-training evaluation and 
utilizotion
 

facilitation measures. 
 These factors are in large part subject
 

to Government policy and control. 
 The new National Training
 

Plan is a useful step in 
the direction of systematizing and
 

developing practices which will 
facilitate the efficient
 

operation of each of 
the above factors. The Directorate of
 

Personnel should move to develop specific guidelines to assist 

training coordinators 
in each aspect of the training process and
 

perhaps to enhance the authority of training coordinators with 

regard to department heads and supervisors. To date, the good
 

working relationship between Government and the BWAST I and 


project contractor, AED, 
has been enormously beneficial to the
 

formulation of 
a training process. It is time for the details
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of 	that process to be filled in and hopefully AED can provide
 

the Directorate with resources it needs in this 
respect.
 

* 	 It is recommended that the management of training
 
component under BWAST II include 
use of short-term

in-country training and consultancies emphasizing
development of needs assessment and post-training

evaluation skills among training coordinators,

supervisors and department heads. 
 In 	doing so,

consideration should be 
given to ways of utilizing

training coordinators to transmit or at least provide
follow-up to formal training in these skills in order 
to avoid undermining their authority as ministry
training experts. Only nine person-months of
in-country technical assistance have been allocated 
each year under BWAST II. 
In 	view of the numerous and
 
pressing needs which can be answered by this
 
assistance, expansion of activities and resources in

this area should be considered. 

e 
Survey results indicate returned Darticipants found

their greatest constraint to utilization in resistance 
of 	supervisors and colleagues to 	 new ideas and
procedures. in addition to activities planned or 
already carried out by the AED training office,
short-term training, both external and in-country,
could assist in facilitating the productive

relationship between participants and supervisors by

providing management training to supervisors and
 
departirent heads. 
 In other words, training might be
 
better utilized within departments to maximize impact
 
on 	 the organization. 

o 
While Government has benefited significantly by the AED
 
focus on training management issues under BWAST I, the

private sector and parastatals have received little
 
attention. The pending private sector needs 
assessment
 
is an important step. AID and AED should ask the needs
 
assessment consultants to assess the current project

allocation of resources 
for this sector between long

and short-term external training and between 
short-term

external and short-term in-country training. The 
argument can be made that short-term training is more
relevant to the 
needs of small business entrepreneurs

who cannot afford lengthy absences for themselves or
 
their employees. Innovations in 
time frame, location,
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and types of courses should be examined to meet private

sector needs. Availability of non-degree external
 
training, such as 4-6 
month on-the-job training in

relevant U.S. businesses while attending business 
courses at local colleges, should be explored andinformation on these opportunities disseminated to theprivate sector. Short-term in-country training should
 
be made available in locations other than Gaborone, 
if
the demand exists. It has been suggested, for example,

that short, night courses in accounting and bookkeeping

practices could be 
given to area businessmen at a
Francistown location 
at greatly reduced costs and

likely higher attendance than has 
been the case in more

formal institutional settings. 

B. FUTURE STUDIES
 

The BWAST II project paper includes proposals for a 

variety of evaluation studies as well as follow-up to the
 

present evaluation. There muchis to be said for maintaining an 

improved institutional memory at the USAID mission, not the
 

least of which would be the savings in costs under future
 

studies. A databank has 
now been established and a survey
 

undertaken on participant training, but 
a number of options lead
 

from these activities which AID may want to consider:
 

a The databank might be expanded to 
include all external
 
training since 1973 
(roughly 350 additional
 
participants). 
 The L.;e of such a database at this
 
point may be negligible unless it is intended to
perform a study such 
as that conducted here. The
 
condition of Mission files would also determine costs

involved and potential benefits derived from this 
activity. 

* A databank might be established for all future
 
in-country training. In view of the ever-increasing
importance to Government of in-country training, it isadvisable that AID take early steps to establish such 
a
 
database for purposes of future analyses which might

assist development of its in-country training programs.
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It is 
highly recommended that USAID/Botswana continue
 
to update and expand 
on the present databank for
 
returning BWAST I and BWAST II participants.

Information on 
grade, current job, location, etc. might

be collected in 
a brief 1-2 pag, exit interview form
 
submitted directly to 
AID or through AED. Even without

conducting a survey, data 
on the total population and
 
sub-units of that population can be extremely

informative and would provide useful 
and rapid
 
responses to questions often submitted by
AID/Washington regarding training fields, sponsoring

ministries, gender ratios, etc..
 

* 
AID should explore the possibility of utilizing AED's
 
databank for its own 
purposes. Reportedly, AED
 
collects such information as academic scores and
biodata on each participant. 
 Use of this data source

would save 
both time and funds, particularly in any

filture studies focusiog on external rather than
 
in-country events.
 

@ It is recommended that surveys be kept to 
a minimum in
 
order not to alienate the participant population and

skew future responses. Some participants have
 
complained about the number of 
surveys they have been
asked to 
respond to, and it is not unlikely that this
has diminished the overall 
resoonse rate for this
 
survey. It is possible, for example, that some AID
 
participants were surveyed in 1981 
by a USAID
 
consultant, in 
1985 by USAID directly, in early 1986 by

DOP, and finally by the current study. This does not
 
even count interviews conducted during project
 
evaluations.
 

o Notwithstanding the above, 
a follow-up effectiveness
 
survey of participant training should be conducted in
 
or 
after 1990 when the first BWAST II participants will
have returned and all 
BWAST I participants will have

been back long enough for their responsibilities and
 
roles to be well-defined.
 

@ Pending the results of 
PPC/AID's impact methodology
 
studies, an analysis might be conducted on the impart
of the training at the institutio: 1l level. Several 
institutions within several sectors and several kinds

of training could be examined. The role of
effectiveness factors in enhancing impact should be
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explored, and 
the study might be performed with a view
 
to contributing to AID 
and GOB policy regarding both
 
current participant training 
as 	well as possible

development of assistance measures 
designed to

intensively support specific institutions (perhaps

employment generation ones) as well as general

improvement of Government management methods.
 

USAID/Botswana project managers requested guidance 
on 	the
 

proposed conduct of an effectivenss/impact study similar to 
this
 

one focusing on the technical assistance provided under the 

SAMDP and BWAST I project: Accordingly, the following 

recommendations are suggested: 

o 	Although best implemented in conjunction, technical 
assistance and participant training, it can be argued,
should be evaluated in different ways. More subjectiv'
evaluative methods are required in order to assess

technical assistance effectiveness and impact, because
 
database and mass survey techniques applied to small
so 

a population are 	 useful.
simply not 	 Presuming they are

all present in-country, each and every technical
assistant can be interviewed. In view of their small 
numbers and as they are each working in widely
disparate subject areas and often performing different
 
functions, it is important that every 
case be
 
examined. OPEXers replacing civil 
servants should beviewed within the context of their organizations, and 
therefore supe,'visors and colleagues should be
interviewed. For those performing training functions,
ie. running workshops or seminars, a survey of
participants might be conducted. Although assessment 
of technical assistants boils down to a subjective
 
sense of whether their scope of work 
was both adequate
and ade-quately fulfilled, it is possible to make bolder 
statements regarding the 
impAct of a technical

assistant, as 
opposed to a trainee, because his her
or 

direct impact is 
likely to be much more evident. A

technical assistant is 
brought to Botswana to have an
impact on an organization or, as in the case of
 
short-term training, on participants in workshops and
 
seminars. Participant training is provided to 
have an
impact on an individual who may in time have 
an 	impact
 
on his organization. A direct connection between the
technical assistant and his output is more easily

identifiable....more easily, 
but not easy. It remains
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a largely subjective subject. In illustrating the
employment generation criterion, the BWAST 
II project
 
paper took as a concrete example a technical
 
assistant's role in formulating the Financial
Assistance Policy which has resulted 
in creation of
 
roughly 3,000 jobs 
to date. While the link between the

OPEXer and the 3,000 jobs is 
not really decisive unless
he was the sole originator of the FAP (and the policy's

implementors bear large responsibility and credit 
as
 
well), no 
such example could be provided to show that

participant training has 
led directly to such
 
policies. There is, however, a point where the
participant training and technical 
assistance do bisect
 
each other. That is where the 
training was performed in
order to localize a position held by an OPEXer. A
study of the impact of OPEXers or future study of the

impact of participant training on an organization might

examine several such cases. 

@ Short-term, in-country training is the wave of the 
future in Botswana. Ten years from now only a few
speciliized individuals will be sent abroad for
long-term training purposes. Training will 
be utilized
 
to upgrade already existing skills or to introduce
 
select new ones, 
rather than to prepare civil servants
 
or private sector 
staff to fill major gaps in manpower

needs. 
 The training that short-term technical

assistants provide should therefore be 
assessed with a
 
view to responding to future requirements most
 
effectively.
 

C. PROJECT REQUIREMENTS: EMPLOYMENT GENERATION
 

As noted previously, specific 
needs for training expressed
 

in each of the National Development Plans (4, 5 and 6) were 

closely linked to the AID programs, SAMDP, BWAST I and BWAST
 

II. Although no training provided by 
one donor would satisfy
 

all of Government's needs in this 
respect, AID provided training
 

that has been of relevance and utility to the returned
 

participants. It 
is training that is unavailable within
 

Botswana. It is also training that is being used by large
 

nv 
 bers of policy makers and other professionals within
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Government. If these were 
the goals and values that inspired
 

the training program, one could easily surmise that there 
has
 

been more than adequate return on AID's investment.
 

It is, in 
fact, the criteria guiding participant selection
 

that best measures 
the value of the training investment, at
 

least from AID's perspective. SAMDP's criteria extremely
are 


broad and 
therefore were easily fulfilled. Consequently, the
 

criteria and the project satisf"ied the Botswana Government's
 

then-extensive requirements for trained manpower. 
 BWAST I has
 

more restrictive criteria, but sufficient loopholes 
were
 

inserted to 
allow flexibility in view of government's general
 

manpower needs. As 
a result, the criteria in practice became
 

thematic rather than mandatory.
 

In BWAST I, the government had the opportunity to support
 

its nominations 
under three criteria. These involved issues of
 

localization, the appropriateness of the training for the post
 

and employment generation. Under the project's point weighting
 

system, no one criterion was strongly adhered to. 
 Fnployment
 

generation, for example, accounted for 
only 40% of the total
 

possible points; and 
30 of these could go tu those who were only
 

indirectly involved in 
employment generation work. 
 Even thoigh
 

the BWAST I project paper established this point system for
 

judging candidates 
under various criteria, in iost cases it was
 

not required that points be submitted to USAID (they 
were on
 

occasion) or that the government's judgment in this matter be
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elaboiated or defended 
(USAID did participate on the selection
 

board for the private sector nominations). All nominees
 

presented to USAID were accepted.
 

Under BWAST I, AID project managers reviewed the training
 

plan to see if a candidate's proposed training fit the needs of
 

government. But the plans did 
not indicate whether the training
 

was for localization purposes or whether the post involved
 

employment generation activities. In the two examples of
 

criteria application in Appendix G, there 
is written only a
 

name, ministry, and the allocated number of points under each 

criterion. Both Government and 
the BEF gave full points to all
 

nominees for the criterion "relation of training to present or 

future position." However, under localization, only three of 14 
government nominees received full 
marks. Eight others received
 

20 of 30 possible points. Left out is the meaning of this 

scoring in ter"s of the organization's plans and requirements. 

Was the nominee to fill an expatriate's job, or was the post
 

already localized (the two acceptable localization criteria)?
 

Only one of six nominees from the private sector got full marks
 

for filling the criterion "training could potentially result in
 

the replacement of an expatriate," despite the fact that this
 

sector is thought to be far behind Goverment in its localization
 

process--yet all were 
approved for training.
 

While the BWAST I project, according to our survey, is
 

providing highly useful training to 
individuals in key positions
 

in Government, it is too early yet to 
know whether the specific
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project objectives of employment generation and localization
 

embodied in the 
criteria have been fulfilled to AID's
 

satisfaction.
 

Seeking to make a more significant impact in 
an area to
 

which both the Botswana government and USAID attach great
 

importance-employment generation-BWAST II differs from its
 

predecessors in possessing 
a single criterion. It requires that
 

each participant fill a post which has 
a direct, indirect or
 

supporting role in manpower/employment policy design,
 

implementation or management. 
 The project's impact on the
 

employment generation activities of Government or 
private sector
 

and the consequent effect on Botswana's development can only be
 

judged to the extent to which the 
criterion is actually applied
 

in participant selection. 
 SAMDP, for example, may have had some
 

impact on employment generation, but 
as this was not a project
 

criterion, the impact would be just a matter of good luck.
 

BWAST I carries employment generation criterion, but whether
 

that criterion has been applied systematically enough in
 

practice to have a noticeable impact is uncertain. 

The history of project implementation suggests, however, 

that USAIP should in 
future take a more active role to ensure
 

that its intent, embodied presumably in the criterion, is
 

applied in a meaningful way. 
 That role would involve two
 

steps. First, 
a decisive and, in view of the timeframe of the
 

BWAST II project, rapid move to define the criterion. Second, a 

greater role in the selection process itself. 
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There exists at this time considerable confusion among
 

government officers regarding the criterion for BWAST II and 
a
 

widespread feeling that eventually AID will 
accept whatever
 

posts are nominated 
as long as some general justifications on
 

employment generation grounds 
are proferred by Government.
 

