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PREFACE
 

This report is the product of a team effort. The study on which this report
 
is based was conceived, designed, implemented, and finally analyzed by a
 
number of individuals who brought to the effort a variety of backgrounds and
 
perspectives. I hope that T have been able to adequately represent, report 
and reflect the hard work of all the team members in this text, and that those 
who accept the challenging task of implementing the recommendations, find this 
study useful. 

The following individuals were responsible for conducting in-depth interviews 
with some 300 entrepreneurs and maaagers. 

Mr. Janam Jay !Danjade 
Ms. Sukh Maya Bohra
 
Mr. Devi Gyanwali
 
Mr. Gn, Rajhhandari (also, Co-Director of the Project)
 
Ms. 1-tLrie Zivetz 

In addition, they made invaluable contributions to both the initial conceptual
 
formulation of the study, as well as the analysis of the findings. The fact
 
that each of these individuals had a network within the private sector which
 
they were willing to make available, was invaluable in the data collection
 
process.
 

Mr. Megh Ratna Shakya was responsible for reviewing training institutions.
 
His insightful comments on the potentials for strengtheninp local training
 
institutions were important in putting this study together.
 

Mr. Roop Jyoti, entrepreneur arid doctoral student at Harvard University, 
initially suggested the Critical Incident methodology for the study, and 
provided important advice in both the conceptal and final draft stages of the 
study. Both Mr. Jyoti and Mr. Bijay K. Shrescha, (o~ner, Beltronix Pvt. Ltd.) 
brought practical anl innovative suggestions to the design and analysis phases 
of the study. 

Professor Ppendra Pradhananga, provided continuity with past efforts and kept
 
us in touch with nat:ional priorities.
 

Phis study was extremely fortunate to have the backstopping of a highly
 
competent and comnitted support staff.
 

Mr. Manjil Joshi worked ong. hours to input and analyze the mass of data 
generated by this project. His thoroughness and persistance are much 
appreciated. Mr. Arjun Rajbanshi of Interface Pvt. Ltd. was also of great 
assistance in orpanizing the original computer program. 

Ms. Anita Shrestha, Mr. Shyam Shrestha, and Mr. Ram Prasad Kumal all helped in
 
different ways in keeping the logistics of the project going.
 

A special note of appreciation goes to Mr. Sayep Ashok Malla, field 
coordinator, whose organizational competence and unflagging dedication to the 
work kept all the various threads of this complex effort on course. 
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Secretarial Support Services (P) Ltd. provided a great deal of secretarial
 
services as fast as demanded during, the pressing hours of this study.
 
Tlanks are due to them for their valuable services.
 

Management Support Services gratefully acknowledges the financial support of
 
USAID/Nepal and GTZ/Nepal. We are also grateful to Mr. Virgil Miedema, USAID, 
and Mr. Jim Tomecko and Mr. Ed C-nela, Small Business Promotion Project, each 
of whom made not only important substantive contributions to the study, but 
were also a source of constan" Personal support to the team. 

We truly hope that this effort will he of somE assistance to all of the 
entrepreneurs and managers who generously shared their time and concerns with 
us, as well as their colleagues in the private sector. 

Laurie Zivetz, Project Director
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EXECUTIVE SUMARY
 

Training Needs for the Private Sector: the Demand and the Supply
 

I. Introduction
 

This study was carried out in an attempt to determine the management and
 
technical training needs for the private sector in Nepal. It also looked at
 
in-and-out of country training capabilities in an effort to determine what
 
training resources exist in Nepal, and how local institutions can be
 
strengthened to meet the needs of the private sector.
 

The findings include an in-depta look at training needs, based on 'critical
 
incidents' gathered from interviews with some 300 entrepreneurs and managers

from a cross-section of types and sizes of manufacturing and service
 
industries in half a dozen locations in the country. In response to the
 
question for instance 'could you tell me about a time when were
you not
 
satisfied with something one of your subordinates did?', one respondent
 
answered:
 

A few days back T trained my arcountant in book-keeping and 
I was expecting good accounting service from him. But it 
was just the opposite: he never came backl 

This incident, then was coded as a deficit skill for: 
1) staff motivation and
 
2) training and recruitment of staff. The frequency wiLh which certain skills
 
(whether positive or negative) reoccurred among the entire sample, or
 
subsamples based on size or type of industry, provided the basis for defining
 
training needs.
 

IT. Findings
 

The single greatest problem facing the private sector today is working with
 
the government. Some critical incidents which were heard often:
 

Last time I needed to get facilities to import my raw
 
materials it 
took three months and I had to make several
 
extra trips to Kathmandu just to get the work done. The raw
 
materials were so delayed that I was late on my order.
 

We have to get the thread from India, as the thread supplied 
by CIE is not good enough quality. The customs people don't 
Know low much to charge. It:depends on their whim. 

The highest ranking skill need which relates to problems internal to the
 
industries is delegation/supervision of staff, followed by motivation of
 
staff. in particular, entrepreneurs and managers alike complained about the
 
high mobility of employees, underperformance, absenteeism, lack of loyalty
 
etc. There is a strong preference for Indian (and in smaller industries,
 
family) laborers as a result of these phenomenon.
 

I have a hard time supervising my workc 7. If I am present,
 
productivity is high; if I am absent, it goe down.
 

In the beginning I hired relatives. Their performance was
 
not so good so I started hiring outsiders. But they started
 
cheating us and again I started hiring relatives.
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These problems indicate deficiencies in personnel and organizational
 

structures within industries as well as poor communications networking between
 

employers/management and staff. Other skill needs which ranked relatively
 
high include: 1) training and staff developmenE/recruitment, and manpower
 

planning and recruitment, both indicating a need for skill training; 2)
 

inventory management, which reflects se.eral issues including problems with
 

obtaining government facilities for importation of raw materials, working
 
captial for stockpiling raw materials, fluctuations in supply and price of raw 
materials etc.; 3) marketing strategies and research; and 4) technology:
 
choice, procurement and maintenance. 

The skill deficits of large industries are more focused on working with 
government, while smaller industries have more problems with marketing and 
technology. Personnel issues seem to be universal, although the smaller the 
firm the more critical it is to hire and be ;chle to hold skilled manpower 
because often the firm depends on a single Limdividual for technical and/or 
management expertise.
 

The report reviewed skill deficits, including technical training needs which 
were articulated by the respondents by type of industry as well. More than 40 
types of industries were sampled in this study. 

In addition, the special training needs of women entrepreneurs and managers, 
who made up 17% of the sampl,-, was discussed. In general, women have similar 
problems to men, though as a group (and particularly among small and cottage 
industries) they tend to lack self confidence and exposure. 

III. Training Institutions
 

An in-depth review of nearly 2 dozen training institutions in Nepal was 
conducted. The finding of this review was that although relevant training 
capability exists in the country (primarily within public sector 
institutions), the private scctor has never become a serious client of these
 
institutions. In addition, those agencies who are engaged in training for the 
private sector are largely ineffective. Nepali training institutions as a
 

whole lack credibility in the eyes of the private sector; they are, as a rule, 
too theoretical, and some are not relevant to the real life problems of the 
private sector. At preopt most industrialists rely on ad hoc, on the job 
training, or send staff to India. 

IV. Recommendat inns 

MASS recommends that ir order to stimulate a more 'entrepreneurial' and 
client-oriented approach on the part of local training institutions, grants be 
offered on a cost sharing basis to support 1) training of trainers; 2) 
curriculum development; 3) training courses. Likewise it was recommended that 
proposals from industry be solicited to provide partial support in management 
and techaical areas. The competitive and cost sharing components will provide 

industrialists an opportunity to take a hard look at their internal training 
needs, and require them to commit themselves to investing time and resources 
into training for themselves or their staff. This process will also give a 

further indication of precisely what the training needs of the private sector 

are and will allow donors to refine criteria and procedures for supporting 

training. 
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MASS also recommends that a contract be awarded to an Apex, or coordinating
 
body to manage the considerable logistical and monitoring functions of the
 
follow-on project. This agency should be identified from the private sector
 
based on competitive bids.
 

V. 	Meeting the training needs
 

Various approaches for addressing the sk;ll needs as defined by the data were 
put forward. In general, short courses, focusing on a minimum of theory and a 
maximum of problem solving were recommended. Also, given the level of 
positive skills in the private sector, stronger networking between established 
entrepreneurs who have resolved some of the pressing issues of the private 
sector, and those who are still grappling with them, was recommended. 
Apprenticeship tr;iining was also suggested, particularly for technical needs. 
This approach strengthens the ties between training and industry, and also 
facilitates employment links. 

VT. Conclusions 

In general, the report suggests that the follow-on training grant funding be 
used, insofar as possible to: 

1. 	Simulate more entrepreneurship and responsiveness to private sector needs
 
among indigenous training institutions;
 

2. 	 Provide forum and dialogue opportunities a) within the private sector to 
strengthen it's ability to define its objectives and organize strategies 
for dealing with it's own problems; and 1) between the private sector and 
government to enhance a mutuality of understanding and problem solving; 

3. 	 Provide industries with the opportunity of assessing their trainiai nceds 
and benefiting from the support available through the follow-on grant;
 

4. 	Explore further how training can most effectively address constraints in 
the privato sector. 
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CHAPTER I: INTRODUCTION
 

OBJECTIVES, METHODOLOGY AND SAMPLE
 



A. Objectives of the study: an Overview
 

The non-agricultural private sector is very small in Nepal. While agriculture
 
contributes 60.3% to GDP and engages 91.14% of the labor force: manufacturing

contributes only 4.6% to GDP, and employs only 0.48% of the labor force, a
 
total of 81,050 individuals. Within the manufacturing sector, modern
 
industries and cottage industries contribute 3.2% and only 1.4% to GDP
 
respectively. The construction industry contributes 7.5% to GDP, but employs
 
only 0.03% of the laborforce, and the tourist sector contribute only 3.7% of
 
GDP.<I> 
A full 28% of the industrial laborforce is drawn from India,

highlighting the dual dilemmas of Nepal's dependence on her southern 
neighbor
 
for trained personpower and the dearth of indigenous trained technicians,
 
laborers and even managers.<2>
 

Despite their limited numbers and contribution to GDP, service and
 
manufacturing industries are expected to be increasingly important sources of
 
employment and national income in years to come. The private sector, to
 
date, has not had access to opportunities for training such as has been
 
available to various government agencies over the years. This project, then is
 
an effort to determine 1) what the training needs of the private sector are,
 
2) what local and external institutions are available to meet those needs, and
 
3) how local training capabilities can most effectively be mobilized to 
 meet
 
the training needs of the private sector. No comprehensive study has been
 
carried out on the training needs for the privte sector, although several
 
sectoral studies have been done in this regard. <3>
 

To this end, MASS has interviewed some 300 entrepreneurs and managers from a
 
cross-section of types and sizes of industries to determine the training

needs. We have also under-taken a comprehensive review of training
 
insitutions in Nepal, and corresponded with over 300 training institutions
 
abroad.
 

B. The Methodology
 

The methodology used for this project differs in many respects from the
 
conventional methodology commonly used for needs assessment studies. 
 Rather
 
than asking the respondents for their felt needs, which often provides the
 
researcher with opinions rather than facts, the Critical Incident Method,
 
which was employed in this study, asks the respondent to recall specific
 
incidents or situations which are pertinent to the issue at hand.
 

In the present study, entrepreneuers and managers from a cross-section of
 
industries were asked to recall incidents where they were pleased or
 
displeased with something that happened as a result of skills which they
 

<1> 	 Development Research and Communications Group, A Study on Non-

Agriculture Private Sector Enterprises , Kathmandu, 1984
 

<2> 	 ibid
 

<3> 	 See for instance, the report mentioned above and Suvedi, Purushottam;
 
Koirala, 
 Kiran; Upadya, Narottam; Pathak, Jaya Krisna, Industrinl
 
Enterprises in Nepal: Management Practises and Training Needs,
 
Kathmardu, 1985
 

Cummings, I.G.,Report of ILO Mission on Management Development in Nepal,
 
International Labcr Organization, Geneva, May, 1983 

Bales, J.A., Report on Mission to Nepal , Sponsored by ITC, UNCTAD/GATT,
 
IBACPA, Tribuvhan University, Trade Promotion Center, and Irish
 
Technical Cooperation Program, Ireland, March,1980
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themselves possessed, or, in subsequent questions, situations involving a
 
partner or colleague, a subordinate, or a superior, (as appropriate to the
 
individual's status in the company) where they were pleased or displeased with
 

what someone else did.
 

These incidents were then coded according to whether a positive skill was 
indicated, or a skill was lacking, as indicated by the situation. A list of 

the skill categories used for coding is presented in Figure I.I. After the 

critical incident segment of the interview was complete, individuals were 

asked directly about their opinions of the training needs of their specific 
institutions, which served as a double-check on the responses. Then the 

interviewee was asked whether if the types of training he or she identified as 

necessary were available, he or she would be willing to pay for such training. 

This was asked to indicate the level of interest and potential commitment to
 

participation in future training courses. In addition, basic information on
 

the firm was collected. A copy of the questionnaire is included in Appendix I
 

to this report.
 

Figure 1.1: Skill categories
 

i. Manpower planning and recruitment
 
2. Job allocation and scheduling
 
3. Training and staff development
 
4. Staff evaluation and appraisal
 
5. Salary and wage administration, including incentive and bonus schemes
 
6. Communications/information networking
 
7. Delegation/supervision 
8. Relative management 
9. Crisis management 
10. Office management
 
11. Self confidence/self assessment
 
12. Staff motivation
 
13. Financial management/project appraisal
 
14. Working capital/cash management
 
15. Book-keeping, accounting, auditing
 
16. Credit management: bank, relative, customer
 
17. Marketing: strategies and research
 
18. Pricing
 
19. Sales promotion: advertising, packaging, branding, customer incentives
 
20. Distribution management 
21. Personal salesmanship
 
22. Product identification and diversification 
23. Opportunity see':ing and action
 
24. Plant layout/location/safety
 
25. Production planning
 
26. Quality and cost control
 
27. Technology management
 
28. Invenitory forcasting, procurement and storage
 
29. Research and Development
 
30. Subcontracting
 
31. Business/government relations: influence management (source and force)
 

32. Knowlede of HMG rules and regulations
 
33. Working with government
 
34. Business establishment
 
35. Long-term planning/goal setting
 
36. Business diversification
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This study was the first time the Critical [nclcent fietnoo was usea in Nepal. 

While it generated a richness and depth of infor'mation which would have been
 

impossible to gather had we used closed-ended questioning, it was also
 

apparent that there was a resistance on the part of many respondents to
 

recount actual stories. Often several hours of patient probing 
were required
 

to loosen the interviewee up enough that the critical incidents began to 

unfold. This can be attribited in part to the fact that many respondents were 

alert to the fact that internal busiaess practises and problems might be 

construed to reflect individual weaknesses, and in some cases might even be
 

incriminating to the firm. Thus, while the Critical Incident Method may be 

most appropriate for a less sensitive or perhaps less savy population, it did,
 
of the private
in this case, offer a valuable insight into the problems 


sectoi, and indicate where training might be an appropriate intervention. 

C. The Sample 

The sample was purposively selected to provide representative distribution vis
 

a vis geographic location, type and size of industry. The distribution of 

types of industries is provided in Table 1.1. Of the total 300 industries 

sampled, 50% were cottage industries, 25% were small, 15% were medium, and 10% 

were large, according to government definitions. 217 or 72% were 

owner/managers and the remainder were managers. Women represented 17% of the 

interviewees. As shown in Figure 1.2. the sample was distributed regionally, 

with representation from the Eastern, Western and Central Terai, the IIills as 
well as various locations in the Kathmandu Valley.
 



Table I.1 Sample Distribution of Interviews by
 
Type of Industry: MASS
 

Type of Industry 


Animal Fred 

Bakery 

Bidi 

Brewery/distillery
 
Bricks/tiles 

Carpets 

Cement/cement products 

Construction 

Drugs/medicines 

Engineering 

Food processing 

Footwear/shoes 

Hotel/restaurant 

Iron 

Jewellery 

Jute 

Knitting/hosiery 

Leather 

Manufacturing others 

Matches 

Metal working 

Milk producti 

Oil and grain mills 

Paper/paper products 

Polythelene pipes/plastics 

Printing press 

Repairing workshops 

Research firms 

Saw mills 

Secretarial firms 

Service others 

Soaps 

Steel/steel furniture 

Steel and wood furniture 

Sugar 

Tailor/garments 

Tea 

Travel/trekking agencies 

Training institutions 

Wood/forest based products 

Yarn/textiles 


Total Interviews
 

5
 
6
 
i 

3
 
6
 
4
 
15
 
2
 
9
 
12
 
4
 
23
 
4
 
11
 
1
 
9
 
2
 
19
 
2
 
16
 
4
 
15
 
3
 
7
 
6
 
11
 
5
 
4
 
2
 
9
 
6
 
5
 
2
 
I
 
11
 
5
 
11
 
10
 
12
 
12
 

TOTAL 300
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DISTICTS2 


7. 