Inas.much as the tone 
of the BWAST II project paper indicates
 

quite serious intent and purpose in establishing a sole
 

criterion, which USAID officials have since indicated must be
 

followed, this view appears unlikely. A project component
 

financing a variety of planning studies 
to elaborate and analyze
 

the employment generation concept should 
over time greatly
 

assist effective application of the criterion. But clarifying
 

the issue poses its own problems. USAID neither wants to limit
 

possible nominations by being overly restrictive, nor wishes to
 

pre-commit itself by providing examples of posts likely to 
win
 

its approval under the employment generation criterion.
 

Until recently, there has been an "I'll know it when I see
 

it" attitude on the part of USAID 
to application of the BWAST II
 

criterion. But 
that approach is neither a productive policy nor
 

likely to result in measurable impact in the future. One can
 

sympathize with USAID's and AED's dilemma: 
 unlike "manpower
 

.training" or "localization" which 
are, respectively, terms 
so
 

general or so specific as to be 
easily defined and measurable,
 

employment generation can refer to a myriad of posts only some
 

of which 
really impact on the issue. The project paper
 

provisions accepting "supportive" or indirect" roles in
 

employment generation could, without clarification, be seen to
 

emasculate the criterion entirely.
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The impact of BWAST II will be severely diminished unless
 

the criterion is defined prior to its "application" iy
 

Government and private sector committees. Under previous
 

training programs, the needs assessment processes have tended to
 

dominate project implementation, i.e., nominations determine
 

criteria rather than the other way around. Already the needs
 

assessment and nomination process for BWAST II at department,
 

ministry and private sector company level is completed for the
 

first of only four rounas of annual selections.
 

The criterion requires a more useful and usable
 

definition. During the BWAST I criteria application process
 

noted earlier, five of 14 Government nominees were given full
 

marks for employment generation, three of these from tne
 

Ministry of Education. What their specific role in employment
 

generation was is not noted (one was a home economist, the other
 

two agricultural educators in UTS). The private sector gave
 

none of its six nominees full marks under this criterion.
 

The point system here may be an accurate reflection of the
 

criterion as the distribution of points among the three BWAST I
 

criteria mirrors the number of BWAST participants in the survey
 

who felt they had a great deal to do with employment
 

creation--18.5%. Table 39 shows that 48% thought they had
 

somewhat to do with the subject while another 3U% said they had
 

nothing to do with it. However, a reading of remarks made by 

participants who felt they were involved in employment 

generation (see Appendix H) suggests the wide range of posts 
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that would fit this criterion if its definition were left to the 

participants. 

Ultimately, the question is whether an 18.5% substantive 

involvement in employment creation (at least in the
 

participants' view) is sufficient to meet 
AiD's expectations for
 

BWAST I. In future, if 
both those bodies which select
 

participants and 
the surveyed particip-ants themselves fully
 

understand the BWAST 
II criterion as defined by USAID, then 
some
 

connection can be 
drawn between the criterion and the result,
 

and USAID can claim to have fostered the impact it sought.
 

USAID's stated intention to participate fully with the
 

Contractor and the Directorate of Personnel in the vetting of 

BWAST II nominees and proposed consultancies intended to
 

illuminate the 4',portance of employment generation posts within
 

Government and private sector are 
highly positive steps toward
 

creating this impact. 

While it is recommended that USAID encourage discussion in
 

Government and 
the private sector on employment generation
 

issues---at the same time it should consider several 
options in
 

order to ensure application of its criterion in as near an 

accurate version of as It
it possible. 
 need not and probably
 

could 
not define the criterion explicitly, but it can provide
 

examples of what it 
means in prioritized form. 
 First, however,
 

USAID should ask itself some basic questions, the answers to
 

which will assist it in determining which posts are 
more
 

appropriate than others. 
 Such questions might include:
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1) Does it wish to assist the creation of jobs or
 

vacancies? Won't the p;rticipants filling managerial 
and policy
 

posts merely be creating vacancies rather than jobs unless
 

sufficient training is provided to 
wider numbers of Batswana?
 

Does the man training metalwork.rs in the Brigades or the
 

Polytechnic creati jobs 
or unemployment (if there are no jobs to
 

absorb his skilled trainees)? The criterion begs the question
 

of which comes first, the entrepreneur, the 
skilled employee, or
 

the Government decision-make,-?
 

2) What are 
the manpower needs of those d-partment, whose
 

responsibility is 
chiefly and directly related to employment
 

generation? 
 The Ministry of Commerce and Industry has only 60
 
':A-level" posts at headquarters and is projecting only eight 

more posts by 1991. BEDU expects growthno in its "A-level" 

staff. Therefore long-term training opporturities in these 

prime employment generation areas will be determined in part by 

the availability of OPEXers to fill gaps during participant 

absence or Government intention to either expand the civil 

service or fill alrcady existing vacancies in appropriate 

subjects. 

rany more issues are raised by the criterion, but the 
above points are intended to suggest particular lines of action. 

The first set of questions indicates that the imprecise 

breakdown of direct or indirect involvement should not be the 

dominant concerr. The results that could reasonably be expected 

to follow from the training might be more germane. Policy 
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makers, managers, implementors and trainers may each have
 

significant impact nn 
aspects of the job creation/unemployment
 

situation in Botswana, and perhaps a representative sample of
 

each should be funded. AID might consider breaking down its
 

criterion into such functional categories. It should be able to 

specifically state its expectations of each post approved (e. 

this home economist will likely train 30 people annually in 

sewing which may lead to a cottage industry ..... this manager is 

responsible for the implementation of the FAP which might be 

expected to improve as a result of the skills he learns in 

business administration, etc.). It might also be suggested that 

the categories of direct/indirect/supportive be amended to
 

eliminate the latter entirely. It is an obvious loophole
 

(indirect might be viewed as a loophole as 
well). USAID should
 

also consider giving a portion of 
resources to employment
 

generation activities in rural areas. Organizations that might
 

benefit would be BDC activities in farm areas and the Ministry 

of Agriculture's marketing boards. 
 The fact is that Government
 

officials are ccrrect in asserting the importance of all posts
 

in the total process leading to Government support for
 

employment creation. Aria it is exactly for this reason that
 

USAID might more carefully focus on areas of concern to itself.
 

The second question raises two points. One is that if AID
 

desires maximum impact on the issue. it might, as a kind of
 

demonstration project, identify several 
departments where
 

employment generation concerns are paramount (e.g., the Ministry
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of 	Commerce and Industry's Uepartments of Industrial Affairs,
 

Tourism, Wildlife, Trade and Investment Promotion) and then
 

actively seek to use a proportion of its resources to fund
 

appropriate skill upgrading and training to fill vacancies in
 

staff. An integrated approacti could be taken to tne entire
 

department utilizing short-term in-country, long-term and
 

short-term external training and OPEXers. Second, Government
 

support for the criterion is both desirable and necessary to
 

produce a significant impact. Training can be enhanced
 

enormously if it goes beyond application tc select individuals.
 

But to make this work Government must be open to expanding or
 

upgrading those departments which are most concerned with
 

employment generation.
 

A word should be said about application of tkhe criterion 

to the private sector. Very few posts in this nighly diverse 

sector make policy for all of its component parts, but there are 

individuals within each private sector field who are opinion 

leaders and innovators. A pig farmer who is actLively involved 

in his professional association or cooperative may have 

considerable impact on his fellow-farmer. A capacity to 

transmit training should be a high priority consideration for 

this sector. 

To 	review the main points arising from this discussion:
 

* 	If, in future, we are to lay at the door of BWAST II, a
 
significant contribution to increased employment
 
opportunities, we must demonstrate that there was a
 
criterion which logically would result in such
 
opportunities, that the criterion was strictly applied
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and that the training was relevant ano ?ffective. It
 
is important that the application of criterion be
 
well-documented with clear written justifications for
 
training of each participant. The justifications could 
be those provided by Government but also should include 
AED and AID's own checklist of selection priorities,
 
showing the anticipated connection of post to
 
employment generation.
 

@ 	AID should move rapidly to determine its own employment 
generation priorities and make those available to all 
target ministries as soon as possible. These 
priorities might include illustrative cases such as 
those presented in tne Droject paper delineating 
specific departments of interest, and/or breakdowns of
 
function and empnasis. Its role in the selection 
process shoild be strengthened. 

* 	 As a kina of demonstration project, AID should consider 
selecting 2-3 departments where employment generation 
is a major responsibility and focus resources in an 
integrated manner on those departments where both the 
management of training and employment generation issues 
can be explored closely and more effective programs 
developed. 

Although the criterion may at present seem abstract
 

compared to localization and manpower development criteria of
 

past projects, it is not some kind of tneoretical concept.
 

Government is playing a crucial role in establishing an
 

environment conducive to job creation. There are posts in
 

Government which assist that role. NDP6 gives the role a very
 

high priority. By adopting employment generation as its
 

criter;cn, USAID is doing no more than supporting Botswana
 

Government objectives. In view of tne resistance and questions
 

raised about the criterion, it is also clear that USAID can play
 

a very valuable role in raising consciousness throughout
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Government regarding the issue and, by doing so, it may itself
 

produce a new project component, like the "management of
 

training" under BWAST 1, with a multiplier effect and impact
 

beyond that of the target ministries. 
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SCOPE OF WORK
 

OBJECTIVE:
 

The consultants will be responsible for the development of the baseline
data which will con-ence the process to assess the overall effectiveness ofUSAID/Botswana's participant training activities for 
the period 1978 until
 
mid-1986.
 

This report will include all those particijants trained externally under SAMDP
 
as well as those who have completed externp.l training under BWAST,
 

The report will be of use to USAID/Botswana, the Government of Botswana and 
the BWAST II contractor to make any necessary adjustments to future activities
 
to ensure the most effective 
use of training and technical assistance
 
resources. It will also be used as baseline data to conduct future

longitudinal analyses on the impact of BWAST project resources. Towards this
end it is important that quantifiable and not only descriptive evaluation 
information is obtained.
 

collection instruments to that adequate and usable 

SCOPE OF WORK: 

The consultants will be expected to fulfill the following dtties and 
responsibilities: 

1. Develop and implement a system3tic strategy and appropriate data 
ensure information is 

obtai ned.
 
2. Write a report assessing the effectiveness of participant training and 

technical assistance which will include:
 

A. Introduction
 

B. Methodology for Participant Training
 

(1) Identification of participant training population
 

(2) Selection of samples (including sub-units for analyses)
 

(3) Data collection instruments
 

(4) Data coding and processing
 

C. Summary of Participant Training Findings. The major issues: 

(1) Policy priorities, i.e., NDP 6
 



(a) Policy priorities, i.e., NDP6 

(b) Organizational needs
 

(c) Individual needs
 

(d) Project requirements, i.e., BWAST employment generation goal
 

(2)Participant program planning process
 

(a) Degree
 

(b) Sub-fields
 

(c) Emphasis
 

(3) Quality and appropriateness of training
 

(4)Participants academic performance
 

(a) Entrance data
 

(b) Continuous assessment and termination data
 

(5)Ministerial monitoring and support of participants
 

(6)Reintegration after training
 

(7)Utilization of training
 

(8)Ladders for professional and career development
 

(9)Transmission of training within organization
 

(10) Relationship between training and localization
 

(11) Impact of training on the organizations:
 

(a) In terms of satisfying the specific need for training, 

(b) In terms of returns to investment, and 

(c) In terms of its measurable 
employment, opportunities within 
BWAST). 

contribution to 
Botswana (particul

incre
arly 

ased 
for 
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(MJIDELIEES FOR PUBLIC/PRIVATE OFFICIAL =TERVIEWS 

A. Program Planning 

1. Describe manpower training process in your ministry/dept/organization,etc., 
especially as it relates to he USAID SAIMDP and BWAST projects.
 

a. How are training needs and priorities determined: 
who, how, when? criteria? 

b. Is there a training plan? When developed? 

c. 
What is criteria for selecting candidates to go to U.S.
 
for long-term training? Short term? 
 Is there a difference?
 

d. Khat is interviewees role in process. 

2. How has process changed since 1980? 

B. Support and Monitoring
 

3. How does organization monitor imolementation of training? 

a. Are participants given pre-departure orientation by org.? 

b. How do you keen him informed of ministr,/org. affairs during
training? 
 Is there a contact person for participants?
 

c. Do you require regular reporting from the participant 
during training?
 

C. Reintegration of Participants
 

4. On return of participant, what steps are taken to help him: 

a. quickly re-adaot to work situation and update him on 
issues/duties? Is there a de-briefing? 
a re-orientation
 
session?
 

b. utilize new skills and knowledge to train others?
 

5. Do particioants return to positions designated prior to training?

Do all trainees receive a higher grade? !ow much training i: reouired to 
insure grade advancement? 

6. HOW soon/freauently is the narticipant's knowledge and skills evaluated 
to insure he is in riqht position and that the training was relevant to the 
department's needs? 

D. Impact on Particinant Performance 

7. Are you satisfied with the appropriateness of training courses in the
 
U.S.? The quality?
 