1. Darchula 


2. Baitadi 

3. Dadeldhura 

4. Kanchanpur 

5. Bajhang 

6. Doti 

7. Kailali 

8. Bajura 
9. Achham 


10. Humla 

11. Mugu 

12. Dolpa 

13. Jumla 

14. Tibrikot 

15. Dailckh 

16. Jajarkot 

17. Surkhet 

18. Bardia 

19. Banke 

20. Rukum 

21. Rolpa 

22. Sallyan 

23. Pyuthan 


/5 ii 

'3 


27. Paglung

28. Guli 

29. Arghakhanchi
 
30. Kapilbastu 

31. Manang
 
32. Parbat 

33. Kaski 

34. Lamjung 

35. Syangja 

36. Tanahu 

37. Palpa 

38. Rupandehi 

39. Nawalparasi 

40. Gorkha 

41. Dhading 

42. Chitawan 

43. Rasuwa 

44. Nuwakot 

45. Kathmandu 

46. BhaRtapur 

47. Lalitpur 


ADMINISTRATIVE DISTRICTS OF NEPAL 

/FIELD LOCAMiNS 
Figure 1.2 

0 >'J60 

-- 40\
 

/

-'.. .. J \ 6 t 7
j4 

-.6 

1 537 

51. Ranutahat5 
52. Sarlahi
 
53. Mahottari 65 
54, Dhanusha 
55: Sindhupalchok
 
56. Kavre Palanchok
 
57. Dolakha 70. Sunsari
 
58. Ramechhap 71. Moran_
 
59. Sindhuli 72. Taplejung
 
60. Solokhumbu 73. Panchthar
 
61. Okhaldhunga 74. 11am
 
62. Khotang 75. Jhapa
 
63. Udayapur
 
64. Siraha
 
65. Saptari
 
66. Sankhuwasabha
 

24. Dang Deokhuri 48. Makawanpur 67. Bhojpur
 
25. Mustang 49. Parsa 68. Dhankuta
 
26. Myagdi 50. Bara 69. Terhathum
 



D. The Audience for the Study
 

This document should be useful for those concerned with understanding and
 
assisting the plivate sector in Nepal. Not only does it identify problems,
 
but it suggests how those problems can be addressed through training. As
 
such, it should be useful for donors wishing to support training for the
 
private sector, government planners and practictioners ia prioritizing
 
resources and developing project plans, as well as training institutions in
 
clarifying target populations and appropriate courses which could assist the
 
private sector.
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CHAPTER II: THE FINDINGS
 

THE PRIVATE SECTORTRAINING NEEDS OF 



A. Introduction
 

In this chapter the main findings of the study are presented. Data gathered
 
by the critical incider.t method allowed identification of both positive and
 
negative skills for the private sector. The words 'po-itive' and 'negative'
 
are used for simplicity's sake. Essentially, they imply the absence or
 
presence of a skill as indicated by the critical incidents recounted by the
 
interviewees.
 

Before looking at the data, an important general finding concerning the push­
pull towards training in the private sector is examined. Following this, the
 
data is considered, first by looking at an overview of the most important
 
Fkill categories, then by addressing the needs of industries by size, and
 

finally by type of industry. The special training needs of women are also
 
examined. Because technical training needs were more specific to types of
 
industries they are considered separately, by industry.
 

B. The 'Catch 22' of training for the Private Sector
 

Training, whether technical or management, for the private sector in Nepal is
 
not a straightforward equation of supply and demand. There is a more subtle,
 
culturally-based paradox involved, which makes entrepreneurs face the prospect
 
of better trained people, and indeed the availability of training courses in
 
or outside of the country, with trepidation. This is based on a particular
 
type of experience that seems virtually universal within the manufacturing and
 
service sectors in Nepal.
 

We give the workers training, and they run away to start
 
their own business or find a better paying job.
 

If I hire outsiders and trairi them, they always tend to ask
 
for advance and run away with the advance; this has
 
happened many times.
 

One of our active partners left us and started his own
 
factory. He got practical experience with us, established
 
contacts with customers, got management training through
 
this factory, and finally left us.
 

Even at the highest managerial level, the issue of loyalty is paramount in the
 
minds of entrepreneurs.
 

In general there is a tendency for the workers to leave the
 
company when they gain skills. To save myself from it I have
 
hired laborers from my locality. We have a kind of family
 
relation among us.
 

While immitative entrepreneurship (that is, when an individual who has skills
 
gleaned from experience in one firm leaves to establish a similar or
 

complimentary firm) is not always detrimental at a national level, it does
 
present major constraints to the extension of training, when it happens with
 
such predictability and frequency as it seems to in the current environment in
 
Nepal.
 

If we send them to a course, they will meet others and may
 
be lured away to another firm.
 

said many, particularly large and medium scale entreprneurs. For the small
 

entrepreneur it is rather the dilemma of investing time and resources, perhaps
 
in an apprenticeship training on the job with an imported Tndian technician,
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only 	to find that the person slips away to another firm. Thus, while there is
 

nothing intrinsically undesirable about professiongl and labor mobility from a
 

national standpoint--and indeed it indicates growth and d:iversification in the
 

private sector--it is a very real deterrent to send staff for trainin-.
 

There is an important underlying issue in the high mobility of skilled and 

managerial talent within the private sector, which is perhaps as yet 

unrealized by many entrepreneurs themselves. When a person is sent for 

training, presumably his value to t-he business increases in terms of 

additional output or efficiency. If the individual returning from training 

sees that he or she can get a better salary, a more prestigious position or 

there will beeven independence (re-owning his or her own firm) certainly 


strong pulls away from the sponsoring institution.
 

be part of a large package of staff development, which
Thus, training must 

remain in the firm. Training courses
provides incentives for the trainee to 


must in-lude an emphasis on a business ethic which links the trainee 

immediately back to his or her specific job, so that training courses are not 

blamed for the sudden flight of individuals after the course. The specifics 

be addressed through trairing require considerably moreof how such issues can 

thought and perhaps also some trial and error in consultation with the user 

group in order to meet both the skill and employment needs of individual 

These issues, while more nebulous than skill training in 

accounting or a specific technical skill, merit serious consideration in the 

future training courses, if the mobility of the laborforce in Nepal 

industrialists. 


context of 


is to be addressed. 

A corollary to this issue is that of motivation, and in particular the 

hierarchy of choice currently prevailing in the job market. While unskilled 

'loyal' and less mobile in the marketplace,
laborers were reported to bc more 

I.A., or B.A. degrees,
middle level managers, that is those with S.L.C, 


generally prefer 
civil service or government corporations to private sector
 

the status and
employment. Although the private sector pays better, 


possibility for additional 'incentives' implicit itngovernment positions has
 
Indeed
tended to draw indigenous talent away from the private sector.<l> 


the private sector is sometimes a first job or training opportunity for
while 

their eye is oftentimes upon the government,
individuals with some education, 


and when the opportunity arises, they gravitate in that direction. This
 

'brain drain' is of considerable concein 
to private sector entrepreneurs, as
 

develop the
it should he to national policy makers seeking to promote and 


private sector.
 

There is very little legal recourse available at the moment, even for the
 
or her
entrepreneur who invests in training and upgrading the skills of his 


managers, to hold employees accountable even when there is a written contract. 

Thus, while many entrepreneurs, particuarly in large and medium scale 

industries, complain that there are no professional managers in Nepal, their 

solution has been to promote traditional styles of management in which 

performance standards are secondary to personal relationships, and loyalty is 

borne out of a mutually reciprocal system of patronage. At a time when there 

is a bigger demand in the marketplace for managers than there is a su-nly, 

be forced to 'up the ante' to attract goodnaturally entrepreneurs will 


people. In the current context, this includes not only better wages and
 

including
working conditions, but special concessions for personal problems, 


by case basis, overlooking
individual financial needs on a case 


<]> 	 There is ..ome evidence that thiP situation is turning around, given 

freezes in government hiring and increasing awareness of the 

possibilities for making good money in business. 
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underperformance and lack of motivation in favor of retaining the person at
 
all costs. One employer recounted: 

The day after payday most of my workers don't cone. But I 
can't say anything or they may leave me for good. 

The severe lack of technicai manpower in particular contributes significantly 
to this trend. In many cases the entrepreneurs haw found it ensier and more 
efficient to employ Indian laborers who are ar once more technically sound and 
reliable in terms ,f output and at tendance, or to retain family laborers who 
are more trustworthy. 

This 'personal i zed' approach to management is not unique to tie private sector 
in Nepal; it reflects a style which prevails in the public domain as well. It 
is, howc,,er, perhaps a costlier proposition for the industrialist who is net 
functioning in an insulated economy but must produce and sell in a marketplace 
in which his or her products are ultimately competing with imported goods 
produced in factories where perhaps the managerial co.wst: are not as heavy. 

Clearly then, training for the private sector can resolve .some of these 
issues bv invert ing the supply and demand matrix so that there is increased 
competition for jobs. When Lhis day comes, performance standards wi 11 be 
easier to enforce. In the present situation, however, it is a seller's 
market; thiN is unlik ,ly to change given annual growth rates in industry which 
consistently outpace grwth rates in tile availabiliLy for mmagerial or 
technical labor. 

Perhaps th. gre.,lU, tservice that ialnagelent traibing can provide to the 
private sector as , whole is to infuse a professional ethic at all levels in 
which performac, mrits promotion, both financially and professionally. 
Technical training, an thi other hand, can be made more 'useable' through 
stronger links with industry. 

Wile the capability for management and technical training within Nepal is 
embryonic, most of the enterpreneurs and managers who were interv ewed felt 
strongly that "outsaide training is a waste of time and money'. Many do send 
their people for training in India, and many use Indian techmicions to conduct 
on-the-job training. The high percentage of Indian skilled laborers in Nepali 
industries apeaks, in part, to the inability of present training insitutions 
to furnish the necessary manpower to the private sector. We maintain, 
however , that the potential is there to upgrade the training capabilities and 
facilit is in the country, and concur witi the entrepreneurs, and indeed with 
the donors who funded this .itudy, that in-country training institutions should 
recieve the bulk of assistance if Nepal is to produce it's own manpower for 
the private aector, utilizing the resources available in the most cost 
effecl irye m:ia,,r a;s possihIfa . 

C. Iraining ,d: of the Private Sector: An Overview 

The iost frequently cited positive and negative skills of the private sector 
are presented in Tables IfT.! and [I.2 below. These tabes provide important 
insights, not only into the management strengths and weakness of the private 
sector, hut al o, more generally, into the major issues in the minds of 
entrepreneurs and managers. That is, the frequency with which issues were 
raised, whether they indicated a positive or negative skill, reveal the most 
important management issues facing the private sector today. 
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Table II.1: Twelve Most Frequently Cited Deficit Skills of the
 
Private Sector Overall
 

FREQUENCY OF RESPONSE
SKILL CATEGORY 


1. Working with government 	 137(11)
 

2. Influence management: source and force 	 121(10)
 

3. 	Delegation of resposibility/supervision of staff 118(10)
 
112(9)
4. 	Staff motivation 


5. Training and staff development 	 107(9)
 
106(9)
 
97(8)
 

6. 	Inventory management 

7. 	Marketing: strategies and research 

8. Knowledge of 11MG rules and regulations 	 95(8)
 

9. Manpower planniag and recruitment 	 87(7)
 

10. 	Technology: choice, procurement, maintenance 84(7)
 
76(6)
11. 	Production planning 

70(6)
12. 	Self confidence 


Total 1210(100)
 

Table 11.2: Eight Most Frequently Cited Positive Skills of
 
the Private Sector Overall
 

SKILL CATEGORY 	 FREQUENCY OF RESPONSE
 

1. 	Training and staff development 125(19)
 
93(14)
2. 	Staff motivation 

80(12)
 
76(12)
 

3. 	Quality control 

4. 	Marketing: strategies and research 

5. Manpower planning and recruitment 	 73(11)
 

6. 	Delegation of responsibility/supervision of staff 73(11)
 
64(10)
7. 	Self confidence 

62(10)
8. 	Salesmanship 


Total 646(100)
 

Some general trends emerge from this data:
 

1. While 'external' issues of dealing with the government rank highest on the
 

deficit list, 'internal' issues which rank high on the deficit list are
 

also being addressed in positive ways in the private sector. In
 

particular, skills related to staff motivation, delegation/supervison, and
 

training are high priority as indiuated by their high ranking in both
 

positive and negative skill lists.
 

2. 	Nepali entrepreneurs, from their own recounting, excel more at identifying
 

and capitalizing on opportunities in the marketplace to improve upon a
 

pro'uct, a marketing strategy, or diversify into a new product line--than
 

thLy do in developing such options for themselves in working with the
 

government. 

3. 	It. is c1ear that training is a major issue in the minds of Nepali
 
in both
entrepreneurs and managers, as indicated by it's high ranking 


negativie and positive lists,
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4. 	Deficits in 'internal' skills relate to personnel, raw materials and
 

marketing respectively.
 

D. Specific training needs of the private sector
 

The top ranking deficit skill areas are explored in depth in this section.
 

1. 	Working with the government
 

Most industrialists expressed frustrations of some sort in obtaining promised
 

facilities from 11MG. In particular, obtaining facilities for raw material
 

procurement was a common dilemma. A 'topi' (cap) manufacturer complained:
 

We have to get the thread from India, as the thread supplied
 
by DCVI is not good enough quality. The customs people
 
don't know how much to charge. It depends on their whim.
 

Respondents from metal-based industries in particular complained about the
 

bureaucratic hassles in obtaining promised facilities for importation of raw
 
materials:
 

I have faced a constant hassle in getting raw materials
 
because of the bureaucracy. I would never start ailother
 
business that needed imported raw materials again.
 

Echoing the sentiment o; many small and cottage industrialists, 'ther
 
entrepreneurs stvfed:
 

I need working capital, but it is such a problem getting a
 

license and a loan that I havep't done anything about it.
 

I needed money to expand my business. So I applied to the
 
bank, but the attempt at getting a loan wasted several
 
months and was useless. 

Finally, a common story from the carpet industry: 

Two years ago the government promised us a rebate on our 
exports, so I shared this profit with my partner as an
 
incentive co him. But I am still waiting for this rebate,
 
and have been left without any profit.
 

And...
 

We are, by law, entitled to custom's exemption, but customs
 

always creates problems. Many times we just pay the duty to
 
get our goods out.
 

Changing policies also hinder long-term planning:
 

Our output is mostly exported to third countries like Japan,
 

the Middle East and so on. In exporting there are so many
 
complications. The government changas its rules and
 

procedures too often. Due to this we cannot meet the orders
 
in 	time.
 

Even the most skilled and influential entrepreneurs and managers face
 
logistical problems in obtaining promised facilities in a timely manner.
 

Training can only go so far in allievating this major stumbling block to
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private sector development. The problem will only truly be resolved when
 

structural changes within the relevant government departments are effected. As
 

far as training is concerned, entrepreneurs, particularly from small, micro
 

and non-Kathmanda based enterprises, would benefit from practical training in
 

working the system: the optimum use of source and force, influenca management,
 
and contacts
understanding rules and regulations, and utilizing their time 


most efficiently. In addition, organized interest groups could be mobilized
 

to effect certain changes in the system through lobbying efforts.
 

2. Influence management: sovrce and force
 

A corollary to the issue of working with the government, is the ability to use
 

influence--'source' or 'force' to make the system work. This means,
 

essentially, having tile necessary contacts, or being able to offer the
 

necessary 'incentives' to get ones work done in the government. Some
 

examples:
 

We import all our raw materials from India. This is based
 

on a quota agreement between Nepal and India. But this
 
quota is grabbed by the people with connections and they 

chdrge us high prices; the quality is not constant (we have 

to take whatever they give). We don't want to do #2 
business but we have to buy from these people to survivw'. 
Sometimes we get the quota ourselves but it comes so late we 
are delayed in meeting our orders.
 

If there is a prob'em working with the government, I must go
 

myself, even to the lowest officer. They want to see the
 
Director of the firm.
 

My factory was closed for a long time because of the problem 
of raw materials. f need plastic granules which are 
imported from a third country. Put the government is not 

helping; rather they are creating problems. They give 

licenses to others, but not to me. I met big shots also to 

ask for help; all of them talk nice, but they do no.thing. 

lArge industries are allowed to import raw materials from
 
third countries, but. we are not allowed. I do not know
 
whether the law itself is like this or hidden factors are
 

behind it.
 

This is also true in the banking sector:
 

When I applied for a loan in the beginning, the bank was
 

hesitant to finance. One foreigner from the project visited
 

my factory and my loan was sanctioned in two days.
 

Influence management is an important skill for the successful entrepreneur or
 

manager in Nepal as reflect.ed by the high priority it takes in the list of
 

defiqit skills. Despite it's negative connotations, this skill need cannot be
 

ignored. A positive incident may highlight this fact:
 

I personally have a contact with a V.I.P. in Kathmandu,
 
and other places in the world, so it Ls easier for me to
 

get things done in any of my lines of work.
 

Whether training can really address this deficit skill need can only be
 

determiner through trial and error. Suggestions on how training could help to
 

strengthen the influence management skills of entrepreneurs and managers are
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discussed in Chapter IV.
 

3. Delegation of responsibility/supervision of staff
 

This skill category is the highest ranking 
of the 'internal' management

problems, and, as such, i: mut amenable to 
training. It reflects a basic
 
problem in the personnel structure of industries, and the ability of
 
management to supervise employees.
 

Said one manager in a travel agency:
 

When 
 I first joined this office, I found the situation was
 
not very good. There were problems everywhere and staff
 
were not properly controlled. There was no discipline in
 
the office, and management was weak. I was so confused and
 
naturally felt very unhappy.
 

Incidents from two small industries highlight deficiencies in delegation:
 

Once I instructed the workers to finish a job on time. I had
 
to go out, and when I came back they were only 50% finished.
 
Workers lack a feeling of responsibility. 

Sometimes I have to take leave because of an exam or some 
other work. Often when I come back from my leave, I find 
production low, quality deteriorated, workers absent, and,
 
ultimately, sale poor. 

The hierarchical structure of most industries makes it difficult for heads of 
industries or departments t:o effectively share information and delegate
responsibility. Likewise subordinate staff are unable to share their problems
and points of view with their superiors in an effective manner. Deficiencies
 
in delegatation and supervision skills also relate back 
to the general culture
 
of suspicion within the business community, which characterizes 
employer/employee relations as well: 

We cannot delegate jobs relating to financial transactions 
to our subordinates because this is where leakages occur. 
So all. purchasing and major marketing decisions and 
trans-rtions are made and overseen 
by the senior partners.
 

In the Nepali system, ascriptive status, i.e. power based title rather than
on 

competence, sometines make it difficult for subordinat-es to function 
optimally--because an individual is the owner or boss, 
 he is always 'right'.