8. How would you rate the performance of AID-sponsered narticipants compared 
to their peers without overseas training? 



9. Can you provide examples demonstrating utilization of U.S.
 
training in specific Projects or policies? 

E. Imnact of Training on Localization
 

10. How does organization make up for absence of participant
during training? Who performs duties? Ts there a designated
counterpart? What kind of hand-over occurs between participant and counterpart? 

11. How many positions have been designated for localizationin past five years? Of these, how many have be,.i successfully localized? 

12. how many posts are currently filled by expatriates? How many of these will be localized in next five years? How many will belocalized due to training provided to staff currently serving in ministr7? 

F. Impact of Training on Emplovment Generation and Rural Development
 

13. How is Government's commitment to rural development and
employment generation reflected in the criteria for selection of 
training participants? 

14. What posts in particular would be directly/indirectly
involved in employment generation? 
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LIST OF PERSONS INTERVIEWED
 

Dr. Nessim Tumkaya Central Statistics Office 

Mr. Lew Mmualefe Directorate of Personnel 

Mr. Lawrence Masie Directorate of Personnel 

Mr. Mike Douse Directorate of Personnel 

Mr. Lionnel Perrera Ministry of Local Government and 
Lands 

Mr. Arne Sjoberg Ministry of Local Government and 
Lands 

Mr. Bjorn Bengstron Ministry of Local Government and 
Lands 

Mrs. Batatu Tafa Ministry of Agriculture 

Ms. Doris Lentswe Ministry of Agriculture 

Ms. Gladys Kokorwe Unified Local Government Service 

Mr. Batisani Maswibilili Botswana Employer's Federation 

Ms. Lebogong Ralefala Ministry of Commerce and Industry 

Ms. Gagolepe Ntnebolan Ministry of Commerce and Industry 

Mr. M. Moatshe Department of Civil Aviation 

Mr. E. Kemsley Botswana Agricultural College 

Ms. Yvonne Merafe Ministry of Agriculture 

Mr. P. Makgosama Deparment of Supply 

Mrs. E. Alexander Ministry of Home Affairs 

Mr. J. Mpubulusi National Museum 

Mr. David Benedetti Academy for Educational 
Development 
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Mr. Tom Ohrlein Ministry of Labor and Home Affairs
 

(Manpower Planning Advisor)
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APPENDIX D:
 

SURVEY QUESTIONNAIRE
 



Instructions for Questionnaire 

Please be assured of the confidentiality with which your completed
questionnaire will be treated. We would appreciate it if you would provideyour name arid current mailing address on the first page so that we may updateour records. However, your individual responses to the questionnaire will beanalyzed as part of the aggregate data and your, name will not be associated
with individual responses. 

o 	 All questions are related to your recent training completed under 
USAID sponsorship. 

o 	 Please read each question carefully and answer all questions ascandidly and completely as you can. Wherever indicated, please provide

examples to illustrate your point of view.
 

o 
Ifyour answer is longer than the space provided, please continue it at

the end of the questionnaire. Be sure to indicate the number of the 
item you have continued.
 

o 	Where there is a choice of answers, please circle the appropriate 
number. For example:


Did you like the training? (1)-Yes (2)-No.
 

o 	Some responses are provided on a sliding scale of 1 to 5. For example:
Did you like the training?

Very Much Scmewhat 	 Not at All
T(2) 	 3 4 5
Please circle the number which best reflects your view.
 

o 	 Please use pen (not pencil) to fill out the questionnaire and write as
legibly as possible. 

o 	 If you wish to comment on any question or aspect, feel free to do so
using the "comments" page at the end of the questionnaire.
 

Thank you for your assistance. Your cooperation in this endeavor is very
much appreciated. 



PARTICIPANT QUESTIONNAIRE
 

NAME: (Optional) 	 MALE - 1 FEMALE - 2
 
AGE: _ (years)
 

A. 	Type of Training
 

1. 	Please indicate the type of training you received by circling the
 
appropriate number:
 

Short-Term Procram (1-6 months) Long-Term Program (6 months+)
 

1 - Observation/Field Tour 4 - Dachelor's degree
 
2 - Workshop/Seminar 5 - Master's Degree
 
3 - Short Course 6 - Doctorate degree
 

7 - Other:
 

2. 	Dates of Training (month/year):
 

3. 	Training Institution & Location:
 

4. 	 Field of Training
 

B. 	Job History
 

5. 	Present Position:
 

6. Grade: 	 7. Location (town):
 

8. Department/Agency: _ 

9. Type of Employer: I - Government 2 - Parastatal 3 - Private
 

10. 	What was your, position before AID training?
 

11. Grade: 	 12, Location (town):
 

13. Department/Agency:
 

14. Type of Employer: 1 - Government 2 - Parastatal 3 - Private
 

15. 	List other full-time jobs (title, employer, location and grade) held
 
since your return from training if different from present position:
 

16. 	Before leaving for training, did you know what job you would be
 
returning to? 1 - Yes 2 - No
 

17. 	Have you received an advancement or promotion because of your
 
training? I - Yes 2 - No
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18. 	 Compared to your level of responsibility before training, does your
 
present job have:
 

1 - less responsibility
 
2 - same responsibility
 
3 - more responsibility
 

C. 	 Quality and Appropriateness of Training
 

19. 	 Did you help plan your training programme? I - Yes 2 - No
 

If yes, in which of the following activities were you involved:
 

1 - selecting training location
 
2 - planning programme content
 
3 - setting programme objectives
 
4 - other
 

20. 	 How important to you personally were the following reasons for
 
taking part in the training program:
 

Very Somewhat Not at all
 
Imoortant Important Important
 

a. increasing your
 
knowledge and skills .......... 1 2 3
 

b. making professional
 
contacts in the U.S ........... 1 2 3
 

c. obtaining a degree
 
or certificate ................ 1 2 3
 

d. contributing to the
 
development of Botswana ....... 1 2 3
 

e. seeing the United States.. 1 2 3 

f. getting a better or
 
different job after training.. 1 2 3
 

21. 	 Did you experience any social or cultural adjustment problems in the
 
United States during the course of your training?
 

1 - Yes 2 - No
 

If yes, please explain:
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22. 	 In your absence during training, who performed the majority of your
 
work duties (circle more than one, if applicable):
 

1 - supervisor
 
2 - expatriate
 
3 - colleague at same grade
 
4 - colleague at lower grade
 
5 - other
 
6 - Not Applicable
 

23. 	 Did he/she/they do an adequate job? 1 - Yes 2 - No
 

If not, why not?
 

24. 	 During youi training, how often did you receive news/information
 

regarding your:
 

Often Sometimes Not ;it All
 

a. employing organization 1 2 3
 
b, your specific work position 1 2 3
 
c. 	Botswana National events 1 2 3
 

If you received any information, describe how:
 

25. 	Did you have difficulty with any of the following upon your return:
 

No Same Much
 
Difficulty Difficulty Difficulty
 

a. 	lack of support from
 
supervisors ..................... .1 2 3
 

b. 	readjusting to bureaucratic
 
procedures ....................... 1 2 3
 

c. 	readjusting to cultural
 
norms or lifestyles ............... 1 2 3
 

d. 	readjusting to family
 
expectations ..................... .1 2 3
 

e. 	other (specify):
 
_ _ _ 	 _ _ _ _ _ _ 12 3 

26. 	 How satisfied are you with your training program overall?
 

Very Satisfied Satisfied Not Satisfied
 
1 2 3 4 5
 



APPENDIX E:
 

COVER LETTERS TO PARTICIPANTS
 



L 

Agency for 
International 
Development 
Embassy of the United States of America (US. mailing address)orPs fic.(x9 USAID/BotswanaGaborone.Botswana Dept of State 

Tel 53382 and 52401 Telex BD 2335 Washington. DC. 20520 

August 26, 1986
 

Dear Participant:
 

The U.S. Agency for International Development (USAID) is very

interested in providing future participants in its training
 
program with the best possible training experience. To do
 
this, we need 
information from returned participants such as

yourself regarding your AID-sponsored training program, how it
 
has helped you in your 
career, and how it assists BHtswana's
 
development. The attached questionnaire has been designed to
 
gather this information.
 

Although the questionnaire may seem long, we would greatly

appreciate your taking the 
time to fill it out and return it as
 
soon as possible in order to guide us in planning future
 
training activities. Please 
answer each question as
 
completely and candidly &s possible as 
it relates to your

particular training experience following the instructions given

in the first page of the questionnaire. Feel free to provide

additional comments on 
your training experience and/or this
 
exercise.
 

We would greatly appreciate your sending the completed

questionnaire to us 
within three days of your receiving it.
 
An envelope already stamped and addressed to USAID is enclosed
 
for your convenience. Thank you for your cooperation in this
 
important en-deavor.
 

Sincerely,
 

Dorothy Dambe
 

Training Officer
 

Encl.
 



bAgency for International Development 
&&&gag U.S.A.I.D. Mission to Botswana 

Embassy of the United States of America (U.S. mailing address)
Post Office Box 90 USA/IDBorswane

UNrTEDVATFS OF AMERICA Gaborone. Botswana Agency for InternationalDevelopment 
Tel: 53382 and 52401. Telex 80 2336 Washington, D.C. 20523 

September 5, 1986
 

Dear Participant:
 

Recently you received a letter inviting you to the American

Library to fill out a questionnaire which will assist USAID and
 
the Government of Botswana in developing affective training
 
programs.
 

As you were unable to attend this meeting yesterday, we
would greatly appreciate your taking the time now to complete

the enclosed questionnaire and return it to the USAID office
 
(3rd Floor, IGI Building) by Friday, September 12.
 

Because the number of responses we receive is important for
 
an adequate assessment of the USAID Participant Training

Program in Botswana, your cooperation in this endeavor would be
 
very much appreciated.
 

Sincerely yours,
 

Dorothy Dambe
 
USAID Training Officer
 



TELEPHONE: 
DIRECTORATE OF PERSONNEL, 

TELEGRAMS, D IRECTORATE 
PRIVATE WAG 0011, 

REFERENCE DF 23/13 XIX(54) 
GABORONE. 

REPUSUC OF BOTSWANA 

25 August 1986
 

Dear colleague
 

USAID -ispresent, conducting an evaluation of its manpower.raini.progammes, it is oartrc-lar1_ znterested in 
co'_ectini informaton regardJing the quality and apoporiate
ness of the 
 rainin 7, reinterarion of
.af ianns ? Upri n
-o into -heir
posts foloing training, the utilization of training in work
roles and 7he imoact of 
the training on the or-anisation inwhich parriciants work and 
on Botswana's development as a 
whole. 

In order to exlore these auestions in detail,conulants recuire -,%o -teAIDonu reue "our assistance in filling outquestionnaire. 
 The results will assist 
a 

both USAID and Government in pla-ning future training programmes and will be valuable
information to us as 
we prepare the public sector Training Plan.
 

You hero yrerequested to seek permission from Tour supervisor
to 
go to the USIS Library (above TRotwane Pharmacy) on the Nall.
Gaborone, on 9 September 1986 ar 
2 pm for a meeting lasting
approximate~y one hour durin- whicn you will have theopportunity to c:o!ete the questionnaire.
 

I understand from the consultants that your att6ndance at
is importsn: to the success of 
this


this important endeavour. As
USAID has helped, and is continuing to help, Botswana's
 manpower development, we 
in turn should obviously assist in
their evaluation, especially as 
the results will be useful to
ourselves. Your cooperation is 
therefore appreciated. If for
 any reason you cannot attend, it would be appreciated if you
could inform HLes Dorothy Dambe at 
USAID (53352) so that a
questionnaire may be posted to you.
 

With good wishes. 

Yours sincerely
 

L.T. Masie

ASSISTANT DIECTOR (TRAINING)
 



TELEPHON-
DIRECTORATE OF PERSONNEL, 

TELEGRAMS, DIRECTORATE 
PR:VATE BAG 0011I, 

REFERNCL DP 23/13 XX(5) GABORONE.
 

REPI.uC OF BOTSWANA 

25 August 1986
 

Dear colleague
 

USAID is cresently conducting an evaluation of its manpower

training orowammesc -oartc interested inIt is .ularly

collectin~a information regardin- the cualit--
 and appropriate
ness of the zrainin ra-in egration of oarticioants intotheir posts followinc- tr-inin the utlization of training
in work roles and the immact of 'he traini.ag o ,neorganisatioa in .-hi oarticirants work and on :otswana's 
development as a whole. 

In order , e:voiore t-ese cuestions in detail, the AID
 
coa-ultants reuire your assistance in filling out 
a question
na4r'.. Th = results will 
assist both JSATD and Gov.rrnien
 

traini r-in olannJ- .'.u..ure pro~rammes : it will be particularly

useful to us 
-- ormen.t
in our devel of the national public sector

Trainirmg Pl-n
........ USAID hashs been,be
, and continues to be, most
in turno
helpful to 3otswana's manoower development. We, in turn,

sa~oul bee~-= to :bmI -- heirbe0a d'- assis: Pl a i,,.1na_SZ:: -r a ir -,i-ii e nter.st and value to us. 

Due to -c' o- v>al o a=-'v n U hs 

be c-_o......-l,..... out 
in the tnst to U2AID i.hn
) , re .fc'nySo Yo77u coonera i. 7in this' evaluation would 
be greatly appreciated. 