The personalized approach to management which characterizes most businesses 
implies that a challenge to his decisions is also a challenge to his personal 
prestige. 

Despite his technical knowledge of this business, the owner 
has very little knowledge of management. For example, no 
one in this organization knows his job. Everybody is
 
confused.
 

YTu know, the boss is like a king here--he can do whatever
 
he wants. But be is the boss, so we cannot say anything.
 

While information sharing ideally makes subordinates feel more a part of the 
institution, information is often equated with power, and is therefore
 
withheld. It is more common for the superior to 
'instruct', and 'command',
 
rather than share problems, so that subordinates do not feel a part of the
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problem or process. As a result they feel disinclined to take part in 

identifying or working towards the solution. Reports one medium scale 
induscrialist:
 

We give our stff salary increases based on their 
performance. But we do not tell therrr why. If' they come to 
ask, we explain. Recently one staff came to grumble about 
his salary so we said we would refer the issue to the head 
office, so he is quiet now. But in a few months he will 
grumble again. 

Another, from the hotel industry explained: 

The clieats often complain that the food is too expensive 
and not very good. So I talk to the cook and tell him to 
improve. We had a cook who was riot doing so well, so we 
transferred him to a difficult job in another hotel , and 
finally he quit. 

Because management is so personalized, it is easier to make life difficult 
for the delinquent employee than to reprimand him or provide direct feedback 
on his performance. On the other hand, it may be easier to hire people who 
are known or bound by some external source of loyalty: 

in general there has been a tendency for the workers to 
leave the company when they gain skills. To save myself 
from it I have hired labourers from my locality. We have a 
kind of family relation among us. 

4. Motivation of staff 

The issue of mot ivatton of subordinate staff is a major stumbling block to 
efficient functioning of many industries in the private sector. The problem of 
motivation is evident in high rates of absentee.sm, underperformance on the 
job, and frequent turnover of staff. These sentiments are reflected in the 
following comment;: 

Nepali laborers don't- at: to work hard. They thinK the 
work is too small. So we prefer to hire Indians. 

Mostly tHie Nepalese just want the table and chair; they 

don't want to work and we have a hard tiff motivating them. 

Some specific incidents highlight this problem: 

My workers want high profits but they don't want to work 
hard. They go to the cinema 8-9 times a month and they also 
want to include that money in their earnings. 

We have a problem with the spinners. Most are wives of 
farmers or mirlitary men who spin in their free time. We 
need a constant suppl 7 of spun wool to keep our carpet 

production going, but they work according to their whim. We 

tried making a shed where they could work steadily together 
but the sare problem arose: they would not show up 
regularly. So we have to make do. 

In order to motivate workers, we have to pay some advance to 
them. But many run nway with the advance as well as small 
equipment. It is very difficult to know who is genuine and 
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who is not genuine. 

The problem of motivation plagues the entire private sector, and has resulted
 

in the preference for Indian labor, or relatives.
 

At the risk of over-generalizing, we would suggest that problems of motivation
 

in the industrial laborforce in Nepal are due to the fact that this laborforce
 

is, by and large, first generation. Indeed patterns of and attitudes towards
 

work in Nepal are typically grounded in agrarian cycles of hard work, balanced
 

by feasting.
 

Mostly during the cropping and harvesting season we have the
 
highest iates of absentteism.
 

Once I had a lot of orders for my product. I had a deadline 
to supply them. The next morning when I came to the factory 

to tell them to produce so much I was surprised to see no 
one here. They did not come because they said they were 
unhappy with the management. Such events happen every now 

and then when there are local festivals, harvest seasons or 

cultivation seasons.
 

the fact that there are not predefined
Motivation problems are also based on 
rewards or opportunities for professional advancement which would encourage 

superior performance. A pes itive incident may highlight this fact: 

One of 
India. 

my 
lie 

technician; 
can do the 

is very good. 
work even better 

He was trained in 
than I can. I have 

paid a good amourt to motivate him. Our workers come 

exactly on time. They are paid extra for their overtime and 
they work with their heart. I also supervise and instruct 
them properly. 

In general, the dialogue between employers and workers needs to 

strengthened so that each may better understand and be able to deal with 

problems and objectives of the other. Incentives which reward good work, 

allow for professional growth within an industry are key elements in 

be 
the 
and 
the 

motivat ion proce,;. 

5. Training and :;t:f1 dIxeopment 

This skill category alddr;se tzwo recurrent issues: 1) the concern on the part
 

of entrepreneurs that they cannot find adequately trained people; 2) when they
 

train staff in-house, the staff often leave to find a better paying job. While
 

the first issue is most commonly resolved by on-the-job training, the second
 

raises it's head and makes training seem futile. Says one large-scale
issue 

entrepreneur:
 

We have a hard time getting trained people, especially 

technical and management. We give them training but they 

run away. So it's better to bring people from India. Also 

the Nepalese steal our secrets: we cannot feel free to 

share important information with them because they lack 

loyalty to our firm and will take any chance to run away 

with it. They prefer to join the service of the governi.ient
 
corporation.
 

We sent 2 young men for training to Duhai, After three 

months of working with us they both decided to run away. So 

we've decided not to send anyone outside anymore, but to 
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bring trainers to Nepal instead.
 

But this is also true for smaller industries as well:
 

A few days back I trained my accountant in book-keeping. I 
was expecting good accounting service from him. But it was 
just the opposite: he never came back. 

Ia the beginning I was training the raw people. But it had 
a negative impact; the trained ones used to leave my 
factory. After that I started hiring skilled workers. 

Many oi our new employees are slow learners. They make 
mistakes and damage the machinery. This is very time 
consuming, and tile machines require constant maintenance. 

Our staff is difficult to ,vanage, especially the weavers. We 
have to train them in the factory, because we don't get the 
experienced o2s. 

Entrepreneurs and managers also realize their own limitations. 

My colleagues and even myself do not have training in 
management. So we don't know how to handle our labor. The 
Thbor doesn't work on schedule. They come to work a-, they 
like. 

We are very weak in management. Our main problems are time 
management, labor management, an how to contact government 
offices. Since we lack these skills we have not been able 
to perform well. 

I realize tlvi I have not been abte to run my business as 
eifectively os my competitors. I think one of my 
limitat ions Is Lack of my educational background. 

In the beginning I had done only an orientation training in 
computers. Since this is a technical matter, on several 
occasions T lost business die to inadequate knowledge 
about computers. 

And the limitat ions of locally available training: 

11MG trt;ining, is not sufficient so I have to impart training 

mysel f. 

This training need, whi Ic am.hl essed as a management skill need, also reflects 
the level of demind for training in the country. In addition, there is no 
organized enp]opll,. it fcility or referral agency which can help entrepreneurs 
to screen candidates,: 

We have incurred losses because of thL lack of skills of the 
workers. People come nd claim that they are very skilled. 
We believe thum, but in fact they are not skilled. 

6. Inventory manng:ent: forecastinrg, procurement and storage 

In general, this skill relates to the ability of the individual responsible 
for procuring raw materials to plan procurement well enough in advance (taking 
into account the inevitable delays in licensing, transportation, and seasonal
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availablity in some cases) that raw material constraints do not become an
 
obstacle to maximal production.
 

An example from the trekking industry:
 

Last- year I organized a group to go out to a fairly remote
 
area. Because I'd never been there before, I underestimated
 
the amount of food needed for the group and the 'sardar' and
 
cook had a hard time providing the clients adequate fare.
 

A common story from the carpet Industry:
 

In 1985 the wool price was Rs 55/kg and within 20 days it 
went up to Rs 105/kg. I had a limited supply of wool at the 
time so I had to buy at the inflated price after which I was 
unable to sell the carpets to compensate fcr the higher 
price of raw materials. After that the price dropped again. 

We lose confidence of our buyers because thm wool price
 
fluctuates so much and so our carpet price fluctuates.
 

A restauranteur in Pokhara said:
 

Our racior problem is filling our gas cylinders. There is an 
agency iere which sends them to Kathmandu for refilling, but 
they are very slow and sometimes we have to resort to 
kerosene and if that is unavailable, to wood. 

Where there are limited controls on the quality or price of raw materials,
 
small entrepreneurs in particular are vulnerable:
 

The market price of the raw material is not stable. Many
 
times we have to pay double 'lheprice.
 

Many times I was cheated by raw material suppliers; they put 
the bad goods inside and wrap it up. Some of the 
suoliers ran away after Lhey got an advance for the raw 
materials. Strict control should be exercised on them. 

Dependence on government facilities or raw materials supplies through
 
government or government corporations creates further obstacles to inventory
 
management:
 

From a distillery:
 

We are having a problem getting raw materials. The Birgunj
 
Sugar Mill is asking exorbitant prices and I am unable to
 
procure from India. So we are running at 1/3 capacity and I
 
am waiting for things to change.
 

From a metal industry:
 

To get raw materials we have to depend on quotas. Sometimes 
we cannot get our quota through so we have to face raw 
material shortages. 

From a soap industry:
 

There are many soap industries, so competition is very high.
 
We cannot compete with big factories because they are
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importing raw materials from third countries.
 

From a furniture factory:
 

Recently the government decided not to give any wood to us.
 
We will have to close down as soon as the existing wood is
 
finished.
 

For industries which rely on orders to determine the nature and pace ef 
production, inventory management becomes even more critical. This is
 
particularly critical for metalworking industries wherein facilities for
 

importing raw materials must be ohtained on a case by case basis:
 

We aie forced to go through the government procedures each 
time we get a new order. This year we were very late on two 

orders because of delays in getting our raw materials. Now 
we've decided to produce two kinds of machinery for sale so 
we c... -t least have a steady market for these products. 

For this industry, marketing and the identification of orders involves 
longterm, future planning which must be gauged agaipst the raw material supply
 

and production capacity of the industry. In addition, it also requires
 
sufficient working capital in order to maintain adequate supplies of raw
 
materials in anticipation of production needs.
 

A small scale entrepreneur told us:
 

I have a hard time stock-pilinp because of lack of working
 
capital. So I have to make frequent trips to Kathmandu to
 

purchase more raw materials.
 

The owner of a grain mill said:
 

My family has a policy of not taking loans, but we take 6
 
month loans sometimes because the wheat season is so short
 
and we can buy the raw materials at a lower price and store
 

for the whole year. Still, we cannot store enough to keep
 

the factory running at full capacity for the whole year.
 

While working with the government, and fluctuations in the supply and price of
 

raw materials are external problems which are not always controllable, the
 

ability of the entrepreneurs to predict delays and facilitate procurement are
 
important skills which would help to alieviate this problem.
 

7. Marketing strategies and research
 

In general, entrepreneurs identify and define their market without the benefit
 

of marker statistics or even formalized feasibility studies. At present,
 
marketing research is confined in large measure to hunch and/or immitation of
 

other successful businesses. Thus 'it' relies on the self confidence and
 
intuitive capacity of the individual. This is particularly difficult for small
 
and cottage industries, and for industries without links to central offices
 
which would have a better feel for shifting market tastes and demands.
 

Reported one cottage industrialist in Pokhara:
 

Nylon sweaters are not as popular anymore so we're losing
 

our market. When we made woolen sweaters they sold well.
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Another entrepreneur from the same industry recounted:
 

A few years back, I was in the hosiery business, I could
 
not sell the products well. I tried to make contacts with
 
my relatives and friends and sell through their stores, but
 
I could not succeed. To sell hosiery products my main
 
market was Chitwan. I have friends there , but one of my
 
dealers cheated me.
 

Commented other rural ntrepreneurs:
 

In this area people prefer low quality and low price
 
products. This is difficult for us because our product is
 
of good quality. But there is no market.
 

We did not feel the need to advertise the mill before, but
 
now we do because there are so many other mills that have
 
come up and we face keen competition. 

Because this category also ranked among the top positive skill categories, 
one can conclude that entrepreneurs also see this as an important key to their
 
success in business.
 

A problem articulated by a distillery owner, which is shared by members of the
 
construction industry as well is:
 

The government is giving out so many distillery licenses
 
that there is too much competition for a very small market.
 
I cannoL do anything about this, so I am leaving it up to
 
God!
 

The problem of market also can relate back to working with government.
 

8. Knowledge of FMG Rules and Regulations
 

This skill need is consistent with the first two skill categories in Table
 
II.1 above. It relates not only to lack of knowledge by the private sector
 
vis a vis government rules and regulations, but also to perceptions as to how
 
such rules and regulations hinder effective business operations.
 

For instance, two comments from the construction sector:
 

There are too many competitors in this business and the 
overhead is high because of the investment in machinery. I 
think [DIC should limit the iumber of licenses it gives to 
construction firns in specific categories. Also they should 
give incentives because I generate a lot of income, 
especially to farmers as a supplement agriculture.
 

One of the major problems we face is rising prices in the
 
market. We have to bid on the basis of current prices, but
 
by the time we start the work the prices have already
 
increased. We are entitled to claim compensation for such
 
price increases, but due to the comple:ities of government
 
rules and regulations, it is next to impossible to get the
 
compensation.
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Many industrialists in the textile industry told us:
 

We face stiff competition from Indian textiles. Why isn't
 
the government protecting us?
 

Banking procedures also came under criticism from a large .cale industrialist: 

Five years ogo [ applied for a bank loan for - small 
'khansadi' mill. I ran it for 3 years and sold it. Years 
later the bank came and told me they could only give me 25% 
of the loan I had asked for! 

However, for a small entrepreneu the problem is more critical: 

I dG not have capital to invest. I wanted to expand my 
factory, but [ don't know how to get a loan. 

9. Manpower planning and recruitment 

The issue of manpower planning and recruitment is closely linked to tne issues 
of training and motivation, which also ranked high in the skill deficit list. 
At present, recruiment of manpower is extremely ad hoc in the private 
sector. The identification of new employees is often done through personal 
contacts and word of mouth. This reduces professionalism in the screening 
process, and may even make it more difficult to supervise the employee in the 
long run.
 

About I/i months ago I hired a worker who told me he had had 
training for one year. My cousin brought him here. lie said 
he knew various designs. I hired him, and within one month 
he destroyed products worth Rs 2000. Later on I fired him. 

The major problems related to ma; power planning and recruitment relate to 
finding and holding the right person for the job. It is true that in Nepal 
the optimal candidate for any position, whether managerial or technical, may 
not, in fact exist. However, with limited formalized employment information 
networks, (and virtually no employment agencies), most entrepreneurs do not 
have the advantage of being able, at very least, to find the best available 
candidate for any given position. 

We cannot find local technicians to work in our factory,
 
because they are not as skilled as Indians. So we have to
 
bring them from outside.
 

A traditional metalworker said:
 

My father used to make pots by hand. Last year I bought
 
machines to make jugs and lamps by machine. I could not
 
find good labor in Nepal so I had to bring workers from
 
India.
 

The issue of holding staff is far less straightforward. A large industrialist
 
reported:
 

The turnover in our plant is so high that it is hard to 
plan. They come to us, get experience, and go to a smaller 
factory where they can make Rs. 300 more per month because 
they are the only skilled person. Just saying they have 
worked in our factory is enough to get them a job. 
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The manager of a branch of a major hotel reported:
 

Most of our staff ire not trained when we hire them, We 
train our senior staff in our hotel in Kathmandu, and the 
junior staff here, on the job. After they are trained, some 
run away to get a better paying job. We cannot pay them 
more. 

The latter incidents relate back to the issues of motivation and structural 
incentives within industries, which provide disince-itives to mobility. 

One contracting firm has found a partial solution tc the problem: 

We have a directory of available manpower. Whenever we need 
somebody, we just ask whether they are available. So most of 
our staff are on short-term contracts. 

10. Technology: choice, procuremet and maintenance 

The choice, procurement and maintenance o, machinery is a problem which 
particularly plagues small and cottage level industries. Information about
 
which machine to choose 
is not readily available, and the bureaucratic hassles 
involved in irmporting machinery are not dissimilar from those related to raw 
material procurement.
 

Said one owner of a flour mill: 

We had machines from India, but they broke down. Now we 
have machinos from Poland and Germany. We have requested
H1MGfor another machine, but the request has been in the 
bureaucracy tor one year, 

Maintenance of machinery is particularly critical for small industries wherein 
an in-house mechanic is not economical, and entrepreneurs are forced to rely 
on imported mechanics, from Kathmandu or even India. 

A few months back the sales of 'maida' (flour) declined.
 
This is because the quality was poor which was due to a lack
 
of qualified technicians who could use and maintain 
 the
 
machinery properly. 

We have a hard time maintaining our machines because we 
don't have a mechanic in -r industry. So we have to go 
to
 
Kathmandu or India. 

When the machine breaks down I have to take it to India, 
which is time consuming. 

Exposure and information is also a problem in the private sector:
 

I am not intending to introduce new technology into my firm.
 
I decided this for two reasons: 1) it needs fresh capital
 
investment which I don't want; 
 2) I have been so efficient
 
in this line that I can squeeze maximum oil with the present
 
technology.
 

11. Production Planning
 

Production planning hinges on 
issues of manpower, raw material availability,
 
technology maintenance, marketing, and accounting. 
Hence many of the issues
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discussed above come into play. While large and medium scale industries may
 

have formal plans, small and micro industries often function from week to week
 
without long-term plans concerning inputs or production.
 

Deficiencies in the ability tc plan and project are evident in these 
incidents:
 

Right now we are working 1-2 months a year and then sitting 
idle for the rpst of the time because we have used up our 
quota. 

The:e are many occasions when things go wrong. Mostly we 
run short of time for supplying the goods according to the
 
agreement. It is just bad planning. 

My carpet business was so small that fluctuations in the 
market and availability of raw materials forced me to close 
it altogether.
 

Production planning is amenable to short-term training courses, and if the 

skills are immediately relevant to the problems facing the enterprise, Chey 

could be quite effective.
 

12. Self confidence 

Motivation is not only a negative skill for employees: but plagues
 

entrepreneurs on a different dimension. The ability of the entrepreneur to
 

sell him or herself, to clieuts, employees, and government offices in large
 

part determines his or her success. Achievement often depends on self
 

confidence :
 

I do not have a sufficient number of machines because I am 
not sure whether this business will prosper or not. 