With good wishes. 

L.T. I'asie
 
ASS I..rAT DIRE-CTOR (TRAI:,II :TG) 

IqD/pm 

http:traini.ag
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DATA BANK MANUAL
 



DATABANK MANUAL
 

The purpose of the participant training databank is to
 
provide an accurate picture of the total population of returned
 
participants in specific areas of interest. While its use to
 
evaluators and analysts for future surveys and evaluations is
 
invaluable, it possesses a broad range of uses for the projenct
 
manager, the contractor and uovernment. 

Several of the most interesting pieces of informaation in
 
the study were derived from the databank, independent of the
 
survey. For instance, we know from the databank that there was
 
considerable movement from GA and T grades into Superscale and
 
PR grades following the training. We can tell what percentage

of the participants are female, the representation of perile
 
working outside of Gaborone, how many are in the Ministry of
 
Agriculture, etc. And this information is available in minutes.
 

The kinds of uses to which the database can be put
 
depends in large measure on the data available. We have
 
included in our base as much as was obtainable within the time
 
limits of the consultancy, but you may wish to gather data of a
 
different nature as time goes by. It is not a static system
 
and one should think of possible additional uses over the next
 
1-2 years so that, by the time BWAST II participants return,
 
new sorts of data could be added on a consistent basis. For
 
example, you may decide that the age of the participant is a
 
major issue in application of the training. Age could then be
 
put on the database.
 

The way the data is used depends on the form in which it
 
is put into the machine. Basically, a databaik serves two
 
functions:
 

1)As a filing cabinet. The most useful information on a
 
participarc can be put in the file and that information then
 
becomes more easily and rapidly accessible than your present
 
file.s. Although we did not require the department title, post
 
title or name of the University for our analysis, we put this
 
information in our bank because we could see how it might be
 
useful to project managers.
 

2)As an analytical tool, Viewed in aggregates the
 
participant information tells us about trends as well as how
 
well the project objectives are being fulfillpd. But any
 
information in the file to be used for analysis must be put in
 
a uniform style so that the computer can read it. For example,
 
we wanted to know the gender of the participants. To m.ake data
 
entry easy and to avoid using up too may of the available
 
"bytes" (ie. every typewritten space, even blaok ones, are
 
bytes ....the number of these available is finite both on the
 
hard disc and soft.), we coded all males as "m" and all females
 
as "f". Analysis requires that this be uniform., if we begin
 



to code them with small letters, we must stick to this format 
or else change all to "capitals". Otherwise, the machine will 
read only small "m's" when we ask it to count the number of 
"m's" on the database.
 



Getting into the Database:
 

Bring up the menu on the wang computer (ie. turn the machine
 
on and wait for the menu to appear).
 
Use the space bar to highlight the words-


IBM Emulation Mode.
 
Then press "Execute".
 
The next screen will say at bottom left-


Insert IBM PC system disk in drive A
 
Drive A is the upper slot of the computer.
 
Put the PC DOS in drive A and press "Execute".
 
The next screen will ask for the date-if you are aLlding data
 
or editing be sure to put in the date so that you 
can know how
 
up to date your file is.
 
In that case you will type

10-13-1986
 
for October 12, 1986. Then press "Execute"
 
Just press "Execute" if you don't want to put in the date and
 
do the same to avoid putting in the time.
 

The screen then says:
 
A>
 

Pull out the PC DOS disk and insert the DBASE III-system disk
 
#I.
 
You type in-.--

dbase
 
The screen then looks like this: A>dbase
 
Then press "Execute".
 

***Always remember that spaces between letters and words are
 
important.,.you should type in commands exactly as 
we show you

here. The machine reads a space as it would any letter,
 

The screen then says: Insert System Disk 2 and press enter
 
("Execute").
 
Do this.
 
You are now in the Dbase III system.
 
Now type the following next to the prompter dot-

set default to c:
 
Press return or execute key after each phrase you type from now
 
on,
 
Setting default to 
c makes the machine read your databank which
 
is already on the hard disc (c).
 
Then put

set menu on
 
use bwastl
 

Bwastl is the 
name we have given to the databank.
 

To add a new record to your file, type-
append
 

The screen now shows you an empty record at the very end of the
 
databank file 
 (each participant information sheet is a record).

You may type in whatever information you have available. When
 
you complete your work on one record, hold the control button
 
down (]o ,ier right of your typewriter) and at the same time type 
W. 
This saves the new record or new information.
 



To change or add informaLion on old files, there are two ways
 
to do so
1) If you know the record number (say it is 126), type--

go to 126
 
edit
 

2)If you know the last name of the participant-first index the
 
file by lastname as follows...

use bhwastl index bwname
 
bwname is the title we have given to the last name index.
 
the type

find Modise (be sure to spell the name exactly right)
 
edit
 

Instead of edit ....you can press the FlO key at the top of the 
typewriter.
 

If the computer cannot find the name it will tell you.

In that case, either you spelled the name wrong or it is not in
 
the file. Some lists of AED or other names 
have been found to
 
be incorrect, so you may find an occasional discrepancy in
 
spelling.
 

If you have any problems in giving commands, try typing-.
 
clear all
 
use bwastl index bwname
 

Then type your command.
 

If you want to add a new field of information or delete or
 
change one (be sure you want to do this) type-

modify structure
 
The screen will then show you the overall structure of the
 
file-with name of fields: lastname, firstname, trngfield, etc.
 
follo,.,ed by the type of fieldie. whether it is numeric or
 
character,etc. then the width, ie. the number of spaces it may
 
fill. If you want to change the latter from 30 to 15 you will
 
automatically cut all information already in that field by half.
 
So be sure you are doing what you want before you modify a
 
structure of the database.
 

To add a field, simply use the blue down arrow on the left of
 
your typewriter to go to the last field name and then press
 
once more. The screen will show an empty space. Fill it with
 
a field name af less than 10 
letters. Write c for character or
 
n for numeric, put the space width ....then save the new field
 
by holding down the control button and pressing the lettgr n.
 
If you have put the menu on, it will tell you what to do.
 



Information on the Databank
 

Types of information on the bank are called fields.
 
The fields are:
 

lastriame- ..Elliott
 
(if someone is married and their student name was different
 

we put student name first in laltname field, followed by
 
married name ..... if their mn,'riud name is the one by which AED,
 
etc. identified them, we put jaiden name last in firstname
 
field.)
 

firstname---Will
 

gender-m or f
 

PIOPI and PIOP2--you should figure out who has one or two PIOP
 
numbers and add data.
 

project-s (for SAMDP) s-b (for those who transferred from
 
SAMDP to BWAST) and b (for BWAST I). I recommend you use c
 
(for BWAST II) .. do not use b2 or anything beginning with b!
 

trngfield---agronomy personnel management, etc. Unless you
 
decide to standardize majors, can be written anyway you like.
 
We have simply copied AED, etc. lists.
 

trngsector-.a categorization of the trngfield. As follows:
 
AG : Agriculture subjects such as animal husbandry,
 

agricultural economics, agricultural education, agricultural
 
extension, land resources, poultry, soil science, fisheries,
 
forestry, cooperative management wildlife management,
 
veterinarian medicine.
 

HL : Health. nutrition, family planning, public health,
 
medicine, nursing, etc.
 

ENG : Engineering and Science. Civil engineering,
 
electrical engineering, hydrology, broadc&st engineering,
 
telecommunications, aviation, etc.
 

AD : Adrinistrative and Management subjects. development
 
planning, human resource development, personnel management,
 
law, social welfare, community development, urban development.
 

ED : Education and humanities. Language education,
 
curriculum developmenz, home economics, library science,
 
educational policy and administration.
 

ECON : Economics and Finance subjects, business
 
administration, commerce, statin-tics, accounting, tax
 
administration, auditing, procurement.
 

LB : Labour. Trade Unions, labor management,
 
occupational safety, labor" statistics.
 

IND : Industrial trades. Carpentry, housing, road
 
construction, transportation, graphic arts, architecture,
 
cartography.
 

CMP : Computers.
 
SCI : Science. Geology, biology, chemistry, etc.
 

begindate-year studies began ....82 79 86
 

enddate----year studies were completed ..... 84 86
 



3rnglength- short long (short is 6 months or less, long
 

is more than 6 months)
 

degree-DA BS diploma AA MS MA PHD
 

trnginst-.--University of Lower Slobovia ....take information
 
from the AED monthly list.
 

trngIoc---US or, if there is a third country..,name the
 
country
 

instil-organization the participant was working in when he or
 
she left for training ....... all ministries are abbreviated .....
 

MLGL
 
ULGS (treated as separate ministry for analysis
 

purposes) .....
 
MOH .....
 
MFDP ......
 
MWC
 
MOE/UTS (Min of Ed/Unified Teaching Service)
 
MOE
 
MMRWA
 
MLHA 
DOP
 
NDB (National Development Bank)
 
U of B (University of Botswana)
 

Maintain uniformity throughout use of instil titles,
 

deptl-usually written out in full ......
 
Department of Water Affairs
 
Roads Department
 
Labour Department
 
DTRP (Department of Town and Regional Planning)
 

If instil name is MOE/UTS, the department will be the name of
 
the school.
 
If instil name is ULGS, department will be name of district or
 
town council, etc.
 

sectorl-para pub priv
 

locationl- Gaborone Mochudi ....etc. Place where
 
individual was stationed.
 

positionl-title of person's job. No need for uniformity.
 

gradel-GA3 SS1 PR3 etc.
 

insti3
 
dept3
 
sector3
 
location3
 
position3
 
grade3 The same style as above but information concerns
 
present situation, after training. So information should be
 
updated whenever new data comes in.
 

suvey-slOO s45 ....if participant answered our survey of
 
August 1986...the number of h.s survey sheet is indicated.
 
Make new coue letter if new survey is conducted.
 



note---.in this space you can put whatever you want ....If you
 
get new information on grade, location, etc. you may wtant 
to
 
maintain old info in condensed form in the note.
 

To index a file
 

The file is presently indexed alphabetically by lastname. When
 
you add new names to the file, you mu-;t be sure to index those
 
names so that you can find the individuals when you want them.
 

type-
index on iastname to bwname (the name of the lastname
 

index file)
 

should you wish to create a new index (be careful that there
 
are eiough bytes (spaces) left on the machine to cover this 
new
 
index).. type

index on dept2 to bwdept (this, for instance, will
 
index 
the department 2 file...the title of this index is now
 
called bwdept..or whatever you want to call it)
 

Be sure to tell the machine to use the index before you try 
to
 
find people or departments, etc. under it ..... type--

use bwastl index bwname
 
or use bwastl index bwdept... etc.
 
Then you can type-

find Modise or find Roads Department
 

Using the system
 

If you want to know how many males there are in the databank:
 
count for gender='m'
 

If you want to know how many peple are now with MOA:
 
count for insti2='MOA'
 

If you want to know how many males are in MOA:
 
count for gender=-'m' and. insti2='MOA'
 

When you count numbers/dates do not use for example
count for enddate=82
 

If you want to see names, etc. for any of these breakdowns,
 
type 

list lastname for project='b'
 
or list lastname,firstname,gender for project='b'
 

To print this information
 

Turn on printer and type-
set print on
 

Then type in your commands ....ie. list lastname,etc ....or
 
anything else you would like to 
see on paper and the machine
 
will print it out. To stop in from printing things, type

set print off
 

To print in condensed style ....put PC Dos disc in machine, turn
 
printer on and type the following after the A>
 

BASIC
 
10 LPRINT CHR$(15)+"condense"
 
RUN


Machine will print in condense mode until it is turned off.
 

http:note---.in


To get back into the system, ie. dbase,etc. so that the machine
 
will print your lists in condense mode, type-


SYSTEM Then press execute and the screen will show A>
 
From there you can go back into dbase.
 

To leave system
 

First, type-
quit
 

This allows you to leave dbase III.
 
Then you should make a copy onto a soft disc of the material on
 
the hard disc.
 
When you leave the system the machine will show-


A>
 
You type

A>c:
 
Then the machine shows this-


C>
 
This means it is reading out of the c (hard) disk .....
 
To copy type the following after the C> (we'll show the C> to
 
make it easy to understand)
 

C>copy bwastl.dbf a:*.*
 
The machine will tell you when it has completed copying the
 
file.
 
Also copy the index (es) if you have changed them ....
 

C>copy bwname.ndx a:*..
 

Address file
 

The address file is also on dbase... Get into the dbase system
 
as you would for the database and then type.

use address
 
If you wish to get in by lastname index type

use address index lastad
 

Be sure to copy the address file only onto the soft disc that
 
has the address file on it.and the bwastl file onto its own
 
soft disc to avoid an overload of the disc.
 

Other 	notes:
 

If you delete a record (the menu tells you how), after you
 
press 	the control button and w, be sure to type-

delete record 149 (or whatever the record number is)
 
pack
 

afterward so that the record is eliminated entirely and there
 
is no empty record in the file.
 

If you wish to use dbase system a: calculator, ie, to figure
 
percentages of males and females ..,. type.---


Then put your question..Ie. if total population is 247 and
 
there are 158 males ....
 

?158/247
 
Machine will give answer instantly.
 