I wanted to get more loan to expand but the manager in the
 

Bank is transferred so r am not sure whether I will be able
 
to get it.
 

I have been involved in the hotel bi. ness for 18 years. In
 

the beginning I was not sure whether what I was doing was 
right or wrong. I lacked self confidence. Later on, I went 
to Hawaii for hotel management training. After that I was 

sare about my performance. 

Achievment M'otivaticn Training Courses offered through the Small Business
 

Promotion Project have been found effective in helping entrepreneurs identify
 

their personal strengths and weaknesses vis a vis business, but also offer a
 

supportive peer group atmosphere in which these problems can be shared and
 

addressed.
 

13. Summary 

To summarize, then, the major skill training needs of the private sector fall
 

into four major categories:
 

1. Working with the government bureaucracy;
 

2. Manpower issues are related to management structure, skills, motivation,
 
and interpersonal communications;
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3. Production issues, in particular planning, raw material procurement and
 
technology; and
 

4. Marketing strategies.
 

While none of these issues are cent percent amenable to training, each lends
 
itself to a certain extent to resolution through training.
 

E. Management training needs of specific sizes of industries 

The problem which face entrepreneurs and managers, while generally similar, 
vary in nature ano degree according to the size and age of industry. While 
large and medium scale enterprises may have devised more sophisticated 
techniques of recruiting and holding staff, production planning, and influence 
management, when similar problems arise in small and micro scale industries 
their impact is oftei magnified severalfold. Within a small or c-ottage scale 
enterprise, one individual is often responsible for many aspects of the 
business which are otherwise handled by several individuals in a large or 
medium scale firm. In an industry employing 10 unskilled laborers, for 
instance, the entrep~reneur him or herself necesswrily takes charge of 
production planning, raw material procurement, capital. management, marketing 
etc. etc. By default, therefore he or she is required to be an expert in all 
of these fields. 

Long-term training in a diversitLy of business-related fields would obviously 
ge a long way towards upgrading the skills of entrepreneurs. This is 
pragmatically impossible, even undesirable, given the very pressing training 
needs of the private sector. The mnjor management skill needs, which are 
identified in the tables below, sheula be considered as priorities which merit 
immediate attention vis a vis training. 

Tables I1.3 to 1H.6 present the positive and deficit training needs by size 
of industry. Since the number of industries interviewed in each size category 
was different, the findings have been presented separately. The relative 
weights of stpecific skills are provided with the incidence of skill presence 
or absence vis a vis the total number of skills, for the 10 most frequently 
mentioned skill categories. In cases where the frequency for lowest ranking 
skill categories is the same for more than the 10th ranking, more skill 
categories are listed. The five top ranking positive skills are also presented 
by size of industry. 
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Table I. 3 Deficit and Positive Skills: Large Scale Industries
 

A: DEFICIT SKILLS
 

SKILL CATEGORY INCIDENCE OF SKILL 

1. Working with government 17(15) 
2. Influence management: source and force 17(15) 
3. Motivation of staff 15(13)
 
4. Manpower planning & recruitment 12(10)
 
5. Training and staff development 11(9)
 
6. Delegation/supervision of staff 9(8)
 
7. Production planning 9(8) 
8. Communicat ions/information networking 8(7) 
9. Market strategies/research 7(6) 
10. Inventory management 6(5) 
Ii. Quality Control 6(5) 

Total 117(100)
 

B: POSITIVE SKILI. 

1. Training and staff development 15(25)
 
2. Self confidence 12(20)
 
3. Manpower planning 11(19)
 
4. Production planning 11(19)
 
5. Delegation/supervision 10(17)
 

Total 59(100)
 

'Fable 51.4 Deficit and Positive Skills: Medium Scale Industries
 

A: DEFICIT SKILLS
 

SKILL CkTEGORY INCIDENCE OF SKILL
 

1. Influence Management: source and force 36(18) 
2. Working with government 34(17)
 
3. Inventory management 18(9)
 
4. Knowledge of HMG rules and regulations 16(8)
 
5. Training and staff development 15(8)
 
6. Motivation of staff 15(8)
 
7. Delegation/supervision of staff 15(8)
 
8. Manpower planning and recruitment 13(7)
 
9. Production planning 12(6)
 
10. Technology: choice, procurement, maintenance 11(6)
 
11. Communications/information networking 11(6)
 

Total 196(100)
 

B: POSITIVE SKILLS
 

1. Motivation of staff 25(28)
 
2. Training and staff development 21(23)
 
3. Manpower planning and recruitment 16(18)
 
4. Quality control 14(16)
 
5. Delegation/supervision of staff 14(16)
 

Total 90(100)
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Table 11.5 Deficit and Positive Skills: Small Scale Industries
 

A: DEFICIT SKILLS
 

SKILL CATEGORY INCIDENCE OF SKILL 

1. Motivaucon of staff 37(14)
 
2. Delegation/supervision of staff 37(14)
 
3. Working with government 32(12)
 
4.. Training and staff development 31(11)
 
5. Inventory management 25(9)
 
6. Manpower planning and recruitment 24(9)
 
7. Production planning 22(8) 
8. Technology: choice, procurement., maintenance 22(8) 
9. Self confidence 21(8) 
10. Market strategies/research 21(8)
 

Total 272(100)
 

B: POSITIVF, SKILLS 

1. Training and staff development 39(31) 
2. Motivation of staff 22(18) 
3. Opportunities management 22(18)
 
4. Delegation/supervision of staff 21(17)
 
5. Salesmanship 21(17)
 

Total 125(100)
 

Tahle I1.6 Deficit and Positive ckills: Cottage Industries
 

A: DEFICIT SKILLS 

SKILL CATEGORY INCIDENCE OF SKILLS 

I. Marketing strategies and research 59(11)
 
2. Knowledge of 11MG rules and regulations 59(11) 
3. Delegation/supervision 57(11) 
4. invent:ory management 57(11) 
5. Working with government 54(10) 
6. Influenre management: source and force 51(10) 
7. Training and staff development 50(10) 
3. Technology: choice, procurement, maintenance 47(9)
 
9. Motivation of staff 45(9) 
10. Self confidence 40(8)
 

Total 519(100)
 

B: POSITIVE SKILLS 

1. Training and staff development 50(24)
 
2. Quality control 42(20)
 
3. Marketing strategies/research 41(20)
 
4. Motivation of staff 40(19)
 
5 Technology: choice, procurement, maintenance 35(17)
 

Total 208(100)
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Several noteworthy trends emerge from the sizewise distribution of skill
 
deficits. In particular:
 

i. 	The importance of working with go.'ernment as a problem decreases with the 
size of industry. Nonetheless, the importance of government linkages is 

indeed critical for all sizes of industry, as indicated by the fact that 

it ranks among the top six deficit skill categories for all sizes of 

industries. Large, medium and many small scale industries rely on the
 
government for facilities to import raw materials, technologies, and
 
banking facilities whereas cottage industries need information on how to
 
use the system, as indicated by the fact that 'Anowlege of I1MG rules and 
regulations' ranked second in that sector. 

From a medium scale entrepreneur: 

When the government changes its policy in a way that is 

detrimenta' to our business, I cannot go a d tell t' i 
directly. They will think I am doing this for my own 
profit. 4o F have to bear it. 

2. 	Motivation of staff raLs relatively high for o,11 sizes of industry, but 

it ranks #1 for simall scle industries. This is explained, on the one 

hand, by the fact that large and medium size industries may not feel the 

pinch as much if one individual doesn't show up for work or runs away to 

another job, and, on the other hand, that micro entrepreneurs rely more 

commonly on family members (with whom the issue of motivation is generally 
less of a concern) than outside laborers. For the small entrepreneur, who 

typically depends on a few employees, the problems of absenteeism, low 
productivity, r th, sudden decision to leave the firm are clearly most 
critical. 

3. 	Consistent with the issue of motivation, staff training is likewise 
important for large, medium and small firms who rely on outside 
laborers. 

4. 	Delegatiou/supervision ranks high for all types of industries, but
 

relatively higher for small and cottage industries. Structural personnel
 
problems besot all sizes of industries, but are more critical in smaller
 

firms.
 

From a cottage industry:
 

I had to close this business when I was sick and once when I 
had to be away. This business is not so large that I could 
iru someone and it is not easy to hire someone for a short 

time. I used to give my workers short notice before 
closing. 

5. 	Likewi se, in ventory management ranks among the top five skill categories 
for cottage, small and medium scale industries; it varies loosely in an 
inverse fashi 'n with si :e of industry in importance. In particular, 
reliance on imported raw materials is a problem for many large, medium and 

small indusiries, whereas the ability to forecast and procure the right 
quantities of raw materials faces cottage industrialists.
 

6. 	Lack of skills related to marketing strategies become relatively more 

significant as the size of industry declines. It is the #1 skill need for 

cottage industries. Indeed the smaller the enterprise, the less access it 

has to information, exposure, and an organized network of clients and 

outlets. In addition, the smaller the enterprise, the less specialized 
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the staff. Whereas large and medium sale industries might have an
 
individual or whole division devoted to marketing, the responsibility for
 
marketing in smaller eneterprises falls on the shoulders of the
 
entrepreneur who is also juggling production, manpower, cash flow etc.
 

7. 	Issues related to technology become relat :ely more important as the size
 
of industry decreases. Procurement, and particularly maintenance of
 
machinery are the critical problems in this regard.
 

8. 	Self confidence is generally a problem of smaller iadi, Lries. It is the
 
#2 positive skill category for large industries, however.
 

Some mention of positive skills is also in order. Overall, the ability of 
entrepreneurs and managers to motivate and train staff in-house were major
strengths, irrespective of size of industry. The fact that these issues were 
mentioned so frequently, indicates not only their importance in the minds of 
the private sector, but also that solutions are being identified and 
implemented, however ad hoc they may he. As discussed below, these solutions 
merit wider sharing, and a better dialogue betweeen largescale smaller 
industrialists on this and other issues of concern. 

F. Management and technical training needs of specific types of industries 

An overview of the findings with respect to the management and technical 
training needs of specific types of industries is presented in this section. 
Appendix ITTI gives the tables and some brief commentary on the top five 
deficit skill under each type of industry. This , essentially an enlargement 
of Figure II.1 below which presents the same infuumation more graphically. 
Figure T1.2 lists the technical training needs reported by the interviewees in 
response to the direct question, posed at the end of the interview: 'what are 
your most pressing technical training needs?' 
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Figure IT.2 List of Technical Training Areas
 

MANUFACTURING SECTOR
 

1. Animal feed 


2. Breweries and distilleries 


3. Bricks and tiles 


4. Carpet making 


5. Cement and cement products 


6. Drugs and medicines 


7. Food products 


8. Footwear 


9. Iron based industries 


]0. Jewellery and curios 


11. Knitwear/hosiery 


12. Metal products/metal working 


13. Milk and milk products 


a) Feed technology, including mixing
 
b) Hatching technology
 

c) Chicken diseases
 

a) Boiler servicing
 
b) Brewery master training
 

a) Alternative ways of baking bricks
 
b) Checking optimum baking point
 

a) Weavers' training
 
b) Color matching, design
 
c) Dying
 

a) Handling the machinery
 

a) Training in pharmaceuticals
 

a) Spice milling and mixing technology
 
(available in Calcutta and Delhi)
 

b) Food drying
 
c) Food packaging
 
d) Machine Operators
 
e) Electricians
 
f) Mechanics
 

a) Shoe design
 
b) Shoe technology
 

a) Supervisor level training
 
b) Mechanical & general fitters training
 
c) Machinery maintenance
 
d) Electrical Engineering
 

a) Electroplating machine operation
 
b) Latest design familiarization
 
c) Gems cutting, polishing, appraising
 

a) Machine operation and maintenance,
 
including interlock and sewing machine
 

b) Cutting and sewing
 
c) Design
 

a) Lathe machine operation
 
b) Maintenance of machinery
 
c) Handling the machinery
 
d) Mechanical Engineering
 
e) Mechanical Calculations
 
f) Metal working for Nepali workers
 
g) Metal fabrication
 

c) Machine operation and maintenance
 
b) Milk preserving
 
c) Production efficiency
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14. 	 Oil/grain mills 


15. 	 Paper and paper products 


16. 	 Saw mills 


17. 	 Soap 


18. 	 Steel furniture/ 

steel products 


19. 	 Steel and wood furniture 


20. 	 Sugar 


21. 	 Tailoring/garments 


22. 	 Wood working/forest based 


23. 	 Yarn/textiles 


24. 	 Other 


a) 	Mechanical training
 

a) Binding
 
b) Manufacturing boxes, magazi.ues,
 

catalogue cards etc.
 
c) Technical knowledge on good
 

quality paper
 

a) 	Technical orientation
 

a) Soap technology (available in Tata
 
Chemical Research Institute,
 
Tatanagar, India)
 

b) Pipe fitters, middle and high level
 

a) Technical Familiarization
 
b) Apprenticeship training to diversify
 

products
 
c) Quality control systems
 

a) 	Interior decoration
 

a) 	Wastage utilization
 

a) 	Fashion design
 
b) Sample/pattern development
 
c) Tailoring
 
d) Checkers
 

a) Internal decoration/furniture design
 
b) Carving
 
c) Boiler maintenance
 
d) 'Kattha' processing
 

a) 	Silk weaving
 
b) Designing
 
c) Handling heavy machines
 
d) Textile technology: powerlooms
 

a) Mechanical training
 
b) Computers
 
c) Machinery maintenance
 
d) Dying, color schemes
 
e) Bamboo craft (in Philippines or
 

Singapore)
 
f) Manufacturing of dry cells
 
g) Engineering: Quality control
 
h) 	Foaming technology
 
i) 	Rice milling plants
 

(in Kor a, Singapore for turner,
 
body fabrication)
 

j) 	Box making
 
k) 	Metal sheet working
 
1) 	Production engineering
 
m) 	Ball pen making
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SERVICE SECTOR
 

1. Construction companies a) Civil overseers
 
b) Basic practical skills related
 

to construction
 
c) Engineering and building
 

2. 	 Engineering firms a) Bachelor in engineering
 
b) Exposure to modern developments
 

3. Hotel and restaurant 	 a) Cook training
 
b) Waiter training
 
c) Room service training
 
d) Receptionist/front desk training
 
e) Hotel management
 
f) Trekking and rafting
 
g) First aid
 

4. 	 Printing press a) Operation of sophisticated machinery
 
b) Repairing of machinery
 
c) Color printing
 
d) Block work
 

5. Repairing works 	 a) Modern auto, mechanical technology
 
and engineering
 

b) Familiarization with new technology
 
c) Mill engineering
 
d) Video deck repair
 
e) Rickshaw repair
 

6. 	 Secretarial/typing a) Maintenance
 
institutions b) Operation and handling of printing
 

machines
 
c) 	Knowledge of new machines, patterns
 

and design
 

7. 	 Training institutions a) Computer training
 
b) Carpet weaving
 
c) Advanced tailoring
 
d) 	Knowledge of new machines, patterns
 

and design
 

8. 	 Other a) Use of health club machines
 
b) Quality printing for photographs
 
c) Knowledge of chemicals for hair
 

styling
 

N.B.: 	 All of the types of industries sampled does not list technical training
 
needs.
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It may also be useful to look at the skill needs of the manufacturing and
 

sLrvice sectors separately. Table 11.7 and 11.8 present this data.
 

Table 11.7 Top ten negative and positive skills for
 
manufacturing industries
 

A. Deficit skill
 

Skill category 


1. Inventory'management 

2. Working with government 

3. Influence management: source and force 

4. Motivation of staff 

5. Marketing: strategies and research 

6. Delegation/supervision of staff 

7. Knowledge of 1MG rules and regulations 

8. Training and staff development 

9. Technology: choice, procurement, maintenance 

10. Production planning 


Total 


B. Positive skill
 

Skill category 


1. Training and staff development 

2. Quality control 

3. Marketing: strategies and research 

4. Manpower planning and recruitment 

5. Motivation of staff 

6. Product identification and diversification 

7. Technology: choice, procurement, maintenance 

8. Delegation, supervision of staff 

9 Opportunities managemenL 

10. Production planning 


Total 


Incidence of skill
 

93 (13)
 
89 (12)
 
81 (11)
 
75 (10)
 
75 (10)
 
69 (9)
 
67 (9)
 
64 (9)
 
63 (9)
 
56 (8)
 

732 (100)
 

Incidence of skill
 

81 (17)
 
61 (13)
 
54 (11)
 
46 (10)
 
45 (9)
 
40 (8)
 
39 (8)
 
37 (8)
 
36 (8)
 
35 (7)
 

474 (100)
 

Table 11.8 Top ten negative and positive skills
 
for service industries
 

A. Deficit skill
 

Skill category 


1. Motivation of staff 

2. Training and staff development 

3. Delegation/supervision of staff 

4. Self confidence 

5. Salesmanship 

6. Manpower planning and recruitment 

7. Communications/information networking 

8. Opportunities management 

9. Marketing: strategies and research 

10. Promotion 


Total 


Incidence of skill
 

47 (15)
 
44 (14)
 
35 (11)
 
32 (10)
 
30 (10)
 
27 (9)
 
25 (8)
 
24 (8)
 
23 (7)
 
22 (7)
 

309 (100)
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B. Positive skill
 

Skill category Incidence of skill
 

1. Delegation/supervision of staff 50 (14)
 
2. Working witb government 46 (13)
 
3. Training and staff development 43 (12)
 
4. Influence management: source and force 40 (11)
 
5. Motivation of staff 37 (11)
 
6. Manpower planning and recruitment 34 (10)
 
7. Knowledge of 11MG rules and regulations 27 (8)
 
8. CormLunications/informa tLon networking 26 (7) 
9. Self confidence 26 (7)
 
10. Marketing: strategies and research 21 (6)
 

Total 350 (100)
 

There is nothing startling about these findings. The service sector, reliant
 
as it is upon the performance of the staff, rates, motivation, training, and
 
supervision highest. The manufacturing sector on the other hand is more
 
concerned about raw materials and procuring government facilities. It is
 
interesting, however, that working with government and influence management
 
rate high as positive skills in the service sector, versus the manufacturing
 
sector where these skills do not appear in the positive list at all. Likewisu,
 
marketing is a deficit skill for the service sector, while manufacturing
 
industries as a whole demonstrate some strength in this regard. Motivation
 
occurs in both sectors in positive and negative categories.
 

G. Special training needs of women entrepreneurs and managers
 

1. Introduction
 

There is a growing awareness in Nepal that national development cannot be
 
achieved without the participatkon of women. While women do more agricultural
 
labor than men, and make an equal number of farm-based decisions, (Acharaya
 
and Bennett, 1984) very few women have entered the job market in the
 
industrial sector, particularly in the roles of entrepreneur or manager. As a
 
rule, women from Himalayan trading groups are more economically mobile than
 
women from other ethnic communities in Nepal. Women from these communities
 
have carved out a niche in hotel, restaurant and other industries in semi­
urban towns, particularly in the hills of Nepal. Women from other communities
 
are also represenited to some degree in traditional or small. cottage industries
 
like tailoring, weaving, hosiery, beauty saloons, boutiques, and the travel
 
industry, many based in urban areas. There are no large or medium scale
 
industries which are owned by women, although there are some women in
 
managerial positions in larger firms in the travel bLsiness. Women are also
 
found in complimentary, managerial roles in small, family-based businesses,
 
although they are rarely the prime decision-makers in such industries.
 

The reasons for the low participation of women in business are mostly
 
cultural, reflecting the familial division of labor which defines women's
 
primary role as that of wife and mother. When a woman wants to become involved
 
in business, she confronts the options of balancing household responsibilities
 
with business, or forgoing a family entirely in order to make her way in the
 
business world. Widows and women with grown children find it easier, in this
 
regard, to be involved in business.
 

The choice to be an entrepreneur or to seek employment in a managerial or
 
technical position in business is socially controlled. Women find it more
 
difficult to achieve levels of credibility which are automatically acceeded
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to their male counterparts, unless they are either 1) in traditional female 
types of industry, or 2) very well educated, or from a well established 
family, and hence can use their status to move in the business world. The 
flipside of this is that most women face rhe constraints of lack of education 
and lack of self-confidence which inhibit entrance into the industrial private 
sector. Women tend to be more afcaid of dealing with government 
bureaucracies, banks, and business cl_;ents and less well informed about rules 
and regulation.; than men. e fiten t,e) depend upon the approval of their 
families:
 

My family is against my procuring more loans. Though the 
bus iness is doing well, I cannot expand unless my family 
supports me. 

All of these factors present serious constraints to independent movement into 
business. This situation is deeply embedded in the cultural context of Nepal, 
and can only be expected to change as cultural attitudes change, and as women 
begin to establish themselves as credible managers and "ntrprneurs, thus 
providing role models for others to follow. 

In this section, the skill needs of women are discussed, and recommendations 
for engaging more women in the private sector are put forward. 

2. Findings 

Table 11.9 presents a breakdown of the types of women industrialists and 
managers interviewed by this study. While the sample was selected at random, 
it is a fair representation of the types of positions women currently hold in
 
the manufacturing and service sectors. 

Table I1.9: '4omen managers and entrepreneurs intervie.ed for this study 

Position of woman
 
Type of Industry Size of Industry Owner Maiager Total
 

Brewery S/I, 2 2
 
Carpet S 1 1
 
Construction L 1 1 
Engineering S 1 1
 
Food processing CI 2 2
 
Hotel/restaurant CI/S/M 7 1 8 
Iron works S 1 1
 
Jewellery CI 3 3
 
Knitwear/hosiery CI/S 5 5
 
Paper CT 1 1 
Printing press S 1 1 
Tailoring CI 3 3 
Text[les I I 
Training institution Cl 3 1 4 
Travel/trekking M/I, 4 1 5 
Wood S I 1 
Manufacturing, other S/Cl 4 4
 
Service, other CT/S/ 5 1 6
 

Total 45 5 50
 

Note: S = SmaiIlI, CT = Cottage, M = Medium and L = Large 
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A breakdown of deficit and positive skill catetgories is presented in Table
 
II.10.
 

Table I1.10: Negative and Positive Skills of Women
 
Entrepreneurs and Managers
 

A: NEGATIVE SKILLS
 

Skill category 	 Incidence of skill
 

1. 	Training and staff development 28(15)
 
2. 	Production planning 23(12)
 
3. 	Communications/information networking 19(10)
 
4. 	Motivation of staff 18(10)
 
5. 	Delegation/supervision of staff 17( 9)
 
6. 	Self confidence 17( 9)
 
7. 	Manpower planning and recruitment 15( 8) 
8. 	Technology: choice, procurement, maintenance 15( 8)
 
9. 	 Inventory management 14( 7) 
10. 	 Working with government II( 6) 
11. 	Marketing: strategies and research 11( 6) 

Total 	 188(100)
 

B: POSITIVE SKFLLS 

1. 	 Motivation of staff 28(22) 
2. 	Self confidence 28(22)
 
3. 	Delegation/supervision of staff 25(20)
 
4. Communications/information networking 25(20) 
5, Technology: choice, procurement, maintenance 21(17) 

Total 	 127(100)
 

Several important comnents can be made with respect to this table: 

a. 	Many women enter business without adequate training, which limits oot only
 
their own ability to grow in the business, but also to train and manage 
staff, and to expand their market. 

b. 	While women tend to need training in personnel management, motivation of 
staff, and cjmnwuunications, these skills are also a major strength as well. 
In general, in cottage industries, female entrepreneurs are employing 
either other family members or other women, so they are easier to control. 

Said the owner of one cottage industry: 

My daughters are trained; they supervise the business
 
during the day as they joined the morning campus for their
 
studies. I can rely on them. 

However, in larger firms where women are in managerial positions, they may
 
have to work harder, with less trained skills, to win the confidence of
 
junior (and even senior) staffs.
 

I meet a lot of tussle from my colleagues and subordinate
 
male staff. Being a woman boss, it is hard for them to
 
accept me. I have to exert extra energy to deal with them.
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It 	 was found that women in top management positions in larger firms are 
quite self confident--i.e. once they achieve a measure of success in 
handling staff, they can operate confidently from that base. This is not 
always the case with smaller eatrepreneurs or less experienced managers: 

When the boss went out of the hotel, 8-10 tourists came in 
and [ was nervous about how to handle them. 

c. 	 Lack of business skills and contacts also hinders production planning, as 
women face problems in controlling staff, obtaining inventory, maintaining 
machinery, and hustling a marker. WhIle these problems are not 
significantly differenr than tiose of small entrepreneurs in general, they 
are especially critical for wiomnen who are additionally limited by social 
restrictions on mobil ity in the marketplace as well as the additional 
burden of household responsibilities. 

d. 	 Working with government ranks relatively low for women, which raises some 
interest ing points. While women as a group have been shown to be more 
reticent in working with bureaucracies than men (Acharaya and Bennett, 
1985), it: is also te case that they may have an easier time getting their 
p,-perwork done bec;ause they are women. It is uilikely that most women are 
aware of this factor, however, and again, it is more likely that the lack 
of self confidence over-rides any advantages they may have in this regard. 

3. 	 Recoinuenda t ions 

While the skill categories that can he addressed through training are not 
significantly different for men and women, as discussed above, it would be 
facile to assume that women will come forward independently to the same extent 
as men to tal,e advantage of training courses. If the follow-on training 
project maintains an objective of promoting female entrepreneurship, and 
encouraging more women to enter managerial positions, several programmatic 
approaches can he suggested which might stimulate more female involvement. 
These approaches are mainly devised to boost the self-confidence and exposure 
of women in the bus'iness world, and to provide increasing opportunities for 
dialogue and mutu-.Lity of support among business women and between business 
men and women. 'hie training should build on women's abilities as household 
managets to real istically help them to become business managers. 

a) 	 % certain percen'age of training grants should be put aside especially 
for women. Prefeience should also be given to institutions who propose 
femalfe i.andidates for training of trainers; 

b) 	These training grants should be allocated to both special training 
courses for women, and involving as many women as possible in other 
types of group or individual trainings. The more that women become 
involved in heterogeneous training courses, the more exposure and self 
confidence they gain by interacting with male counterparts. Indeed, if 
trainers make a special effort to involve women in mixed groups, the more 
contacts and peer support women will gain; 

c) 	 Special training courses for women should be two-pronged. Achievement 
Motivation "fraining courses for women (as used by SBPP in it's NBC
 
co'mrses) have been developed in India. These courses could be adapted and
 

integrated into women-specific training courses in Nepal. Achievement
 
Motivation should be conducted in the context of a substantive course.
 
Such courses could include, for instance:
 

-Production planning
 
-Marketing strategies
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-Inventory control
 
-Manpower planning/motivation/conmmunications
 
-Loan preparation
 
-Working with the government
 
-Technology choice
 
-Personal development: literacy, self confidence, achievement
 
motivation
 

Women need these skills as much, if not more men, and theirthan 	 ultimate 
success in the marketplace depends upon both motivation and skills; 

d) 	 Dialogue and forum for women entrepreneurs and managers should be
encouraged to share information, provide networking and support. Female 
manaqers and entrepreneurs are under-represent-ea at present in the
Business and Professional Women's Club, which is the only such forum for 
dialogue between professional women in the country. This is in part
because most women entrepreneurs are not well educated, nor do they reside 
in Kathmandu, which is the focal point for the BPWC. SAARC has in recent 
months also stimulated a South Asian network of women in business, and 
this could be an alternative base for dialogue among women entrepreneurs; 

e) 	 Apprenticeshiptraining for women in both management and technical areas
will help rhem in gaining skills, confidence, as well as job placement.
Incentives to industrialists to engage women in apprenticeship training

should be provided to the extent that suitable candidates can be 
identified. Aggressive marketing on the part of facilitating and 
placemeat agencies Ls essential in this regard; 

f) 	 Study tours for women in neighboring countries where women are involved 
in industry, will give women more exposure, ideas, and also help them to 
assess their own potentials and constraints; 

g) 	An in-country training capability based on skill training by and for women
 
should be developed. This could be conceived as a cell within an 
existing institution or by an institution already targeted towards 
women
 
(eg BPWC, the Center for Research on Women, the Production Credit for 
Rural W4omen project under MP1,D). If a group of men and women trainees are 
sent together for training outside of Nepal, presumably a basis for peer 
group affiliation among trainers will develop. 

The position of women in the private sector cannot be expected to change
overnight. Increnental steps forward, which engage more women, will increase 
the number of women in the labor force, help to change attitudes within the 
business evironment, and provide more role models which will encourage more 
wumpn to enter the labor force. 
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CHAPTER III: THE SUPPLY 

ASSESSMENT OF TRAINING INSTIHUTIONS
 



A. Overview
 

This chapter summarizes the inventory and assessment of in and out-of-country 
training institutions carried out under this study. At the outset of the 
study, it was agreed that the training grants would be allocated based on the 
following geographical prioritization: 1) within Nepal; 2) South Asia; 3) 
South East Asia; 4) the United States; 5) other developing and developed 
countries. 

Because of logistical constraints which donors and 11MG have faced in
 
organizing training for Nepalese in India, lower priority was given to
 
training in India. This is unfortunate as India's geographic proximity and 
cultural and industrial similarities make it the obvious first choice for 
external training. Indeed the majority of entrepreneurs who utilize external 
institutions for training rely on India. MASS recommends that administrative
 
mechanisms for facilitating training in India be explored further to see if
 
the current obstacles can he removed. This might be possible by giving
 
training grants directly to private sector industrialists and letting them 
make their own arrangements directly with the training institution, rather
 
than going through government channels. Alternatively, a contract to a 
logistical consulting firm in the private sector to organize such trainings 
could be explored.
 

The emphasis of this chapter is on training capabilities within Nepal. Details
 
on individual in-cotlntry institutions are provided in Appendix IV to this 
report.
 

Following the discussion of Nepali training in.titutions and recommendations 
for strengthening them, an overview of the external institutions contacted by 
MASS is Iresented. In the process of exploring external institutions MASS 
aquired the Directory of Training Institutions and Resources in Asia and the
 
Paciric, comp,iled by the National Manpower and Youth Council, Philippines, 
1983 for I!,, which provides a detailed inventory of training institutions 
regionwise. Section F of this chapter on external training instittions is 
meant to ccmpliment this report. 

B. Training institutions,; in Nepal: Background 

The history of management and technical education in Nepal is less than 50 
years old. It is, therefore, not surprising that only a limited number of
 
technical training institutions, and an even fewer number of management
 
training institutions exist in the country. Most of these institutions are in 
the public sector, and their focus to date has been on providing manpower to
 
the- public sector. Only in very recent times have a handful of public and 
private sector institations, projects, and associations turned their attention
 
to meeting the training and manpower needs of the private sector.
 

D)ur ing the 1950's, planning documents placed emphasis on the development of 
technical and vocational education, but little progress was achieved in this 
domain. Tue National Education Committee in 1954 specifically recommended the
 
provision of technical education. Since 1956, successive Five year National
 
Development Plans have discussed and outlined the skilled manpower needs of
 
the country, though in general the private sector has been ignored in this
 
regard. Technical schools and training programs conducted through various 
departments since the 1960's have promoted training, though again their 
orientation has been towards the needs of the public sector. 

In the early 1970's the New Education System Plan experimented with the 
centralization of technical, vocational, and management education at both the 
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high school and university levels. Due to various reasons, this experiment 
failed, and in 1979 the Technical School Systec Plan (TSSP), which is 
currently operating, came into being. Utnder this scheme, technical education 
below the university level is available through a network of technical and 
vocational schools. lhe TSSP is different from the New Fducation System Plan, 
in that the former aims co promote smaller, but more manageable schools which 
can produce quality technical manpower for basic and middle level technical 
skills. The whole concept of TSSP is to mini.nize the possibililty for 
technical schools; from becoming a hack door to higher education, which was 
occuring under the New Education System Plan. The TSSP is designed to provide 
terminal technical Lraining for lower ond secondary school levels; it grants 
a Technical School Leaving Certificate, which carries less academic weight 
than the School Leaving Certifirate. 

Basic and middle level skill training in various Irades is also provided 
through formal and informa l training courses offered through various 
government ministries, departcents, integrated rural development projects, and 
projects aimed at specific skills or specific populations. University 
education in engineering is cv.iil.:hle through the Inst itute of E"ngineering 
under the Tribhuv n University systemc. Vocational and trade schools offer 
basic training in various engineering skills. Skill trinicng for cottage 
industries is offered through the Department of Cottage and Village Industries 
(DCVI), the Cottage Indu.tries Developnent: Board (CnDB) and the Labor Supply 
Centers of the Pepsrtnent of labor. 

Management education at Lhe secodarv school level is offered in only a few 
technical and vocational schools. Certificate, Bachelor's and Master's level 
courses are conducted by Trilihvic University through campuses of the Faculty 
of Management. Management ann entrepreneurship training are carried out 
through the New Business Creation (N. D.C.) courscs offered by the Small 
Business Promotion Project (SBPP), and training courses which are offered from 
time to time by the Management Association of Nepal. The Industrial Services 
Center (ISC) is currently the only government body which offers management 
training to existing entrepreneurs and managers, though entrepreneurship 
training courses a la SBPP are being p:nned by CII)B. 

As a rule, management and technical training in Nepal has tended to be heavily 
theoretical and conceptual. With a few exceptions, technical training lacks 
attention to application and problem solving. In addition, the problem of 
finding employment after train ing is a missing element in most training 
courses. The ability of technically trained individuals to translate their 
skills into marketaule 'commodities', either as entrepreneurs or employees, 
does not figure in as an important component of most training courses. Indeed, 
the Most successful technical training programs (where success is measured in 
terms of individuals who becomue self-employed or find employment in the 
private sector) are those Lhact include an apprenticeship or placement 
component. TI is the prime sacimple i.n this regard. 

Likewise, management traininig at the university level is highly theoretical 
and has not been adapted to the practteal management skill needs which face 
the gradua:Le in the workplace. With the exception of the New Business 
Creation courses, which to date have reached only a limited audiocne, and ad 
hoc courses offered by M.A.N. to exist ing managers and entrepreneurs, little 
practical management t raining exists in t:he country. 

As a result of these factors, the manpower which is coing out of existing 
training schools and courses has not been able to adequately meet the demands 
of manufacturing or service industries in the private sector. No efforts to 
date ha-e been made to identify their training needs. The private sector in 
Nepal has been left to grow on it's own. The extent to which existing 
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institutions have been able to mneet the needs of tile private sector is not 
based on planaing or predefined targets and objectives, but on a haphazard
flow of manpower Lato the st i I quite disorgani zed pri vate sector. As a 
result, many entrepreneurs depend on external training and expatriate manpower
to upgrade and fill both techn ical and nianagement posi tions. Even ihiimportant
sectors such as tourism and agro-industries , little has been done to address 
tile training needs of private sector enterprises. 