If you want decimal places, type

set decimal to 3 or 4 or however many decimal places
 
you want.
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BWAST I SELECTION CRITERIA
 



Candidate 
Generating Employment 

40 

Training Relates to Existing, 
Future Position 

40 

Replacenent ofExpatriate 

20 
Total Co.en-s 

-
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70 an employee of 
of 

t4V, 0 . .. d. i30 ne-is-a. 
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Subsidiary of 
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NME DEPRT/MINISTRYGENERATION 
EMPLOY!WVNT SCOPE OF 

PESENT OR 
FUTURE 

LOCALISATION TOTAL 

POSITION 

1. Mr. S. Rampha Education 40 30 20 90 

2. Miss M. Gaborone Education 40 30 20 90 

3. Mrs. L. N. Nzinge Education 40 30 20 90 

4. Mr. G. Tacheba Agriculture 40 30 20 90 

5. Mr. 0. Mmolawa Agriculture 40 30 20 90 

6. Mrs. i. Sayed Local Government and Lands 25 30 15 70 

7. Mr. 0. Ramaribana Local Government and Lands 30 30 30 90 

8. Mr. E. Motswasele U. L. G. S. 30 30 20 90 

9. Mr. R. B. Moaneng U. L. G. S. 15 30 15 60 

10. Mr. M. S. Sebonego Rural Industries Promotions 30 30 30 90 

11. Mr. L. Mangadi Rural Industries Promotions 20 30 30 80 

12. Mr. J. P. Mmopi National Development Bank 30 30 - 60 

13. Mr. M. J. Masisi Commerce and industry 30 30 20 80 

14. Miss N.C. Magashule Commerce and Industry 30 30 20 80 



APPENDIX H:
 

PARTICIPANTS' STATEMENTS
 
ON
 

EMPLOYMENT GENERATION
 



Participint Comments on Employment
 

Generation Job Responsibilities 

In NDP5 and 6, Botswana Government accorded high priority to productiveemployment creation. To what extent are your job responsibilities related to 
employment creation?
 

A Lot Somewhat Not at all 
1 2 3 4 5 

If you have 
involved: 

some involvement in employment creation, describe how you are 

Ministry: MFDP 
Department: Supply 
Grade: SS5

A lot: 
 We, in this Department, supposedly with Ministry of

Commerce and Industry, emphasize the concept of "Buy
Botswana" which is labour intensive. My department ran
 
a seminar to instil the concept.
 

Ministry: MOE
 
Department: MOE
 
Grade: S5
 
Somewhat: 
 The Bursaries Secretary's job is to produce qualified

and skilled manpower to sustain the growing economy.
 

Ministry:
 
Grade: PR5
 
Somewhat: As business grows, hire more people.
 

Ministry: MLGL
 
Department: ULGS 
Grade:
 
Somewhat: I arrange plans in such a manner as to allow for the

best opportunities to prevail for employment creation to 
take place.
 

Ministry :MLGL 
Department ULGS
 
Grade:
 
A lot: 
 The program is very relevant to my job as it is in line 

with the planning 
 issues impinging upon employment

creation.
 



Ministry: MOA
 
Department: AFS 
Grade: PR3 
Not at all: I am responsible for planning and execution of 

agricultural projects in the entire region. 

Ministry: MLGL
 
Department: Public Health
 
Grade: TI

A lot: 

Ministry: MOA
 
Department: AFS
 
Grade: T4

A lot 

Ministry: PR5
 
Somewhat: 


Ministry: PARASTATAL
 
Department: Craft
 
Grade: N/A

Somewhat: 


Ministry: MHA
 
Department: Labour
 
Grade: T 2
 
Somewhat: 


Ministry: Land Board 

The rural sanitation project supervised by the Ministry
operates with a self-help component from the
beneficiaries, it also has a potential to get serviced 
by contract. It is a labor-intensive project. 

I am involved in FAP and AE1O projects which are geared 
to improving the people's standard of living by creating
 
jobs and employment.
 

Influence government policy in creating a better
 
investment climate, by ensuring that labour andlaws 
relations are what foreign investors could accept.
 

I manage a company that buys and markets crafts, thereby

encouragin rural Batswana to be self employed.
 

Labour Department relies actively on employment services
 
division whose primary task is 
to assist Batswana secure
 
employment in the private sector. 

Department: District Council
 
Grade: 1
 
Somewhat: 
 Land use Management, Land 
use Planning for Sustained
 

Production and self employment in both traditional and 
modern sector. 



Ministry: MWC 
Department: Electrical 
Engineering
 
Grade: S.T.O.
 
Somewhat: 
 This is by giving small scale jobs to small companies

who in turn employ a lot of job searching individuals. 
This is done for the Dept. of Elecrical Engineering.
 

Ministry: MOA
 
Department: Ag Research
 
Grade: PR4
 
Not at all: I do, but indirectly, 
 by helping our farmers developbetter horticultural 
 methods and using cultural
 

practices that will help them generate better income 
from their farms. 

Ministry: MLGL
 
Department: District Administration
 
Grade: S6
 
A lot: 
 I determine and/or propose projects for the jpeople in 

the district, of course through planning with them.
 

Ministry: MOA
 
Department: Animal Health 
Grade: PR3
 
Somewhat: 
 Farmers do produce healthy animals so that they can sell 

more and be better self employed. 

Ministry: MLGL
 
Department: District Administration
 
Grade: GA2

A lot: Process/consider FAP applications. 
 Encourage and
 

arrange for small contractors to get building contracts
from Govt. Introduce other employment creating policies

to District population.
 

Ministry: MCI 
Department: Under Secretary 
Grade: S5
 
Somewhat: 
 Through involvement in policy development and review as


well as coordinating training matters for a Ministry
responsible for employment creation. 

Mini stry: MFDP 
Department: Computer Bureau
 
Grade: GA4
Somewhat: With the Computer technology coming up in our country 

sometimes get involved in helping and advising new 
employees who are joining the field. 

I 



Ministry: MFDP 
Department: Central Statistics Office
 
Grade: GA2 
A lot: Through 

economy 
National 
is can 

accounting, 
be deduced 

some indication of how the 
and the shifting of labor 

resources affected. 

Ministry: MOA 
Department: AFS 
Grade: 
Somewhat: Encouraging ranchers/farmers -to send people as trainee 

ranch manag s at Ramatlabama Ranch Management Centre. 

Ministry: NDB
 
Department: Project
 
Grade:
 
A lot 	 My organization provides credit (long-tenn) for existing

and new projects and this essentially entails the cost 
of job creation. 

Ministry: MFDP 
Department: Supplies 
Grade: GAI 
A lot: Being responsible for staff in my department. I create 

jobs by studying development plans and make a manpower
planning in relation to that and create posts for
 
employing additional personnel.
 

Ministry: MOA
 
Department: AFS
 
Grade: PR
 
Somewhat: 	 Hire labourers for locust control 

Ministry: MCI 
Department: Wildlife 
Grade: PR3 
Somewhat: 	 The research work that we are carrying out will result 

in recommendations for certain projects to be undertaken 
hence creating employment.
 

Ministry: MOA
 
Department: Animal Production
 
Grade: PR2
 
Somewhat: There is Government Financial Assistance Policy 
that
 

finances projects and there are many poultry projects
that will be financed and that will create more jobs. 



Ministry: MLGL
 
Department: Lands
 
Grade: GAI
 
Somewhat: The development of a land policy which will 
employ many


Batswana in Agricuiture (e.g. Commercial Farms). 

Ministry: MHA
 
Department: Labour & Social 
Security
 
Grade: SS6

Somewhat 	 Assisting training in industry. Assisting job seekers 

to find employment, Advising Government on labour
migration to our neighbours. 

Ministry MOH
 
Department: Supplies
 
Grade: GAl
 
Somewhat: 
 The mushrooming 
of health facilities country-wide in
 

turn generated employment to cater for supplies - e.g. 
drugs etc.
 

Ministry: MFDP
 
Department: HQ
 
Grade: PR3
 
Somewhat: 
 FAP programme which 
 deals with giving grants to 

productive businesses so that production employment is 
created.
 

Ministry: MOA
 
Department: AFS
 
Grade: PR3

Somewhat I am involved in encouraging farmers to go into pig

production and these farmers hire a lot of people to 
work on farms.
 

Ministry: MHA 
Department: Labour and Social 
Security
 
Grade: GA3

A lot: 


Ministry MFDP
 
Department: Supplies
 
Grade: SS6
 
A lot: 


Participating in PTC (FAP) meetings. Enforcement of 
minimum wages. Implementation of the Labour 
productivity idea. 

We are purchasing the materials from the Far East to 
distribute it to Uniform Manufa-turers to make garments. 



Ministry: MHA
 
Department: Labor & Social 
Security 
Grade: GAI
A lot: Ensuring that the available jobs are first and foremost 

for Batswana. Making contingency plans to absorb the 
migrant labour currently in South Africa.
 

Ministry, MRWA
 
Department: Water Affairs
 
Grade: PR4
 
Somewhat: The expansion of the department due to persistance of 

drought in Southern Africa.
 

Ministry: MCI
 
Department: Industrial
 
Grade: PR2
 
A lot: 
 Promote inuustries
 

Ministry: MHA 
Department: Immigration
 
Grade: GA2
 
Somewhat: By reporting to my Ministry through my 
department what
 

takes place and giving my suggestions.
 

Ministry: MOH
 
Department: Health
 
Grade: N4
 
Somewhat: 
 Making working environment less hazardous thus improving

employer/employee relationship. 

Ministry: MOH
 
Department: planning 
Grade: PR2
 
Somewhat: 
 I worked on small scale industries development before 

being transferred to the Ministry of Health. 

Ministry MOA 
Department: Agric. Research 
Grade: PR3 
A lot: Strategies for small stock improvement. Fodder 

procurement by farmers by labor. 

Ministry: MOA
 
Department: Under Secretary
 
Grade: SS5
 
Somewhat: 
 Assisting in planning human resources for new projects.
 



Mini stry: Private
 
Department: Metro
 
Grade:
 
Somewhat: 
 Have to decide on having a small establishment working

overtime or cutting on overtime in order to employ more 
people.
 

Ministry: MLGL
 
Department: Council
 
Grade: PR4
 
A lot: Belong to the core planning group in the 
 District
 

(District Development Committee) 
and being involved in

the (writing) preparation of the District Development
plan.
 

Ministry: MOE
 
Department: CDE 
Grade: PR2 
A lot: We do not create jobs, but we try and make stud-nts 

realise that there enough jobsare not to go round. We 
encourage them to think about self employment and toutilize whatever Government schemes are available to 
them.
 

Ministry: MOH
 
Department: Heal th 
Grade: Tl
 
Somewhat An advocacy role basically for groups that are affected 

since it has serious implications for their ability to
purchase basic commodities relation to my job. 

Ministry: National Parks 
Department: Wildlife 
Grade: P2
 
A lot: Employment of rural people 
 in Safari companies.


Eticourage Safari companies to implement training and 
localisation.
 



APPENDIX I:
 

S1RVEY FINDINGS - STATISTICAL TABLES
 

NOTE: Where figures do not add to 
100 percent in the following

tables, non-responses and/or answers 
with no firm opinion

have not been included.
 



II 

32.1 

TABLE 11.1 - EXPATRIATE JOB SUBSTITUTE 

I Expatriate j Expatriate I Any Expatriate 
I Only J and OtherI I I 

I I 
Total (109) j 17.4 I 14.7 I 

TABLE 11.2 - EXPATRIATE JOB SUBSTITUTE BY PROJECT 

I Any Expatriate 
Project I 

...
 

SAMDP (47) 38.3
 

SAMDP-BWAST (35) j 37.1
 

BWAST (27) I 14.8 

TABLE 11.3 - EXPATRIATE JOB SUBSTITUTE BY CIVIL SERVICE GRADE 

Grade I Any Expatriate
% 

Superscale (11) 45.5
 

Professional (39) 33.3
 

General Admin. '19) 15.8
 

Technical (15) 33.3
 

I-1
 

I 



TABLE 12.1 - NEWS FROM HOME: OVERALL 

I Often ISometimes I Never 
Total (109) I %I I 

Employer 
 5.5 41.3 
 41.3
 

Job Positi'on 3.7 16.5 
 64.2
 

I 
Botswana 	 31.2 55.0 11.9
 

I 

TABLE 12.2 - NEWS ABOUT EMPLOYER BY GRADE 

I Often ISometimes I Never
 
Grade I% 
 I %
 

Superscale (11) 9.1 
 54. 5 27.3 

Profession.: ;9) 0 41 .0 41 .0 

General Admin. (19) 5.3 42.1 47.4
 

Technical (15) 6.7 46.7 33.3
 

TABLE 12.3 NEWS ABOUT EMPLOYER BY DEGREE
 

Degreee 	 I Often ISometimes I Never 

I %I % %= 22========== = ==== = ===== == = = = ==== == 222 ====== = 2========== = fl 

Undergraduate (41) 	 2.4 
 29.3 43.9
 

Graduate (34) 
 8.8 61.8 
 29.4
 

Non-degree (34) 5.9 35.3 50.0
 

1-2
 



16.5 

I 

TABLE 13.1 - KNOWLEDGE OF POST TRAINING JOB: OVERALL 

Yes j No 

Si I 

I',tal (1)09) b2.6 

I I I 

TABLE 13.2 - KNOW1LEDGE OF POST TRAINING JOB BY GRADE 

Grade I Yes I No 

Superscale (11) 90.9 9.1
 

Professional (39) 79.5 20.5
 

General Admin. 89.5
(19) 10.5 

Technical (15) 80.0% 20.0% 

TABLE 13.3 - KNOWLEDGE OF POST TRAINING JOB BY DEGREE 

Degree I Yes j No 

Undergraduate (41) 68.3 31.7
 

Graduate (34) 91.2 8.8
 

Non-degree (34) 91.2 5.9
 

1-3
 



TABLE 13.4 - KNOWLEDGE OF POST TRAINING JOB BY TRAINING LENGTH
 

ITraining 
ILength 

I 
I Yes 

I 
I No. 

I 
I 

Short (27) 88.9 7.4 

Long (82) 7.3 19.5 

1-4
 



I 

TABLE 14.1 - TRAINING-RELATED JOB: OVERALL 

Yes No
 

I 

ITotal (109) 88.1 11.0
 

TABLE 14.2 - TRAINING-RELATED JOB BY GRADE 

Grade I Yes I No 

I I 

Superscale (11) I 81.8 I 18.2 

Professional (39) 94.9 5.1 

General Admin.(19) 78.9 15.8 

Technical (15) 93.3 6.7 

TABLE 14.3 - TRAINING-RELATED JOB BY DEGREE
 

Degree j Yes No 

Undergraduate (41) 87.8 
 9.8 

Graduate (34) 97.1 2.9 

Non-degree (34) 79.4 20.6 

1-5
 



TABLE 14.4 - TRAINING-RELATED JOB BY LENGTH
 

I II 
ILength j Yes I No I 

I III 
jShort (27)I 
I 

II __ 

II 
70.4 
_ _ _ 

J 
_ _ 

25.9 
_ _ _ 

ILong (82) I 92.7 6.1 

I-6
 



TABLE 15.1 - PROMOTION PATTERNS WITHIN AND BETWEEN GRADES 

SI I 
I No Promotion I Promotion within I Changed Grade I I 
I I Grade I 

I I I I I
 

SS (5) 4 80.0 1 20.0 -0-
 0 

SS 
 GA 
 T
 
1 15.41 

PR (13) 4 30.8 7 1 53.8 
 1 2 0 0 1 

SS 	 PR T 124.01 
GA (25) 6 24.0 1 13 52.0 	 4 2 0 

SS PR GA 54.2
T (24) 6 25.0 5 20.8 0 13 0
 

Other (2) 
 0 
2 1100. 0 

ITotal (69)*I 22 1 31.9 26 37.7 30.421 	 I100.0
 

*69 of the survey sample reported a grade before and after training
 

TABLE 15.2 - TRAINING-RELATED PROMOTION: OVERALL
 

Yes I No 

SI i I 

I Total 	(109)1 44.0 I 47.7 
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TABLE 15.3 .- TRAINING-RELATED PROMOTION BY GRADE
 

Grade Yes I No 
% % 

Superscale (11) 45.5 
 54.5
 

Professionial (39) 46.2 J 41.0 

General Admin.(19) 26.3 j 63.2 

Technical (15) I 46.7 I 46,7 

TABLE 15.4 - TRAINING RELATED PROMOTION BY GENDER 

Gender j Yes No 

I I I 

Male (83) 43 4 I 48.1 

Female (26) 46.2 46.2
 

TABLE 15.5 - TRAINING RELATED PROMOTION BY DEGREE 

Degree j Yes I No 

% % 

Undergraduate (41) 46.3 
 39.0
 

Graduate (34) 61.8 
 32.4
 

Non-degree (34) 23.5 73.5
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TABLE 15.6 - TRAINING-RELATED PROMOTION BY LENGTH 

I Length I Yes j No 

IShort (27) 22.2 74.1
 

ILong (82) I 51.2 I 39.0 1 

I-9
 



TABLE 16.1 - JOB RESPONSIBILITY OVERALL 

I I I I
 
Less I Same f More

I I lI I
 

II I I I
 
Total (109)1 2.8 I 21.1 I 61.5 I
SI I I I
 

TABLE 16.2 - JOB RESPONSIbILITY BY GRADE 

= == == = =- == ========= 

SI I I
= = 

Grade j Less I Same MoreI I I
 

Superscale (0) 18.2 72.7
 

Professional (39) 7.7 10.3 53.8
 

General Admin. (19) 0 36.8 63.2
 

Technical (15) 0 26.7 66.7
 

TADLE 16.3 - JOB RESPONSIBILITY BY GENDER 

II I I
 
Gender Less Same More
II I I
 

Male (83) 3.6 21.7% 59.0
 

Female (26) 0 19.2 69.2
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TABLE 16.4 - JOB RESPONSIBILITY BY DEGREE 

II I I
 
I Degre2 Less I Same More 

Undergraduate (41) 7.3 12.2 46.3 

Graduate (34) 0 14.7 82.4
 

Non-degree (34) 0 38.2 I 58.8 
I I I
 

TABLE 16.5 - JOB RESPONSIBILITY BY TRAINING LENGTH
 

I I I
 
Length j Less I Same I More 

2 I
 

Short (27) 0 48.2 I 48.2 

L I
II I
 
Long (34) I 3.7 I12.2 I 65.9 

II I
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TABLE 17.1,- TRAINING RECOGNITION
 

Yes I No 
% % 

I Total (109) j 70.6 I 17.4 

TABLE 17.2 - TRAINING RECOGNITION BY GENDER 

I Gender Yes No 

Male (83) j 73.3 I 16.9 
C I I 

I Female (26) j 61.5 j 19.2 

TABLE 17.3 - TRAINING RECOGNITION BY YEAR RETURNED
 

I I 
I Year Returned I Yes j No 

% % 

83 (45) 73.3 15.6
 

84 (64) 68.8 18.8
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TABLE 17.4 - TRAINING RECOGNITION BY DEGREE
 

Degree Yes j No 

% I 

Undergraduate (41) 75.6 
 j 17.1

I I - ! 

Graduate (34) 79.4 j 11.8
 

Non-degree (34) 55.9 I 23.5
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TABLE 18.1 - OVERALL SATISFACTION WITH TRAINING PROGRAM
 

SI I I
 
High Satis. j Moderate Satis. I Low Satis. 

% %I I I " I I
 

I II I
Ii2 I3 14 1 5
I II I I
 

33.0 I 29.4 30.3 .9 3.7
 

ITotal (109) 1
 
62.4 3U.3 4.6
 

TABLE 18.2 - OVERALL SATISFACTION WITH TRAINING PROGRAM BY PROJECT 

I Project I High Satis. I Moderate j Low Satis. 

SAMDP (47) 59.6 31.9 4.3
 

SAMDP-BWAST (35) 60.0 34,3 
 2.9
 

BWAST (27) 7 0.4 22.2 7.4
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TABLE 18.3 - OVERALL SATISFACTION WITH TRAINING PROGRAM BY GRADE 

Grade j High Satis. j4oderate Satis.I Low Satis.
 

% % 

Superscale (11)! 36.4 45.5 9.1
 

Professional (39)1 69.2 23.1 2.6
 

I General Admin.(19)I 84.2 10.5 I 5.3 

1 Technical (15)1 140.0 53.3 I 6.7 

TABLE 18.4 - OVERALL SATISFACTION WITH TRAINING PROGRAM BY GENDER
 

I Gender j High I Moderate j Low 

Male (83) 
 68.7 26.5 4.8
 

Female (26) 84.6 42.3 
 0
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TABLE 18.5 - OVERALL SATISFACTION WITH TRAINING PROGRAM BY DEGREE
 

Degree j High j Moderate I Low 

Undergraduate 

Graduate 

(41) 

(36) 

58.5 

82.4 

39.0 

17.7 

2.4 

0 

Non-Degree (36) 55.9 32.4 11.8 

TABLE 18.6 - OVERALL SATISFACTION WITH TRAINING PROGRAM 
BY LENGTH OF TRAINING 

Length 

Short (27) 

Long (82) 

High 

59.3 

67.1 

I 

I 

I 

Moderate 

33.3 

29.3 

I Low 

7.4 

3.7 

I 

I 
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TABLE 19.1 - SATISFACTION WITH TRAINING CONTENT
 

II 	 I
 
I High Satis. Moderate Satis. I Low Satis.
 

II i I
 

57.8 33.9 7.3 .9 

Total (109) 	1
 

I 91.7 7.3 .9
 

Degree 	 I Higi Satis. IModerate Satis.I Low Satis.
 

I I I
 
Undergraduate (41) 85.4 14.6 	 0 

Graduate (34) 91 .2 5.9 0
 

Non-Degree (34) 97.1 0 2
I 	 I 
2.9
 

Length I High j Moderate Low 
I %I 

Short (27) 100.0 1 0 I 0 

Long (82) 89.0 9.8 I 1.2 

1I17
 

I1-1 7
 

0 



TABLE 19.2 - SATISFACTION WITH PRACTICAL EXPERIENCE 

I 

I Total 
II 

II 

(109) 

I 
High Satis. 

% 

1 2 

1 36.7 1 25.7 
I 

62.4 

I 
IModerate Satis.I 

III %I 

1 3 I 
I! 

1 22.9 

22.9 

Low Satis. 

% 

4 I 5 
I 

2.8 1 8.3 

11.0 

I 

I 

Degree 

Undergraduate (41) 

j 

I 
High 

I 
61.0 

I 

I 
Moderate 

%I 

22.0 

I Low 

% 

17.1 

I 

I 
I 

Graduate 

Non-Degree 

(34) 

I 
(34) 

I 

58.8 

79.4 

29.4 

17.7 

11.8 

2.9 

I 

I 
I 

I I 

I 
Short I 

I 
High 

% 
I 
II 

Moderate 

% 
I 
I 

Low 

I 

Short (27) 81.5 14.8 3.7 

Long (82) 61.0 25.6 13.4 
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TABLE 19.3 - SATISFACTION WITH RELEVANCE TO BOTSWANA
 

II I 
I High Satis. IModerate Satis.j Low Satis. I

I AI 

I I I I I I 
1 1 1 2 I 5 

1 36.7 33.0 1 21.1 4.6 j .9 
'Total (109) I 

70.6 	 21.1 5.5 

SI 	 I 

Year Returned I High I Moderate I Low 
I 	 I I I I 

83 %(45) j 71.1 I 26.7 I 2.2 I 

84 (64) I 75.0 17.2 1 7.8 

SI 	 I I 
I Degree I High I Moderdte I Low 
I % I % I 

Undergraduate (41) 	 29.365.9 	 4 .9 

Graduate (34) 67.7 23.5 8.8
 

Non-Degree (34) 88.2 	 8.8 I 2.9 

I Length 	 I High j Moderate I Low I 
I I I I 

Short !27) I 88.9 I 11.l I 0 
LongI I 

SLong (82) I 68.3 I 24.4 j 7.3 I 

81-19 



TABLE 19.4 - SATISFACTION WITH RELEVANCE TO WORK 

Total (109) 

High Satis. 

II 
S I 2 

Ii 1 21I
I 

44.0 1 35.8 
I 

79.8 

IModerate Satis.l 

I I 
3II II 

1 14.7 I 
I I 

I 14.6 

Low Satis. 

4 
4 

I 
.9 2.8 

3.7 

Year Returned I 

I 
High I 

I 
Moderate 

% 
I Low 

% 

I 83 (45) j 77.8 j 22.2 0o 

84 (64) I 84.4 I 9.4 I 6.3 I 

Degree I 

I 
High 

% 
j 

I 
Moderate 

% 
I 

I 
Low 

% 

Undergraduate (41) 82.9 9.8 7.3 

Graduate 

Non-Degree 

(34) 

(34) 

82.4 

I 

79.4 j 

17.7 

17.7 

0 

-

? .9 

I 

I Length I 
I 

High j 

I 
Moderate j 

I 
Low 

I 

I Short 
I 

I Long 

(27) j 
I 

(82) I 

85.2 

80.5 

I 

I 

1-20 

14.8 

14.6 

j 
I 

I 

0 

4.9 

I 



TABLE 19.5 - SATISFACTION WITH TRAINING RESOURCES
 

II I 
I High Satis. 

I t 
IModerate Satis.1 
I 

Low Satis. 