The situation which emerges from this picture is that while a critical demandexists for training for the private se.ctor, and capabilities to meet tiese 
demands are also Intent within tile publ it sector array of training
insti tut Lons, the tiarriage between demand and supply has been tenuous and 
uncoordinated when it does occur. This is reflected by the lackluster and ad 
hoc approach to defining and addressing realistic training needs for the 
private sector on the part of existinn tn'training Ln ti t at i oii;. Indeed, the
general consensus fron managers ent. epreneurs al i ke Jiid icates thatand i 

indigenous training inst tltuions 
 are n ither relevant nor interosted, and thus 
not a credible resource, in ineeting thoitr most pres ing triinin needs. The 
recommendations pre.;ented below Iit;cus sevi: i itrities for strengthening
the linkages between trainingl iust-itutions and tr;iinlng needs in a way which 
could be more mutual ly beief i [lal t:oboth part ie;. 

t. The Supply: training in.<;titut:tons in Nepal 

The specific ru:;titLtion:s offerin!g technical and maneinen t t rai lng in the
 
country are considered briefl.y below. Appendix Tx provides details on each of
these instituitions, including staff capability types of courses carried out to 
date, type., of individilu l,;traind , and the st rengths rind weaknesses of each 
inst it Ition in meet: lu ti0 etI ril rig nleis of the pr:i vate sector. Figure III.1 
which fo! I own the ; de.(rt-il ions gives an overview of the ext-ent: to which 
existing inst itojil:: are, ptr,pared to 'cot the mo.st pres; eg trai ning needs of 
the private sector. 

Taking ;in overview ef these inst. tuliOllS, it is 1,01- to general ize that in the 
prevailing si tolt i oilthe existLng institutions tend to he: 1) focused on the 
manpower needs of the publi c s3ector; 2) too theoretical in theircapproach; 3)
lack rlg in spec if ic objectives and client-orientei approaches to meet the 
practica I 'n,dsof industri,,s in toe private sector. There are, of course 
except ions (Ho lhis. 

1. Manageine t:rni iingn 

The key instit.u:ions offering management training to the private sector in 
Nepal are: 

Industrial Services Center, under the Ministry of Tndustries 

Tii s piibli c sect-or institution is flly endowed with the 
necessary physical infrastructure, training equipment and 
exuerience in training entrepreneurs . However, due to the 
low priority placel on training, and lack of an 
insti tut il101 ability to address tile immediate needs of the 
pri vaLe sector, [SC's traiiiing capabiIity has been 
underut i Lized. 

Small Business Promotion Project, under the Ministry of Industry, with funding
from the German Agency for Technical Assistance. 

This project, which offers entrepreneurship training and 
consuilting services to smallsicale entrepreneurs, was 
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established as a model for other training institutions in 
the country. Specifically, SBPP of[ers New Business Creation 
Courses, Project Hent fi,tat ioe Courses Management. 
Training, Small Bus int ss Consul tanc) Course, Training of 
Trainers Course (now at internatifonal I eve] ' , as well iS 

other short courses as requested by N(O's and Integrated 
Rural Development Projects. Si tlh a workabloe, off icient 
managentent structure tranlied s;ff, the pfroject isnd well a 
one of the on] v inst: itut ions currently effectivel.y 
conducting training for the private sector. Resources are 
limited, however, and only aosmall ppu lOtion has been 

reached to data. 

Management Assoc iat ion (of Kepal 

This in a private association of entrepreneurs, managers aind
 
academics from Many sectors in the counitry. It has been
 
able to offer successful short-term training courses [or the
 

private sector, based on it's ability to draw on the
 

expertise of it's membership. The Association has
 

significant potenti-l in addressing some of Ole iimediate 
manage ment r *-Hinirigneeds of tlv- priate sect[ij (-1ni as tes 
which can li covered ina intens ive, short-term coulues. 

Center for Fconomic evelopment- and Administration, under Tribhuvmn University
 

With excellent physical infrastruct,,re, trainincg focilitiea, 
highly qialified, tra ined manpower, and an established 
training tradition, CEDB is cooie of the foremost management 
and administrative training and research instltntions in the
 

country. However, this inst[tutioti is relativey stagnant 
at the moment, and it's primary focs is on improving the 

skills, efficiency and qual i ty of management and 
administration in the public sector. Civei adequate 

incentives, C I. could mob i 1 z, it's manpower towards 

private sect:or training. 

Faculty of Management, under Tri bhivin fliversity 

The Faculty of laiagnment under Triblbuvan [niversity is the 
largest institution providing management eduation in the 
country. 'l'he relevance of the management courses to 
practical appl Licatton in the Nepali context is virtual ly 
absent. Iruler conditions, the FOM is nott.he:;ru tierefore, 
at present- a viahe t tainng institution for the private 
sector. 

Nepal Administrative Staff college, under the Ministry of General
 

Administration
 

Nepal .dministrative Staff College's corporate objective
 

does not include the private sector., However, NASC, with
 

it's abundant physical and modern training facilities and 

well trained manpower has surfaced as a leading pulic 

institutuion designed to train the employees of H1MGand 
Public Enterprises. If the objectives and orientation of 
NASC were expanded to include the private sector, it could
 
he an effective management training institution for private
 
industry in the country.
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While there are many institutions which provide management training, only two 
out of the six mentioned above are solely oriented towards the private 
sector, and only one of those two (SBPP) carries on regular training programs. 
The private sector is not an artici,latcd target populat ion for any of the 
other institutions, although the Faculty of Management presumably aims at 
developing managers who could work in either private or public sector 
agencies. What this description indicates, however, is that a critical mass 
of management training capability exists in Nepal, though at the moment it is 
not consolidated within any one intitution. At present:, the management 
training capability is not only fragmented, it is also not geared towards the 
private sector in it's objectiv .es, curricula, t:raining tyle, or 'trainee' 
or ientat ion. 

The demand for management training in the private sector is most tangibly
 
demonstrated by the impressive response to various types of training offered
 
by SPP and MAN. SBPP normally gets about 50-100% more applicants in urban 
towns for it's :ow Business Creation training program than the spaces 
avai[blo in the course. The course incorporates not only a feasibility study 
for the proposed industry, which can then he suhmitted for registration and 
also allows the wouldl-be entrepreneur hands-on experience in defining raw 
Material, technology and manpower resources and costs as well as markets, and 
also involves loan preparation and, utlimatel.y presentation to a loan officer. 
The latter is a major part of it's appeal. Iikewise, entrepreneurship 
training courses, offered by consultants from SBPP t:ointending ent 2preneurs 
in Kat hmandu elicited three Limes the number of applicants as seats a i lable. 
MAN's training calires, which are short, and skill speci fic, have drawn 
managers from medium, small, and even large industries in the public and 
private sectors. All of these courses demand tuition payment, consistent with 
the ability of the traime group's abii.ity to pay. The tuition component does 
not seem to be a deterrent to participation, and, we would surmise, increases 
the commitmenLt of trainees to gain from the course. In addition, since 
payment is required, the insitution has an in-built incentive to maintain 
quality and responsiveness in order to maintain it's reputation. 

2. Technical training
 

Technical training in Nepal is provided through the following institutions:
 

Department of Cottage and Village Industries, under the Ministry of Industries 

This Department is one of the oldest government institutions
 
providing basic and middle level skills to the small and
 
cottage manufacturing sectors. It boasts a nationwide
 
network of offices. The quality of training by DCVI has 
fluctuated significantly and deteriorated sharply in recent 
times as trainers have begun to stagnate, tool machines, and 
training equipments have been worn out and gone unreplaced, 
and training curricula have undergone revisions without a 
clear view of objectives or trainee needs, Most recently, 
DCVI has realized many of it's weaknesses; significant 
reforms will have to be instituted to make it an efficient 
technical training body in the future. 

Cottage and Village industry Development Board, under the Ministry of
 
Induscries
 

CIDB, through it's wide network of offices, provides basic
 
skill training leading to either wage employment or self­
employment. Assistance in obtaining loans, as well as
 
extension services are provided, particularly to micro level
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manufacturing units. The quality of training and other
 
services has not focused on some of the real marketing
 
issues facing the small entrepeneur in the definition or
 
implementation of it's training programs.
 

Technical Schools, under the Directorate of Technical and Vocational 
Education, Ministry of Educatajen 

The Technical Schools in Nepal include:
 

Name of the Institution Location Supported by
 

Dhankuta Techncial School Dhankuta ODA
 
Jiri Technical School Jiri SATA
 
Karnali Technical School Jumla UMN
 
Lahan Technical School Lahan ADB Loan
 
Mechanical Training Centre Balaju SATA
 
Patan Junior Technical School Jawalakhel OXFAM
 
Sano himi Technical School Sano Thimi DANiDA 

The Butwal Technical Institute does not fall undcr the Technial School System
 
of the Ministry of Education, and receives funding by several bilateral and 
NGO organizations. 

Almost all of the technical schools have relatively modern 
training infrastructure, adequate equipment, and physical
 
facilities, because they are supported by foreign financial
 
and technical assiutance. However, there is a general
 
shortage of trainers and instructors in these schools due to
 
poor support on the side of HMG, which is obligated to
 
provide manpower in this regard. The balance between
 
applied and theoretical training varies among these
 
institutions, but as a rule, those with most success in
 
supplying the private sector place most emphasis on applied
 
training, and direct linkages with industry in the form of
 
apprenticeship training.
 

Butwal Technical Institute is particularly noteworthy, as
 
it's program is based on an apprenticeship program which
 
requires strong linkages with local industries. The number
 
of individuals who have left BTI to start their own, viable
 
industries is impressive.
 

Apart from these schoels, the following six additional schools have been
 
proposed to be established in the near future.
 

Bheri Technical School, Surkhet 
Dhawalagiri Technical School, Mustang
 
Hetauda Technical School, Hletauda
 
Rapti Technical School, Dang
 
Seti Technical School, Doti
 
Women Polytechnic School, Sano Thimi
 

Institute of Engineering, under Tribhuvan University
 

This Institute has campuses in Pulchowk, Thapatali, Pokhara
 
and Dharan. In the past all of the campuses offered
 
technical school level courses. At present, Pulchowk campus
 
also provides diploma level course in engineering. The
 
Insitute aims at producing candidates with higher technical
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proficency than the Technical Schools.
 

The faculty basically lacks pedagogical and practical
 
training and orientation. In addition, since they 
 are
 
under the Tribhuvan University system, the administration 
and implementation are not as flexible as they might be.
 
The Thapathali and Dharan campuses, however, do outside
 
work on contract, for which participating experts are paid 
an extra stipend. This model, as well as an apprenticeship
 
program, could strengthen the practical aspects of the
 
training provided by the Institute of Engineering. 

Hotel Management and Tourism Training Center, under the inistry of Tourism 

This is tile on]) hotel and tourism-related training 
institution in the country. Previously staffed by

expatriate experts, the institution could not support this 
staff, and the current training programs are mediocre, and 
not highly relevant to the needs of this sector which it is 
designed to serve. The Center is in large part idle. As a 
result of these factors, the major hotels conduct their own, 
internal training programs. 

There is a significant articulated demand in the tourist 
sector for traininp for a diversity of staff. Either the 
Center should be upgraded, or a new, similar establishment
 
encouraged.
 

Labor Supply Centers, under the Department of Labor 

The iabor Supply Centers have three objectives:1)
 
development and dissemination of employment information; 2) 
manpower training in basic skills; 3) prevision of 
employment services. Overall, tile LSC's have not been able 
to meet these objectives because of administrative 
constraints and the lack of recognized standards for 
training. Curricula is also weak and a market orientation 
to skill training lacking. As a result, the2 LSC's have made 
only minimal impact in training employable manpower or 
entrepreneurship. 

Women's Trainin (,enters, under the Ministry of Panchayat and Local 
Development 

With regional training centers in Jawalakhel, Pokhara, 
Dhankuta and Surket, the WTC's have the infrastructure 
necessary to address the training needs of women towards 
their greater employment and income generating potential.
 
To (late, training has been offered in a limited number of
 
skills, perceived to be relevant to vomen such as
 
handicraft:, kitchein, gardening, poultry etc. The real income
 
generating potential of such skill training is questionable.

However, through it's network, significant scope exists to
 
expand and upgrade the training offered by the WTC's. 

Women's Skill Development Project, under the I-Dal Women's Organization
 

This is one of the most successful projects which addresses
 
the income generating needs of poor, largely urban women.
 
It is a model for how a NGO involvement in micro industrial
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promotion for women can be effective. The project is small,
 
and offers skill training in block printing, sewing,
 
knitting and spinning. The project provides a market
 
outlet.
 

Integrated Rural Development Projects, under the Ministry of Panchayat and
 

Local Development
 

There are many community development and integrated rural
 
development projects that have significant activities in
 
training the rural people of Nepal to improve their
 
marketable skills. The following seven projects have
 
special training components:
 

Project Supporting Agency
 

Integrated Hill Development Project SATA
 
Karnali-Bheri Integrated Rural Development Project CIDA
 
Kosi Hill Area Development Project ODA
 
Mahakali Integrated Rural Development Project IDA/World Bank Loan
 
Rapti Integrated Development Project USAID
 

Rasuwa-Nuwakot Integrated Rural Development Project IDA/World Bank Loan
 
Sagarmatha Integrated Rural Development Project ADB Loan
 

Generally, the trainins provided by the Integrated Rural
 
Development Projects are most successful when follow-up in
 
terms of marketing, loans and raw material procurement is
 
also available from the project.
 

In addition, the IJMN conducts training program for rural employment. The
 
TRUGA project likewise focuses on basic skills for rural people in one
 
locality. Several NGO's have an income generating component, including the
 

Manichur Community Development Project, conducted by ActionAid.
 

Within the private sector, several small training institutions have sprung up
 

in response to a demard in urban areas for specific skill training. These
 
include training institutes offering courses in 1) computers; 2) tailoring; 3)
 
typing and secretarial skills; 4) radio and television repair; 4) English
 

language. Such schools provide an excellent model for how the private sector
 
can effectively meet it's own needs. Since these institutions function based
 
on paying clients, their success is dependent upon being able to offer courses
 
for which a real demand exists. Management training for such institutions may
 
help them to expand, diversify, and more effectively market their services.
 

While this is an impressive list of technical training institutions, and
 

indeed the target population is varied and, in theory, addresses the manpower
 
requriements of a diversity of industries, in reality it is clear that the
 

output of trained manpower is insufficient to meet the needs of the private
 
sector, as indicated by a continuing presence (and preference for) expatriate
 
technicians in many industries in the private sector. Based on feed-back from
 
industrialists, it is fair to generalize that technical training in Nepal
 

lacks a practical component which allows a smooth transition to the day-to-day
 
application of skills in the workplace.
 

Figure III.1 looks at the major training needs as identified in the last
 

chapter, and the extent to which existing training institutions are addressing
 
those needs.
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Figure III.l: Training Needs Versus Training Institutions
 

Types of Training
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A. MANAGMIENT TRAINING
 
1. ISC x x__ _x 

2. SBPP x ____ X ___x 
3. MAN 
 . . .
 
4. CDA X 
5. FOM x X 
. NASC 
 X X
 

B. TECHNICAL TRAINING 
1. IDCVI x
2. CIDB 
 X
 
3. Technical 
 '_X
 

Schools
 
4. TOE x 
5. 1MTTC x 
6. LSC 
 x 
7. WTC 
 x,_,X
 
8. WSDP x9. IRDP's 
 X
 

Note:
 

1. TSC Industrial Services Centre
 
2. SBPP Small Business Promotion Project
 
3. MAN Management Association of Nepal
 
4. CEDA Centre for Economic Development and Administration
 
5. FOM Faculty of Management
 
6. NASC Nepal Administrative Staff College
 
7. DCVI Department of Cottage and Village Industries
 
8. CIDB Cottage and Village Industries Development Board
 
9. TOE Institute of Engineering
 
10. 19N'fC Hotel Management and Tourism Training Centre 
11. LSC Labor Supply Centre
 
12. WTC Women's Training Centre
 
13. WSDP Women Skill Development Project
 
14. IRDP Integrated Rural Development Project
 

It is clear from figure II.1 that there are very few institution providing
 
courses in the most pressing skill needs of the private sector today.
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D. The private sector perspective
 

In addition to a systematic ansessment of training institutions in Nepal, 
feedback was also solicited from entrepreneurs and mangagers about in-country 
training institutions. This information was not elicited in a structured way, 
but has been culled from comments male in the course of the 300 interviews 
carried out for this study. 

In-country training institutions suffer from a lack of credibility in the 
private sector.
 

Once the Labor Supply Office sent us 2 trainees. Instead of
 
increasing production, they spoiled the work. They knew
 
nothing about handling the machihes. 

Once I hired a boy who pretended that he was skilled. I did 
not test hir. before, because he was a graduate of a 
technical school. I assigned him a job and found him not 
only unskilled, but he destroyed some of the machines and 
even damaged the finished products. 

While large scale entrepreneurs complain that skill and management training is 
too theoretical and not up to the appropriate level of their indust,_es, small 
entrepreneurs are often unaware of or lack access to training courses. Large
 
industrialists rely on on-the-job training, send staff to India, or recruit 
Indians for technical and/or managerial jobs. Some, particularly in the 
hotel industry, run their own in-house training. 

In general, the trainings give" by DCV , CIDB, and the Department of Labor, 
which are targeted to small, and particularly micro enterprises, suffer from a 
lack of follow-up. Individuals who receive skill training in a particular
 
trade are then left on their own to identify technologies, and most
 
importantly, markets. Miile DCVI has made an attempt to buy the products of 
trainees, this creates an artifical market for subquality goods which have no 
real, local outlet, and face competition from better made imported items from 
Kathmandu, India, or China. Furthermore, such skill training lacks both 
practical and moti'.'ational components. Feedback on the Hotel Management and 
Tourism Training Institute indicates that trainers are less aw re of the real 
problems, and skill needs than the trainees themselves. 

One can also infer from the feedback from the private sector that training 
institutions, particuiarly those in the public sector, have not developed
 
aggressive marketing programs for promoting their services. In Dharan, for 
instance, a training institution which is located actross the street from the 
Industrial Estate is vastly under-utilized by the industries in it's locality.
 
Most industries do not know what services it offers. Internal management 
lethaigies limit it's ability or motivation to actively market it's services 
to potential clientele.
 

The lack of aggressive marketing indicates that training institutions do not 
percieve promotion of their training cours-:s as a priority. Since lING 
normally offers stipends for trainees, the roles of corsumer and provider are 
inverted: trainees often take courses for reasons other than the skill 
training itself. The fact that government training programs offer stipends 
for attendance significantly reduces the need for promotion, as many people 
arc ready to attend just to collect the remuneration. The impact of such
 
programs on entrepreneurship and employment is questionable.
 