I 
I 
1i 2 1 3 14 1 5 
I 

56.9 j 24.8 1 11.0 1.8 1 .9 
Total (109) I1 

81.7 11.0 2.8 
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TABLE 20 - APPROPRIATENESS OF TECHNICAL LEVEL 

I I 
Difficult Alright I Too Easy 

I
I 

Total (109) j 3.7 
I 89.9 3.7 

TABLE 21 - APPROPRIATENESS OF PROGRAM LENGTH 

I Length j Too Short j Alright j Too Long 

Total (109) 

Short-term (27)1 

I Long-term (82)1 

26.6 

65.5 

34.5 

= ==12====22 

70.6 1.8 
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I 

TABLE 22.1 - NEW KNOWLEDGE AND SKILLS
 

Large Amount IModerate Amountl Low Amount 


I &I%2 I 

33.9 36.7 35.7 1 .8 0 
Total (109)
 

70.6 25.7 1.8 

TABLE 22.2 - NEW KNOWLEDGE AND SKILLS BY GRADE 

I IJ 
Grade Large Amount IModerate Amountl Low Amount
 

% i I % 

Superscale (11) 45.5 54.5 0
 

I ~II 
Professional (39) 79.5 20.5 j0
 

General Admin. (19) 63.2 26.3 5.3
 

Technical (15) 60.0 33.3 0 
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TABLE 22.3 - NEW KNOWLEDGE AND SKILLS BY DEGREE 

Degree j Large Amosnt jModerate Amounti Low Amount 
I I I 

Undergraduate (41) 
 I 82.9 17.1 0 
I 

Graduate 
 (34) 73.5 23.5 2.9
 

Non-Degree 
 (34) 58.8 L8.2 2.9
 

TABLE 22.4 - NEW KNOWLEDGE AND SKILLS BY TRAINING LENGTH 

Length I Large Amount IModerate AmountI Low Amount 

% 

=== .... ===== =.. === = 

I% 
= = 
 == 
 == 
 == 
= 
 == 
 =======---------

Short (27) 59.3 40.7 0
 

Long (82) 76.8 20.7 
 2.4
 

TABLE 23 - OTHER BENEFITS FROM TRAINING 

1 I I 
I Yes I No 
I I 

I I I 
I Total (109) I 75.2 I 17.4 I 
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TABLE 24.1 - PARTICIPANT ADJUSTMENT PROBLEMS: OVERALL
 

Yes J No 

I I
 

jTotal (109) 33.9 I 64.2 

TABLE 24.2 - PARTICIPANT ADJUST4ENT PROBLEMS BY PROJECT
 

Project J Yes No 
t%
 

I I I
 
SA4D P (47) 31.9 63.8 I
 

SAMDP-BWAST (35) 48.6 51.4 I
 

I I I
 
BWAST (27) 18.5 81.5 

TABLE 24.3 - PARTICIPANT ADJUSTMENT PROBLEMS BY GENDER 

Gender I Yes I No 

Male (83) 30.1. 67.5 I
 

F 
 I
Female (26) j 46.2 I 53.8 
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TABLE 24.4 - PARTICIPANT ADJUSTREUT PROBLEMS BY DEGREE 

Degree Yes I No 

I*! I I 
Undergraduate (83) I 46.3 51.2 

II II 

Graduate (34) 35.3 61.8 
_ 

I 
_ _ _ _ _ _ _ _ _ _ 

I 
_ _ 

Non-jegree (34) 17.7 
I 

82.3 
I 

*TABLE 24.5 + 
- PARTICIPANT ADJUSTMENT PROBLEMS BY TRAINJING LENGTH 

I Length Yes No I 

I I 

IShort (27) 18.5 I 81.5I. II 
I I 
ILong (82) 39.0 58.5 
I I1 2 
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TABLE 25.1 - RE-ENTRY PROBLEMS: OVERALL 

I I 
 I
 
I Total (109) I None j Some ManyII I I
 

Lack of Supervisor Support 52.3 30.3 12.8
 

Bureaucracy 
 56.0 22.9 11.9
 

Lifestyle 
 86.2 8.3 I .9
 

Family Expectations 84.4 
 9.2 2.8

I I I
 

TABLE 25.2 - PROBLEMS WITH SUPERVISOR SUPPORT BY GRADE
 

I II I
 
Grade 
 j None Some j Many I
 

Superscale (11) 72.7 
 27.3 0
 

P,'ofessional (39) 48.7 25.6 20.5 

General Admin. (19) 52.6 1 36.8 10.5
 

I
 
Technical (15) 26.7 j 60.0 6.7 
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TABLE 25.3 - PROBLEMS WITH SUPERVISOR SUPPORT BY GENDER 

I Gender 

I 
Male (83) 

J None 

50.6 

I 
I 

I 

Some 

31.3 
I 

Mtany 

14.5 

I 

I 

Female (26)II I 57.7 I 26.9 7.7 
I 

TABLE 25.4 - PROBLEMS WITH SUPERVISOR SUPPORT BY DEGREE 

Degree
II 

f None j
I 

Some 

I 
J
II Many 

II 

Undergraduate (41) 36.6 31.7 24.4 

Graduate (34) 61.8 29.4 5.9 

Non-Degree (34) 61.8 29.4 5.9 
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TABLE 27.1 - USEFULNESS OF TRAINING: OVERALL 

Yes j No 

Total (109) I 92.7 7.3 I 

TABLE 27.2 USEFULNESS OF TRAINING BY PROJECT
 

Project j Yes No 

% % 

SAMDP (47) 93.6 6.4 

S/BWAST (35) 94.3 1.8 

BWAST (35)1 68.6 11.1 

TABLE 27.3 - USEFULNESS OF TRAINING BY GENDER 

Gender I Yes j No 

% % 

Male (83)1 95.2 4.8 
1 1 

1 Female (26)1 84.6 15.4 1 
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TABLE 27.4 - USEFULNESS OF TRAINING :'Y GRADE
 

J I I 
Grade I Yes j No 

% I 

Superscale (11) 100.0 0 

Professional (39) 94.9 5.1 

General Admin. (19) 84.2 15.8 

Technical (15) 1 00.0 0 

TABLE 27.5 - USEFULNESS OF TRAINING BY YEAR RETURNED
 

Year Returned J Yes No 

83 (45) 97.8 2.2 

84 (64) 89.1 10.9 
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TABLE 27.6 - USEFULIAESS OF TRAINING BY DEGREE 

II Degree I Yes 

I 
jI No 

I 

Undergraduate (41) 95.1 4.9 

Graduate (34) 94.1 5.9 

Non-Degree (34) 88.2 I 11.8 
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TABLE 28.1 - TRAINING APPLICATION: OVERALL
 

High j Moderate Low 
Application j Application j Application j 

I 1 2 3 4 5
 

32.1 25.7 35.8 2.8 2.8
 
Total (109) I
 

57.8 35.8 5.5
 

TABLE 28.2 - TRAINING APPLICATION BY PROJECT
 

High Moderate I Low 
I Project Application Application I Application J 

% % 

SAM DP (47) 59.6 34.0 6.4 

S-B (35) 60.0 34.3 5.7 

BWAST (27) 51 .9 40.7 3.7 
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TABLE 28.3 - TRAINING APPLICATION BY GRADE
 

High I Moderate I Low 
Grade Application I Application j ApplicationII I I 

Superscale (11) 45.5 45.5 I 9.0 

Professional (39) 53.8 38.5 I 5.1 

General Admin. (19) 52.6 36.8 110.5 

I I 
Technical (i5) 60.0 33.3 j 6.7%
 

TABLE 28.4 - TRAINING APPLICATION BY GENDER 

Gender j High I Moderate Low 

% I % % 

Male (83) 57.8 36.1 6.0
 

Female (26) 61.5 34.6 3.8
 

TABLE 28.5 - TRAINING APPLICATION BY YEAR RETURNED 

Year Returned J High Moderate j Low
 

II I 

( 83 (45)1 62.2 31.1 I 6.7 

1 84 (64)1 56.3 39.1 I 4.7 

=== == ==== =================== = =1-=3==
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TABLE 28.6 - TRAINING APPLICATION BY DEGREE 

I 

I 

Degree 

I 

I 

High 

I % 

I 
I 

I 

Moderate 

% 

II 
I 

II 

Low 

% 

Undergraduate (41) 56.1 39.0 4.9 

Graduate (34) 67.7 29.4 2.9 

Non-Degree (34) 52.9 I 38.2 8.8 
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TABLE 29.1 - CONSTRAINTS TO APPLICATION OF 
TRAINING
 

Few I Some I Many 

1 2 3 4 I 

27.5 12.8 39.5 6.4 5.5 
Total (109)
 

40.4 39.5 11.9 

TABLE 29.2 - CONSTRAINTS TO APPLICATION OF TRAINING BY GRADE 

I Grade I Few j Some I Many 

Sunerscale (11) 45.5 36.4 0 

Professional (39) 41.0 35.9 15.4
 

General Admin. (19 26.3 57.9 10.5 

Technical (15) 40.0% 46.7 13.3 
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TABLE 29.3 - CONSTRAINTS TO APPLICATTON 
OF TRAINING BY GENDER
 

Gender 
 Few j Some I Many 

Male (83) 48.2 38.6 13.3
 

Female (26) 50.0 42.3 7.7 

TABLE 29.4 - CONSTRAINTS TO APPLICATION OF TRAINING BY YEAR RETURNED
 

Year Returned j Few j Some I Many I 

% % 
83 (45)1 62.2 31.1 
 6.7
 

84 (64)1 56.3 I 39.1 4.7 

TABLE 29.5 - CONSTRAINTS TO APPLICATION OF 
TRAINING BY DEGREE
 

I 
Degree j Few Some I Many II I I I 

Undergraduate (41) 43.9 39.0 17.1
 

Graduate (34) 55.9 35.3 8.8
 

Non-Degree (34) 47.1 44.1 8.8
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TABLE 29.6 - CONSTRAINTS TO APPLICATION OF TRAINING 
TRAINING LENGTH 

II I I 
Length I Few J Some j Many 

II I I I 

Short (27) 48.2 44.4 7.4 

Long (82) 48.8 37.8 13.4 
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TABLE 30.1 - INTRODUCTION OF NEW IDEAS OR CHANGES 

Yes j No 

SI I 

iTotal (109)1 48.6 I 44.0 

TABLE 30.2 - INTRODUCTION OF NEW IDEAS OR CHANGES BY GRADE 

Grade I Yes No 

Superscale (11) 63.6 27.3
 

Professional (39) 56.4 33.3
 

General Admin. (19) 1 42.1 68.4
 

Technical (15) 40.0 I 60.0 

TABLE 30.3 - INTRODUCTION OF NEW IDEAS OR CHANGES BY GENDER 

Gender Yes j No II 2= =22= 2= 

Male (83) 48.2 43.4
 

Female (26) 50.0 46.2
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TABLE 30.4 - INTRODUCTION OF NEW IDEAS OR CHANGES 
BY TRAINING LENGTH
 

Length j Yes No
 

% % 

Short (27) 55.6 j 40.7
 

Long (82) 46.3 45.1
 

TABLE 30.5 - INTRODUCTION OF NEW IDEAS OR CHANGES
 

BY YEAR RETURNED
 

I I
 
IYear Returnedi Yes j No I
I I 

83 (45)1 62.2 28.9 1
 

84 (64)1 39.1 54.7
 

TABLE 30.6 - INTRODUCTION OF NEW IDEAS OR CHANGES BY DEGREE 

SI I 
Degree J Yes I No 

Undergraduate (4 ) 39.0 48.8
 

Graduate (34) 58.8 35.3
 

Non-Degree (34) 50.0 47.1
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TABLE 31.1 - RECEPTIVITY TO NEW IDEAS: OVERALL
 

I High J Moderate I Low 
I Receptivity I Reveptivity J Receptivity 

1 2 3 4 I 5 

I i I 
19.3 22.9 33.0 2.8 I 6.4 

Total (109) I 

42.2 33.0 9.2
 

TABLE 31.2 - RECEPTIVITY TO NEW IDEAS BY GRADE 

I High j Moderate I Low 
Grade I Receptivity I Receptivity I Receptivity 

Superscale (11) 54.5 27.3 
 0
 

Professional (39) 30.8
41.0 10.3
 

General Admin. (19) 42.1 47.4 21.1
 

Technical (15) 33.3 53.3 0
 

TABLE 31.3 - RECEPTIVITY TO NEW IDEAS BY GENDER 

I I I 
Gender j High I Moderate LowII I I 

Male (83) 56.6 34.9 8.4
 

Female (26) 61.5 26.9 11.5
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TABLE 31.4 -


Year Returned j 

83 (45)1 

84 (64)1 


TABLE 31.5 


Degree 


Undergraduate 

Graduate 


Non-Degree 

RECEPTIVITY TO NEW IDEAS BY 
YEAR RETURNED
 

High j Moderate Low 

62.2 33.3 4.4 

54.7 32.8 
 12.5
 

- RECEPTIVITY TO NEu IDEAS BY DEGREE
 

j High j Mod. j Low
 

1% %~ % 
I ~ I 

(41) 41.5 46.3 12.2 

(34) 67.7 26.5 5.9
 

(34) 67.7 23.5 8.8 
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TABLE 32.1 - PROFESSIONAL ACTIVITY 

_____GREATER INVOLVEMENT 

I New JPlanningh Improvel Plan I 
I Policy lProceduresIProjectsJCommit- JProgramsJ Work- IResearchi 
I I I items I I shops I I 

I I I I I I I I I 
ITotal

SI 
(109) i 30.3 I

I 
43.1 I

I 
49.5 1

I 
33.9 1

I 
48.6 I

I 
36.7 1

I 
34.9 I 

Attend Workshops 36.7
 

Publish Works 11.9
 

TABLE 32.2 - GREATER INVOLVEMENT BY PROJECT 

I II New IPlanningi Improvej Plan I I
 
Project I Policy IProceduresIProjectsICommit- JProgramsl Work- IResearchl
 

I I I Itees I I shops I I
 

S (47) 1 31.9 46.8% j 46.8 1 44.7 55.3 1 40.4 31.9 1 

I III
 
SB (35) 28.6 34.3 I 60.0 1 28.6 1 37.1 I 31.4 37.1 

B (27) 29.6 48.1 j 40.7 1 22.2 1 51.9 j 37.0 37.0 

- I I 
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TABLE 32.3 - GREATER INVOLVEMENT BY GRADE
 

Grade I Policy 
Ij New jPlanningJ Improvel Plan Attend 

JProceduresJ ProjectJCommit- I ProgramJWorkshopIWorshop tResearchi 

I I Itees I I I I I 

IIIII I I I 
SS (11) II 

I 
36.4 j 

_ 36.4 
__ I 45.5 45.5IIIII 63.6 36.4 54.5 18.2 

_ _ 
II 
I 

PR (39) I 35.9 
IIIIIII 

46.2 59.0 33.3 46.2 35.9 41.0 46.2 

I 

GA (19) I 31.6 52.6 47.4 42.1 68.4 52.6 57.9 36.8 

T (15) I 13.3 26.7 20.0 13.3 40.0 20.0 6.7 13.3 

TABLE 32.4 - GREATER INVOLVEMENT BY GENDER 

I I I I 
Gender f Policy I Research 

Male (83) j 33.7 I 37.4 I 

I Female (26) j 19.2 I 26.9 
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TABLE 33.1 - INVOLVEMENT IN PLANNING PROGRAM
 

I Yes No 

% % 
I I I
 
ITotal (109)J 56.9 J 41.3 JI I I
 

TABLE 33.2 - INVOLVEMENT IN PLANNING PROGRAM BY GRADE 

iI I I
 
I Grade I Yes j NoI I I I
 

Superscale (11)1 54.5 1 45.5 1
 

Professional (39)1 66.7 1 33.3
 

General Admin. (19)1 52.6 1 47.4 1
 

Technical (15)1 93.3 
 6.7 1
 

TABLE 33.3 - INVOLVEMENT IN PLANNING PROGRAM BY GENDER 

== ==== ============= ===t==== =============== 

I I I I
 
Gender I Yes j No 

I I
 

IMale (83) I 55.4 42.2 

I I
 

IFemale (26)1 61.5 38.5
 
I I
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TABLE 33.4 - INVOLVEMENT IN PLANNING PROGRAM BY DEGREE
 

SI 
Degree I Yes 

I 
I No 

IUndergraduate (41) 1 58.5 36.6 1 

lGraduate 

jNon-Degree 

(34) 

(34) 

1 

III 

1 

85.3 

26.5 

1 

1 

14.7 

73.5 

1 

1 

TABLE 33.5 INVOLVEMENT IN PLANNING PROGRAM BY LENGTH OF 
TRAINING
 

I I I 
Length j Yes j No 

I % 

IShort (27) 1 25.9 1 74.1
 
II
 

ILong (82) 67.1 1 30.5
 

TABLE 33.6 - INVOLVEMENT IN PLANNING PROGRAM BY PLANNED WHAT 

I I I I 
Location I Content jObjectivesl
 

Total (62) j 29.0 I 62.9 I 27.4 
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I 

TABLE 33.7 - PLANNING PROGRAM AND OVERALL SATISFACTION
 

SI I 

High Mod I Low
 

S Satis. Satis. Saris.
 
I I I I
 

S I I I
 
(62) Involvement I 69.4 j 29.0 j 1.6 

SI I __ _I 

SI I
 
(45) No Involvement j 60.0 J 31.1 j 8.9 I
 

TABLE 33.8 - PLANNING PROGRAM AND TRAINING APPLICATION
 

I I
 
I High I Mod I Low
 

Total (107) IApplicationlApplicationlApplicationj
I I I I
 

II
 
(62) Involvement 64.5 32.3 3.2
 

(45) No Involvement 51.1 j 40.0 8.9 

I7
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TABLE 34.1 - TRANSMISSION OF TRAINING
 

I I I II Often Sometimes I Seldom I 

l 121 3 14 I 51 

I 28.4 30.3 29.4 2.8 4.6
 
I Total (109)
 

58.7 29.4 7.3
 

TABLE 34.2 - TRANSMISSION OF TRAINING BY GRADE
 

SI I 
Grade j Often j Sometimes I Seldom I 

I Superscale (11) j 45.5 45.5 0I I _ _ _ *1 _ __I I 
Professional (39) I 59.0 30.8 7.7 

IIII 
General Admin. (19) I 73.7 42.1 5.3
 

Technical (15) j 66.7 I 20.0 6.7
 

TABLE 34.3 - TRANSMISSION OF TRAINING BY GENDER
 

Gender I Often I Sometimes j SeldomiII I I I 
%m % % 

Male (83) 63.2 27.7 8.4

I I I 

Female (26) 61.5 34.6 3.8
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TABLE 34.4 - TRANSMISSION OF TRAINING BY YEAR RETURNED 

Year Returned Often f Sometimes J Seldom 

% % 
83 (45)1 82,2 il.l 6.7 

84 (64) 50.0 42.2 7.8
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TABLE 35.1 - METHODS FOR TRANSMISSION OF TRAINING 

I Total (109) j Often 

% 
J Sometimes 

% 
J Never 

% I 

Informal Dis. 67.9 25.7 0 

Formal Pres. 21.1 44.0 24.8 

Reports 21.1 j 44.0 24.8 

0-T-J Training 32.1Z 38.5 16.5 

Exchange 

Materials 

22.0 37.6 22.9 

TABLE 35.2 - ON-THE-JOB TRAINING 

I 

II 

Total I 
i1 

Often 

32.1 

1 

5 

f 

Ij2 

I 

Sometimes 

38.5 

I 

f 

Never 

3 

16.5 
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TABLE 35.3 - ON-THE-JOB TRAINING BY GRADE 

I S Grade I Often I Sometimes IJ Never 

Superscale (11) 36.4 54.5 0
 

Professional (39) 48.7
20.5 17.9
 

General Admin. (19) 52.6 47.4 0
 

Technical (15) 26.7
40.0 26.7
 

TABLE 35.4 ON-THE-JOB TRAINING BY DEGREE
 

=========8==== ===== 


I 
= 

I I 
=
 

Degree I Often j Sometimes Never
 

Undergraduate (41)1 36.6
26.8 22.0
 

I I 
Graduate (34)1 32.4 1 41.2 8.8
 

Non-Degree (34)I 38.2 
 1 38.2 I 17.7I j
 

TABLE 35.5 - ON-THE-JOB TRAINING BY LOCATION 

SI I I 
Location I Often Sometimes I Seldom
 

I I 5 I I 

G (89) j 56.2 30.3 
 7.9
 

Other (20) I 70.0 25.00 5.0I I 
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TABLE 36.1 - CORRESPONDENCE WITH TRAINING SITE OR CONTACT
 

Often I Sometimes j Never 

I I II I I2 I3 

Total (109) I 17.4 J 55.1 I 24.8 

TABLE 36.2 CORRESPONDENCE WITH TRAINING SITE 
OR CONTACT BY GRADE
 

Grade Often J Sometimes J NeverII I I5 

Superscale (11) 
 9.1 72.7 9.1
 

Professional (39) 23.1 46.2 
 30.8
 

General Admin. (19) I 10.5 84.2 26.3
 

Technical (15) 13.3 53.3 
 26.7
 

TABLE 36.3 - CORRESPONDENCE WITH TRAINING SITE OR CONTACT BY GENDER 

SI I 
Gender Often Sometimes j Never


I %I 

Male (83) 15.7 55.4 
 26.5
 

Female (26) 23.1 53.8 
 19.2
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TABLE 36.4 - CORRESPONDENCE WITH TRAINING SITE OR CONTACT BY DEGREE 

SI 
Degree 

Undergraduate (41) 

J Often 

24.4 

I 

I 

I 

Sometimes 

41.5 

I 
I Never 

29.3 

I 

Graduate (34) 14.7 67.7 14.7 

Non-Degree (34) 11.8 58.8 29.4 

TABLE 36.5 - CORRESPONDENCE WITH TRAINING SITE 
BY TRAINING LENGTH 

OR CONTACT 

I Length I Often 

% 
j Sometimes 

I 
Never 

Short (27) I 11.1 63.0 j 25.9 

Long (82) 19.5 52.4 I 24.4 
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TABLE 37.1 - MEMBERSHIP IN PROFESSIONAL ASSOCIATION 

Yes J No 

TABLE 37.2 

Total 

- MEMBERSHIP 

44.0 I 52.3 
(109) I I 

IN PROFESSIONAL ASSOCIATION BY GRADE 

Grade j Yes No 

Superscale 

Professional 

General Admin. 

Technical 

(11) 

(39) 

(19) 

(15) 

45.5 

59.0 

42.1 

20.0 
I 

j
I 

45.5 

41.0 

52.6 

73.3 

TABLE 37.3 - MEMBERSHIP IN PROFESSIONAL ASSOCIATION BY GENDER 

Gender Yes J No 

Male 

Female 

(83) 

(26) 

jI 

I 

43.4 

46.2 

I 53.0 

50.0 

I 

I 
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I 

TABLE 37.4 - MEMBERSHIP IN PROFESSIONAL ASSOCIATION BY DEGREE 

Degree Yes j No 

% % 

Undergraduate (41) 51.2 I 
I 

4C.3 I 
I 

Graduate (34) 44.1 I 52.9 I 

Non-Degrep (34) 35.3 

II 
I 58.8 

TABLE 37.5 - NEMBERSHIP IN PROFESSIONAL ASSOCIATION BY TRAINING LENGTH 

Length j Yes I No 

I% 

Short (271 37.0 55.6
 

Long (82) 1 46.3 53.7
 

I
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TABLE 38.1 - RECEIVE PROFESSIONAL PUBLICATIONS: OVERALL 

Total (109) 

I 

J 

Yes 

61.5 

j
I 
I 

J 

No 

34.9 

I% 

TABLE 38.2 - RECEIVE PROFESSIONAL PUBLICATIONS BY GRADE 

Grade 
II 

Yes I 
I 

No 

Superscale 

Professional 

General Admin. 

Technical 

(11) 

(39) 

(19) 

(15) 

72.7 

64.1 

63.2 

53.3 

18.2 

35.9 

52.6 

40.0 

TABLE 38.3 - RECEIVE PROFESSIONAL PUBLICATIONS BY GENDER 

I Gender j Yes 

I I 

Male (33) 56.6 

Female (26) J 76.9 

1-5 I 
======= ===========f===================== 

j No 

I 
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TABLE 38.4 - RECEIVE PROFESSIONAL PUBLICATIONS BY DEGREE 

C ...=== = = = e e == U == ===S=aaat=u.=srjg=a 

egree Yes I No
II I I
 

t2 = fl fl~E Ifl m
=SEztS SSSzflf

% I
 

Undergraduate (41) I 56.1 j 41.5 I
 
_ __ _ _ _ I I
 

Graduate (34) I 70.6 I 25.5I __ _ _ _ _ _ I I I
 

Non-Degree (34) j 58.8 j 35.3 I
 
SI i
 

TABLE 38.5 - RECEIVE PROFESSIONAL PUBLICATIONS BY TRAINING LENGTH 

I Length Yes I No 

I % 

Short (27) 66.7 j 25.9 

Long (82) 59.8 j 37.8 

I
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TABLE 39.1 - TRAINING RELATED TO JOB CREATION. OVERALL 

1 

A Lot 

I 

2 

j 

I 

Somewhat 

3 

I 

I 

Not At All 

I 

4 1I 

I 

16.5 12.8 27.5 11.0 27. J 

I Total 

=--== 

(109) 

============ 

29.4 

=-== =======. 

27.5 38.5 

TABLE 39.2 - TRA!NING RELATED TO JOB CREATION BY PROJECT 

Project 

f======== 

SAMDP 

j A Lot 

%I 
================== 

(47) 34.0 

j Somewhat 

... 

21.3 

j 

I 
======= 

Not at All 

40.4 

= 

I 

S-B (35) 31.4 20.0 42.9 

I BWAST (27)1 18.5 48.1 29.6 

TABLE 39.3 - TRAINING RELATED TO JOB CREA7ION BY GRADE 

I 
Grade I 

I 
A Lot j

I 
Somewhat 

5 
Not at All I 

Superscale (11) 45.5 27.3 18.2 

Professional (39) 

General Admin.(19) 

35.9 

36.8 

25.6 

47.4 

35.9 

36.8 

Technical (15) 20.0 

1-5B 
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TABLE 39.1 - TRAINING RELATED TO JOB CREATION BY TRAINING LENGTH 

Field j 


Science (3) 

Labor Relations (8) 


Industry (5) 


Health (9) 


Engineering (4) 

Education (7) 

Economics (12) 

I 
Complter (3) 

I I 

Agriculture (26)I 


I Administration (22) J 

II 

A Lot 


33.3 

25.0 


40.0 


22.2 


28.6 


28.6 


33.3 


0 

26.9 


36.4 


15
 

Somewhat j Not at All 

66.7 0 

37.5 37.5 

20.0 20.0 

33.3 44.4 

35.7 28.6 

28.6 42.9 

16.7 50.0 

66.7 33.3 

19.2 46.2 

22.7 36.4 
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