The Aisorganization of internal information and production linkages as well as
 
an ethic of internal secretivness and coveting of information and innovations
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also hinders cross-fertilization of ideas within the private sector. Many 
large-scale industries have developed management styles and technical 
adaptations which could l'enef it otl er, smaller firms. The incentives to 
shaving ouch innovattons openly are limited in the context of the culture of 
su.3picion which pervades the private sector today. There is a very real fear, 
expressed by many entrepreneurs, that sharing of ideas and disclosing full 
information, within and outside of the firm, places the firm in the vulnerable 
position of heing copied. 1ntdee the fear of tratined personnel runrning away 
to work in another firm or establi.sh their own, similar industry, is a major 
hindrance to shr ig i nform t ion, even wi thin ;I f i r. Wh ie this type of 
immi tat i e ent repreneurship indica tes expansion in the private sector, the by­
product of suspicion is unfortunate. If larger or wore innovative firms could 
he encouraged to conduct trainings or ipprenticeshiI ptprogramis, or to send 
representat ive.; to share ideas and to 'brainscorm' creatively with other 
entrepreneurs and managers, many .)f the c it i cal issues faci ng firms, 
particularly in the management and eviqi technical fiel ds, coul d be alt eviated. 

S ince the pri vate ;octor lilc; 1i1t Vt, beoeW ,1 ; Aoient- of taining 
[nst i tut ions, tt eat ion to the r ,al mmed iate trai ii ig fteirrandis of tie private 
sector have not been a major priori y ol trfining inst iti ions. If local 
t rai ii ing i i;t titutions ire to est~ablish themselve.s; in a restonsive, servicing 
modal ity , it- is cl ear that not only is cons ide rble i 1t,--ial ren rentat:ion of 
objectives; and cuiri(ul]i in order, bul aI re(ressing of public relations and 
marketing strategi.s,; is al ;o e:!;eniti11ia. Tn partcitii er, in.;t itut ions must 
become not only more illgt.swin lYiheir marketing :t;ttegies, but more 
practical in their training approach: 

' o i . A. from India but: lie lacks ical;,n l1. praict 
experiiice. '!o I have -skledhi in to ass ist ie 1nn observe 
the performinci cirefi IlY. 

We are tHe on Iy inst i :1ute produc ing mlanpower for different 
skills; our ictivity is expanding and since our quality is 
good, we geti ;1 large number of applicants. From this year, 
we have started advaced level triniring. Our trainees 
apprec iate us, and they are in high demand because the 
trai nlirg s pr ict ical. 

F. Surimary: lnstitut ioll in Nepal 

What shoull by now be clear ibout local training institutions in Nepal is 
that : 

1. 	Very few are geared up to meet tei most pressing needs of the private 
sector; 

2. 	There is a lethargy on tie one hand and a lack of credibility on the other 
which characterizes even those training institutions (particularly 
government:) which are mandated to provide training for the private sector; 

3. 	'The faciit ies, manpower, and even access to international funding and 
support which could Ie mOi lized to meet the training needs of the private 
sector are IostI y concentrated in government and seii -government 
institutions; and 

4. 	To date no concerted effort has been made to identify the training needs 
of the private sector or mobilize resources towards meeting them. This of 
course, is the challenge of the current project. The ways in which such 
needs could bE met is discussed in the fo7lowing two chapters. 
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F. External training institutions
 

Appendix V provides a list of training institutions outside of Nepal which 
were contacted for this study. A detailed inventory of training institutions 

in the region is available in the Directory of Training Institutions and 
Resources in Asia and the Pacific, published by 11M. In addition, the Guide 
to Training Opportunities for Industrial Development, published by tINIDO in 
Austria, 1986, provides iiformat ion on specific tro in tg courses. "lore 

detailed information on institutions which were contacted by MASS, is included 
in Appendix V. Beyond this informat ion, it: was difficult to ascerta in the 
actual scope, nature and relevance of pec ftc institutions and/or courses, 
even though many of them appear relev nt to the trirni ng needs of Nepal. Some 
comments about tile potentiaIs of specifir coluntries to reet tlhese needs are, 

however, in order. 

Based upon correspondence tiih ext nal inst i tutions, information froiri 
conversations with various individuals in Nepal, and the lID handbook, the 
following countries are considered most appropriate for training Nepali 
trainers, entrepreneurs and technicians: 

1. India 
2. Philippines 
3. Thailand 
4. Singapore
 
5. Sri lAnka 

India 

India can meet almost the entire needs of the Nepalese training requirements
 
both technical and managerial. Geographic proximity, lanugage, cultural
 
familiarity and free access make Indian training institutions most acceptabl. 
to the Nepalese. The fact that the majority of machines, tools, and know-how 
in Nepal come from India, further testifies to the practicability of Indian 
training for Nepal.
 

Phi lippines 

Virtually every kind of managerial and technical training--both long and
 

short-term---are available in the Philippines. Many of the Nepalese who have 
been trained in the Philippines have found such training more useful and 
applicahle than that provided in other LDC's of Asia and the Pacific region. 

Thai iand 

Thailand has become a very popular country for training due to tire presence of 
the Asien Institute of Technology in Bangkok. Though there are other training 
proprams--particularly technical--which are usually conducted in Thai 
lang,,rge, they cannot ihetapped for the benefit of Nepal, se. 

Si ngalore 

Singapore is particularly good for technical training. The training programs
 
are generally of long-term duration, ranging from 2-3 years. There are short
 
term courses to upgrade certain skills. Relative to the other countries 
reconmended, the training cost as well as the cost of living in Singapore is 
higher. 
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Sri Lanka
 

In Sri Lanka a few institutions offer technical (vocational) courses relevant
 
to Nepal's strong needs particularly in construction, radio and electronics
 
and several skills leading to self employment. Course fees are relatively
 
cheap, of short-term duration (1 month to 6 months), and are conducted in
 
Sinhala and English.
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CHAPTER IV: MEETING THE TRAINING NEEDS: RECOMMENDTIONS
 



A. Introduction
 

Ideally, this chapter would be a simple matching of training needs to training
 
institutions which could, with a little support, provide training courses to
 
address those needs. No such luck! As we saw in the previous two chapters,
 
many of the most critical p.oblems of the private sector are not easily dealt
 
with by training, and even for those where training is an apporpriate
 
intervention, the institutienal ability in-country to respond to these
 
training needs is extremely limited.
 

This chapter, then, recommends 1) the types of courses which would be most
 
appropriate for meeting the training needs; 2) prioritizing types of training;
 
and 3) institutional arrangements which might be most appropriate to conduct
 
the training for the private sector.
 

B. Training approaches
 

Eight types of approaches to training suggest themselves. These are
 
ennumerated and described briefly below. Figure IV.l presents MASS'
 
recommendations as to which approaches are most suitable to respond to
 
specific training needs. While some commentary on particular training
 
approaches are described in brief at the end of this chapter, details on these
 
specific recommendations indicated in Figure IV.1 can be found in Appendix VI.
 
This discussion-has been appended only for brevity's sake; MASS considers ft
 
an essential component of it's substantive recommendations.
 

The types of training which could be supported to respond to the training
 
needs of the private sector are as follows:
 

1. 	Training of trainers particularly in problem-solving, group dynamic and
 
practical training approaches. Trainers with substantive expertise in a
 
technical or management area need skills which will help them communicate
 
those skills most effectively to the private sector clientele;
 

2. 	Curriculum development, is necessary to adapt theoretical concepts to
 
problem-solving techniques and make them relevant to the Nepali context;
 

3. 	Apprenticeship traininj which is either linked to long-term training or
 
coordinated independently to allow the technician or manager to learn new
 
skills or upgrade existing skills through short-term, hands-on training.
 
Apprenticeship training may also facilitate employment linkages;
 

4. 	Short-term trainings focusing on a specific skill or issue, which can be
 
provided at the training institution or organized in the field;
 

5. 	Mobile consulting units conducting specific types of skill training or
 
problem-solving workshops within an industry or in a regional setting as
 
per 	 the demands of industry; 

6. 	Study tours to nearby counties either for intending entrepreneurs to
 
learn about a specific industry, or for existing entrepreneurs or managers
 
to gain new ideas and perspectives on technical or managerial subjects;
 

7. 	 Dialogue seminars between 1) civil servants and entrepreneurs; 2) 
management and employees within an industry; 3) entrepreneurs (of both 
sexes) in a locality to discuss problems of mutual concern and develop 
strategies f - strengthening internal linkages and acting on those 
problems; 
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Fig. IV.] 'Iraining Approaches for Specific Training Needs 
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8. 	 Long-torm academic cnm practical training in management and particularly 
technical fields to expand the pool of technicalFl Lrained manpower in the 
country. 

Based on the training needs identified in the preceeding chapter, Figure TV.I 
above presents; the types ot approaches which are appropriate for each training 
need.
 

All of these sprcific approaches are outlined in more detail in Appendix V1. 
However, mention of some approachese which are not so straightforward may be 
helpful here. These are addressed in clusters, as several of the skill needs 
lend themselves to the same type of training. 

1. 	 Working with governmentr
 
influence management: so.ce and force
 
Knowledge of HMGrules and regulations
 

Despite the fact that this skill need is not easily addressed through 
training, it's importance, not only as identified in these skill needs, 
but alo in other areas cannot be ignored. Rather than pretending that 
they will go away with time, training programs can help to address some of 
the problem; inherent in this .;kill need. 

MASS recommends that this issue he dea t with pragmatically by 1) 
strengthening the dlialogue hetweea entrepreneurs who have learned how to 
'work the system' and those who have not (primarily, then, between large 
and small industrialists) and 2) through strenghteing the capability and 
availability of faciitating agents which assist entrepreneurs in working 
with government. 

2. 	 Delegation of responsibility/supervis ion of staff 
Staff motivation 

The issues of underperformance, ab;henteeism, and high turnover of staff 
are not cent percent ammnable to traiing, emnbedded as they are in larger 
cultural complexes. However, training can have an impact in terms of 1) 
he]ping managers and employees improve their dialogue and understanding of 
one another's needs, 2) assessing and restructuring management 
organizations within a firm, and 3) strenghtening dialogue and cooperation 
between and among employers and employees in the private sector as a 
whole. In rh short run, the major support should go to training of 
trainers. 

3. 	 'ra ining and staff development 
Manpower planning and recruitment 

This issue relates to the need for better trained manpower in general as 
well an the ah lity to 1) match the need with the person and 2) hold the 
person in the job once he or she is identified. MASS recommends that the 
creation of an employment igeicy which also coordinates apprenticeship 
training he supported. 

4. 	 Technology: choice, procurement and maintenance 

MASS recomrrmds that the creation of sinall, local 'repairing firms' be 
supported to respond to the pressing need for mechanics, particularly on 
the part of small scale enrtrepreneurs. Apprenticeship training could be 
linked to such firms. Apprenticeship training is essential to compliment 
existing technical training courses. 
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C. Prioritizing support for training
 

In the short run, priority should be placed on grants which support 1) 
training of trainers; 2) curriculum development; 3) short, specific, practical 
training courses which take a problem-solving approach. This is depicted in 
Figure IV.2.
 

Figure IV.2 Flow of Support to Training Institutions
 

TRAINING OF ___ CURRICULUM SHORT PRACTICAL
 
TRAINERS DEVELOPMENT TRAINING COURSES
 

(1) (2) 	 (3)
 

As discussed in the preceeding chapter, tile institutional capability in the
 
country to respond to most of the training needs of the private sector is 
weak. Thus, trainers need to be trained in many of the relevant substantive 
areas. It is recommended that either this training be offered outside of 
Nepal, or that expatriate trainers he brought into Nepal to conduct training 
courses for trainers. 

The fact that current training has been criticized for being too -heoretical
 
or not Immediately applicable to the needs of industry, also indicates a need 
for cur, iculum development support. Following this, training courses of short 
duration, which are targeted at a specific skill, take a problem solving 
approach, and conform to the time and monetary constraints of industry are 
most appropriate. Figure IV.3 indicates MASS' estimation, given the review 
of training needs and training institutions (presented in the next chapter) of 
which skill needs will req 're training of traininers and curriculum 
development. 

Figure IV.3 	 Skill needs where institutional support for training
 
of trainers and curricula development is necessary
 

TRAINERS TRAINING NEEDED
 
YES NO 

SKILL NEEDS 

Working with government X 
influence management X 
D)elegat ion/supervision X 
Motivation of staff X 
Tr:iining/staff development X 
inventory management X 
Market ing 	 X
 
Knowledge:IDMG rules and regulations X 
Manpower planni ng/recruitment X 
Technology X 
Production planning X 
Self confidence X 

As a rule, most of the skill areas where training of trainers is not needed, 
are being addressed effectively in training courses provided by the Small 
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Business Promotion Project. The relevant modules coula be adapted by other 
training institutions. Training of trainers from other institutions at SBPP 
might be appropriate in this regard. 

In terms of prioritizing support for particular skill needs, since working 
with government and the dual issues of motivation and delegation/supervision 
are clearly the most pressing skill needs, priority should he given to 

supporting institutional training capabilit ies and training courses that can 

address these issues in pragmatic and practical ways. Although the former is 
clearly the most challenging and diftficult to address, it cannot he ignored. 
Indeed, while it is listed as a discrete category, working with government 
cuts across most of the skill needs: even if an industry is able to plan and 
market, if it cannot get it's raw materials or other promised facilities in a 
timely and equitable manner, what good is internal efficiency? By addressing 

working with the government' as a skill need, other management problems will 
be covered, and vice versa.
 

D. 	 Moving from theory to practise to employment: some logistical 
consi, rationS 

Several addit ional recommendations and comments concerning the logistics, 
setting and design of training courses also deserve some mention: 

1. 	 Long-term training in both management and technical fields should have a 
greater emphasis on application. In this regard, MASS proposes that the 
implementing agency take a serious look at the successes achieved by 
Rutwal Technical Institute and the Dharan Campus of the Institute of 
Engineering, in moulding theory with practise through apprenticeship 
programs. Institutionalizing the apprenticeship model is desirable not 
only in terms of improving the quality and relevance of training, but also 
in facilitating employment opportunities for Nepali technicians and 
managers in the private sector. 

2. 	 The private sector should be encouraged to meet it's own training needs. 
As mentioned above, information, techniques and solutions to basic 
problems are available, but not widely so. If more informed, more 
innovative firms can be encouraged to shar? their knowledge, other firms 
stand to gain, and the private sector as a whole cav he expected to 
benefit from increased dialogue and networking. 

An example my serve to highlight the issue of internal communication and 
production liinkages. in Pokhara Industrial Estate many industrialists 
suffer from lack of trained mechanics. Many bring technicians fro. India 
when their machines break, which is expensive in terms of the cost of 
import ing the mechanic and down-time of the machinery. In th, same , 
Industrial Estate there is also an industry which produces machinery on 
contract. This industry has difficulties maintaining a constant level of 
production because of fluctuations in orders. There is an obvious latent 
demand for the services of this industry on the part of other industries 
in the Industrial Estate. But something is missing in communications, 
linkages, or credibility. This might le remedied through a grant to the 
mechanical industry to send a few of its staff for training in training
 

methodologies. Following this, the industry could offer consulting 
services and training to other industries in the Indust-rial Estate. 

From another indostry: nany medium and small. scale firms in the tourist 
sector complain ttt they lack skilled people in front desk management, 
ticketing, cooks ,nd service etiquette. Most resort to ad hoc, on the
 

job 	 training and develop their staff basically by trial and error without 

61 



the benefit of outside guidance. Several of the large scale hotels and 
travel agencies conduct their own internal training programs. Perhaps 
these institutions could be encouraged to provide training, courses for 
other firms, if sufficient incentives were available. 

The point is this: the issues which are most critical for the private 
sector are being addressed on a day to day basis by entrepreneurs, 
managers and technicians alike. Some have come tip with viable, innovative 
solutions. These people are the real experts, and should be the real 
trainers as well. This does not imply that they must be uprooted from 
their cui . 't job and shoved into the classroom. it means that they 
should he encouraged to become involved in sharing their views and their 
solutions with a wider audience. Training institutions which are able to 
draw on and integrate taiis approach will, ultimately be the institutions 
of choice for the private sector. 

3. The timing, location and staffing of training courses is extremely 
important. Entrepreneurs cani ot afford to give staff leave or take time 
off themselves for extended periods of time. For the private sector, time 
is money, and there must he an obvious return to the indusl-ry for the time 
invested by the toainee. While individuals may be willing to invest 40 
hours in a training program which is spread out over several weeks in 
evening sessions, they may not like to divert an entire week away from the 
workplace for such training. There are obvious costs to consider, 
particularly when the trainers are brought in from the outside. Based on 
feedback from the interviews, a training course of 1-2 weeks, for a few 
hours every day, is optimal. 

likewise, while an entrepreneur in the Terai may elect to send a manager 
for training in his own city, he may have misgivings about the expense 
involved in sending him all the way to Kathmandu. There is a trade-off 
which must be considered here too. While training in a specific locality 
will obviously attract lore people from that locality, Kathmandu-based 
training carries more prestige which is a partial incentive to the 
trainees. 

This applies to trainers as well. It is often the case that the outsider 
carries more status, whether he is actually more of an expert than the 
internal person or not. Tn this regard, too, experts from one part of the 
country are ,!vehicle for cross-fertilization and sharing of ideas, and 
forging greater linkages within the private sector. In the course of our 
interviews we met many outstanding entrepreneurs and officers in chambers 
of commerce, who would be excellent trainers on specific subjects, 
particularly as new faces in other cities. 

These facLors, as well as the rclative scarcity of trained trainers in the
 
country suggests that mobile training courses could adequately meet, on
 
the one hand the time and location constraints of industrial employees
 
and, on the other hand, offer short-term training to a wider audience.,
 

4. 	Study tours are also an appropriate mechanism for training. Indeed many
 
entrepreneurs identified their businesses while 'wandering around' India
 
or abroad, or visiting with fMends who gave them a good idea. Exposure
 
is an important aspect of training, and can infuse the observer with new
 
ideas and new motivation.
 

E. 	Summary: Meeting Training Needs 

To summarize the recommendations presented above then: the focus of the first 
several years of the training program should be on training of trainers and 
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curriculum development. That is: strengthening the in-country institutional
 

capability to respond to the priority training needs. Short-term training
 

courses on specific topics are most appropriate to the time and logistical
 

constraints of the private sector. Training related to working with
 

government as well as staff motivation and supervision/delegation should be
 

given highest priority.
 

Having said this, it is necessary to add that these recommendations should not
 

exclude the other substantive areas or training modalities which have been
 
couli be
mentioned above. Indeed, there are training areas where courses 


supported in the short run ( for instance, in inventory management, certain
 

technical skills, production planning etc.) which would be of immediate
 
The use of forum and dialogue sessions is an
benefit to the private sector. 


immediately implementable, cost-effective mechanism for stimulating closer
 

linkages within the private sector, which would also help to address both
 

internal and external management problems.
 

F. 	Who Will Do The Training?
 

The fact that only a very few institutions are effectively involved in
 

conducting trai ning for the private sector at present raises the question: 

which institutions might logically assume this responsibility in the future? 

Given the current situacion in which most of the human and physical resources
 

for conducting training are in the public sector, the possible scenarios which
 

might emerge once funding is available for training of trainers, curriculum
 

development, and subsidies/scholarships for training institutions are 
as
 

follows:
 

1. 	Totally private training institutions, founded by 'out-migrants' from
 

public sector training institutions or recently returning trained
 

management or technical experts;
 

2. 	Existing public training institutions;
 

3. 	Joint venture public or semi-public like TSC, CIDB etc. and private
 

ventures wherin the facilities and much of the expertise is drawn from
 

the public sector, but the logistics of implementing training programs
 

are carried by the private institution;
 

4. 	Joint venture foreign plus local private training institutions;
 

5. 	Joint venture foreign plus public or semi-public training institutions. 

Figure TV.4 suggests the relative virtues of each configuration based on some 

fundamental criteria. This Figure may be useful in selecting training 

institutions for training grants. MASS' recommendation is that the private 

sector be given as much priority as possible in meeting it's own training 

needs. The Figure uses numbering to evaluate each institution according to 

the 	criteria as follows: 3= positive; 2=neutral; l=negative.
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Figure TV. 4 Institutional Options For Training: Relative Merits
 

CRITERIA 	 PPIVATE PUBLIC PUBLIC/PRIVATE EXPAT/P.IVATE EXPAT/PUBLIC
 

1. 	Need for upgrading 1 2 2 3
 

2. 	Length of upgrading 1 2 2 3 3
 
period
 

3. 	Cost of upgrading 1 2 2 3 3
 

4. 	Cost to client 3 2 2 1 1 

5. 	Alternative access to 1 3 2 2
 
(external) funding
 

6. 	Flexibility re. 1 2 3 2
 
implementation
 

7. 	Institution-building 2 2 3 2
 

8. 	Private sector 3 1 22
 
participation
 

Total 	 __ _ _ _ ~~~~~~i_ _ _ _ _ _ _ _ _ _ _16 15 16 	 20 18
 

JsI 



It is clear frGm the figure that the combination of expatriate and indigenous
 

institutions is, in theory, the optimal institutional arrangement. In terms of
 

building a national training capability, this option may only be viable in the
 

short run, or in the case of specific training needs. In the next chapter the
 
grants is
approach to selection of institutions and candidates for training 


outlined.
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CHAPTER V: IMPLEMENTING THE TRAINING PROJECT: RECOMMENDATIONS 



A. 	Introduction
 

The challenge of the follow-on training project will be to stimulate and
 

mobilize training institutions in the private sector to meet the training
 

needs of the private sector. This-chapter provides specific recommendations
 

for how this process can be catalyzed and institutionalized in a way which
 

will encourage sustainability. The basic tenant of this approach is to make
 

training institutions more entrepreneurial by stimulating the creation of new
 

training insitutions in the private sector, and encouraging them to be more
 

client-oriented by instituting a competitive mode of grant awarding. In
 

brief, MASS suggests that the project: 

1. 	appoint a coordinating and monitoring agency which will administer grants
 

to training institutions and industries;
 

2. 	require that all grants be awarded on a competitive bid ba'3is which
 

entails institutional cost sharing;
 

3. 	allocate a large percentage of grants to training institutions for
 

training of trainers and curriculum development;
 

4. 	encourage training institutions to aggressively market their courses by
 

making follow-on grants contingent on consumer response;
 

5. 	closely monitor and evaluate the impact of grants to specific institutions
 
and for specific types of training to be able to determine optimal
 

allocation of resources in the future.
 

These points are discussed in the following sections.
 

B. 	The Apex Agency
 

In 	order to minimize the bureaucratic burden of soliciting, awarding,
 

coordinating and monitoring a variety of grants to training institutions and
 

industry, MASS recommends that the donor(s) subcontract this responsibility to
 

an Apex agency. The specific responsibilities of this agency would be to:
 

a. 	solicit proposals from training institutions and firms based on the 
recommendations made in Chapter IV; 

b. 	review proposals and make recommendations on candidate selection, under
 

the 	guidance of the executive board;
 

c. 	coordinate training activities in-country and abroad;
 

d. 	maintain a network and roster of seminars and training courses
 

particularly in the South/South East Asian regions;
 

e. 	monitor the impact of grants given for training of trainers and training
 
courses, and, on this basis, revise targets and objectives of the training
 
effort.
 

The institutional relationship between the Apex agency, the donors, the board,
 

training institutions and industry is depicted in Figure V.1. The Apex agency
 
will be selected by and ultimately responsible to the donors. However, a
 

board composed of representatives of the donor agency(s), 1MG, and two
 
entrepreneurs who are nominated by the Federation of Chambers of Commerce and
 

Industries (one from a large and one from a small industry) will be involved
 
in an executive capacity in 1) reviewing and approving all proposals submitted
 
by training institutions and industry; 2) reviewing the work of the Apex
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agency on a biannual basis and recommending renewal or termination of it's 
contract. As described above, the Apex agency will coordinate and monitor 
sub-grants to training institutions and industry as per the guidelines laid 
down in it's original agreement with the donor agency. Recommendations for
 
what this agreement might contain are provided below.
 

Figure V.1: Relationship Between Agencies
 

DONOR( )
 

I OARD 

11MG tONOR(S) FN-CC 

APFX AGEN(Y _ARGE- 1 SMAII-

TRAINING 
T N DIISTR TES 

FNCCI = FEDERATION OF NEPALESE CHAMBER OF COMMERCE AND INDUSTRIES 
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1. 	Selection of the Apex agency
 

It is reconm,ended that a competitive bid process be used to select the Apex
 
agency. The agency must meet the following criteria:
 

a. 	It should have strong linkages with the priva sector and expertise
 
in working with the private sector;
 

b. 	It should have a demonstrated-capability to be able to administer a 
complex, multi-institutional program; 

c. 	It should have expertise in data collection and analysis, preferably
 
in a computerized modality.
 

Several instiutions or institutional configurations suggest themselves in this
 
regard:
 

i. 	A private consulting firm;
 

ii. The Federation of Chamber of Commerce and industries;
 

iii. 	 A joint arrangement between a private consulting firm and the
 
Federation;
 

iv. A special cell within an existing project or donor agency.
 

The pros and cons of each of these alternative approaches are outlined in
 
Appendix VII. Given the need for administrative flexibility and
 
responsiveness, MASS recommends that the contract to coordinate and monitor
 
the training grant be awarded to a private sector consulting firm, based on
 
competitive bidding.
 

While the Federation has the necessary network within the industrial sector,
 
it does not presently have the staff or orientation necessary to manage the
 
considerable logistics required by this project. While the joint arrangement
 
between a private firm and the Federation is desirable from some perspectives,
 

MASS feels that ic may be too administratively cumbersome to be operationally
 
efficient. The major potential drawback to using a private consulting firm is
 
that responsibility for decision-making is centralized in one institution. To
 
provide guidance and monitoring of this institution, the Executive Board, as
 
depicted in Figure V.1, should bc actively involved in prioritizing
 
objectives, planning, reviewing proposals, and, ultimately, reviewing the
 
performance of the Apex agency.
 

2. 	 Relationship between the donor and the Aoex agency 

A cooperative agreement should be drawn up between the donors and Apex agency 
specifying the respective responsibilities of each party to the other. It 
would be expected that while the Apex agency would be involved in the day to 

day logistics of implementing the project, the donor would be involved in 
major planning decisions as well as final review of proposals--i.e. as the 
convenor of the executive board. The Apex agency would be responsible for 

submitting quarterly reports and planning documents to the dorfors, and the 
donors would likewise be required to respond within a preagreedupon time to 
revisions or suggestions proposed by the Apex agency.
 

Figure V.2 outlines the various tasks and areas of decision-making anticipated
 

in the implementation of the training grant and defines the respective
 
responsibilities of the major players: the donors, the board, the Apex agency,
 

the training institutions and the clients: industry.
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Figure V.2 Tasks and Roles of the Major Actors in the Training Project
 

Donors Board 	 Apex Training Industry
 
Agency Institutions
 

Tasks
 

Identification of Priorities X
 

Planning document X X
 
w/goals and timeframe
 

Development of X X
 
Request for proposals
 

Solicitation of proposals X
 

Response to RF."s X X
 

Review of proposals X X X
 
for funding and awards
 

Coordination of X
 
training grants
 

Training X
 

Monitoring of training X X
 
& feedback on training
 

Recommendations on X
 
reprioritization of grants
 

Annual reviev of process X X
 

C. Selection of cndidates
 

MASS believes that the competitive bid process is the optimal approach for
 
selection of both training institutions and industries for support under the
 
follow-on project. This process requires institutions and industries not only
 
to identify priority needs, but to commit funds and invest human resources--in
 
the proposal writing, in the training time, and in the cost sharing aspect,
 
described below. Thus, it automatically selects for those training
 
institutions and industries which are most committed to the results of the
 
training, and inferentially, might make the maximal use of the training. The
 
competitive process has the additional advantage of stimulating a more client­
oriented approach on the part of training institutions who will naturally wish
 
to draw more trainees to their courses.
 

In the following sections, MASS recommends procedures and criteria for
 
selection of training institutions as well as entrepreneurs and managers from
 
different sizes of industries for training grants.
 

1. Selection for 	training institution support
 

As discussed in tile previous sections, the upgrading, reorientation and
 
institutionalization of an indigenous training capability is an essential
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prerequisite for addressing the person-power needs of the private sector. As 
such, ,MASS has recommnended that training of trainers and curriculum 
development be major areas for support to existing or newly created training 
institutions. 

Requests for proposals to conduct training in specific areas would be 
solicited on the basis of the training needs icdentified in this report. That 
is, the proposals would include not only requests for the support of training 
of trainers and curricula development but should also specify training courses 
which would be offered by the institution based on the newly training 
trainers's capabilities and curricula. It is anticipated that the 
availability of funding to support training institutions will stimulate the 
emergence of new iastitut ions. It is envisioned for instance, that wi thi n 
existing inst itut ions in the public sector, innovative professionals will 
organize themselves to respond to reqdests for proposals either within or 
out.s(Ie of the framework of their institution. If the history of private 
sector consul ti ng firm, in Nepal is any indication, this phenomenon is 
predic table , and indeed desirable under the circumstances. MASS does not 
recommend that publ ic sector training inst itutions be excl uded( from the 
competitive hil prc1,; IIn fact, joint proposals between public and private 
training intit:itio,:,; mi .h t be opti no l in some cases. Hlowever, public sector 
inst it utions wi I I have to demonstratfe their ability to performi in the long 
run. 

The instit:iu t. ional proposa1 s woul d be evaluated based on the following 

criteria:
 

a. 	 background of t he i nd i vi dual and inst i tuti [on vis a vis it's 
subs tant i e capah il1itv to respond to the spec i fied training need; 

b. 	 the extent t:o Wh.ich the reluested training would upgrade the ability 
of the inst i itt ion to carry alit similar and related training in the 
futire; 

c. 	 the prict icahi Iity and applicability of the proposed training 
approach ; 

d. 	 the modali tyN wi th wM.h the institut ion envisages attracting 
candidates tj it's training courses; 

e. 	 a willingness to assume part of the cost of training of trainers and 
curricul um development; 

f. 	 a commitment on the part of the proposing institution and proposed 
trainee that porson will remain with the proposing institution for a 
fixed period of tile. 

The latter is especially important:, since it is likely that candidates will 
find it to their benefit to move on to other positions with the increased 
earning power or status aquired through the training. While there is nothing 
to say that this person will not contribute as a result of the training, even 
in another sett: Lng, objectives a)-c) would not be achieved because the 
institution which sponsored the trainee would not then be able to utilize his 
or her new expert iso. A preagreedupon commitment on the part of the 
individual to stay with tihe proposing institution for a fixed period of time 
is deemed essomntial. 

The cost sharing requirement is likewise important in establishing the 
training institution's long-term commitment to institutionalizing a training
 
capability for the private sector. 
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To insure that contracts between institutions and the donor agency are
 
adhered to, MASS recounends that short-term training courses for trainers be 
provided in the first year of the project, and that close monitoring of the 
performance of the institutions be carried on after the return of the trainee. 
If the ir.stitution is able to meet the targets which it outlined in it's 
original proposal, and can demonstrate that it's ability to provide training 
has been strengthened because of training grants it has received, then more 
of such training grants should be forthcoming to that institution. Follow-up 
monitoring is important in this regard. 

The major criteria of success should come from the trainees themselves. 
Feedback from entrepreneurs and managers about the usefulness of specific 
trainin courses offered by local institutions will provide the donors with an 
indication of the performance of training institutions. Demand for the 
courses, based on willingness to pay, is one important yardstick of success. 
In addition, feedback from trainees should be solicited imediately after the 
training course, and after a period of time. The second Interview in
 
particular should includ questions which probe for how applicable the 
training has been. After some time has elapsed, trainees will be able to 
assess how much they have been able to apply what they learned in the course 
to their work. If an employee underwent the training, it will also be 
important to get the entrepreneur's view of how much the training improved 
production, efficiency, output etc. with:in their industry. All of this 
feedback will provide insights into how training courses--both in terms of 
content and approach--could be improved. This information will be gathered 
and tabulated by the Apex agency. 

2. Selection for 1ntrecrcmeurs/Managers/Technicians 

Consistent with our overalll approach, MASS recommends that what funding is 
channeled to directly support training for industry--whether it is in-country 
or external--be awarded on the basis of competitive bid and that it require 
cost sharing. The rationale is, as above, that when firms are required to 
invest time and money in articulating and following through on their training 
needs, th.y are mor'r :kely to be committed to the learning process, and 
maximally utilize the training. Furthermore, by requiring firms to cost 
share, the donor circumvents to some extent the dependency relationship which 
could occur were trainings subsidized outright.
 

Since the training needs of large and medium (and some better established 
small enterprises), as well as their ability to respond to requests for 
proposals, will be substnmtially dlifferent from those of small and cottage 
industries, MASS proposes a two-tiered approach to selection of trainees. 

a) Selection of trainees from large and medium size industries 

i) Procedure 

MASS recommends that nationwide solicitation for proposals be 
conducted quarterly. The solicitation would include a list of 
training courses which the donor is supporting, or offering partial 
scholarships for. Proposals from firms wishing to send individuals
 
for training in areas not specified in the priority list would also be 
accepted. Ibis is especially important in technical fields, which
 
tend to he more industry-specific. Thus, for instance, in one
 
quarter, the Apex agency might advertise in-country seminars on 
inventory management and staff motivation, which would be offered at a 
subsidized rate. Several scholarships might be available as well. In
 
addition, perhaps there is a seminar in Manila on innovative marketing
 
strategies, for which four seats are being offered. In this
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hypothetical quarter as well, the Apex agency might advertise the 

availability of two study tours to India for technician training, and 

four apprenticeship positions in specified industries. Industries 

wishing tD take advantage of these opportunities, then, would have to 

prepare froposals listing the person(s) to be sent, and rationale for
 

how the firm would benefit from this training. In the case of the
 

study tours to Tadia, firms would be in a position to request support 

for 	specific skill training based on their most urgent training need.
 

The request for proiposals wotuld he circulated widely through newspaper 

advertisement, Chambers, and Federations of Commerce and Industries, 
and Association networks. 

ii) Evaluation Criteria 

The criteria for AeloctLon of trainees would he based on the ability 
of the proposing firm to demonstrate: 

1, 	a specific traiaing need, and how such r:raining would alleviate 
production or management problems within the firm; 

2. 	 the specific inlividual or individuals and their qualification 
relevant t U traning; 

course
 

and/or the contractual agreement which binds the trainee to the 

proposing institution for a preagreedupon period of time 

following the training; 

3. 	the incentives to be provided to the trainee after the 

4. 	relevance of the training to national needs and priorities; 

5. 	cost sharing rowitment on the part of the firm. 

In addition, the aW, of the firm and tenure of the proposed staff with 

that firm should also be t:aken into account. Additional weightage 

should be given to firms outside of the Kathandu Valiey and to female 
appL icants. 

Large and medium sicale entrepreners will be expected to share part of 
the cost of in-and out-of-ceuntry training programs. The dual 

requirements ,f cost sharing and proposal generation will. require 

firms to take a hard look at their most pressing training needs, to 

articulate them, and to demonstrate a commitment to the person or 

pe- ons to be trained. 

iii) Selection panel 

The Board of the Apex Agency will serve as the review panel for the
 

proposals.
 

b) 	Selection of trainees for small and cottage industries
 

Because of the dispersed nature of small and cottage scale industries,
 

the absence of established communication links (most smaller
 

industries do not belong to Chamber of Commerce or Associations), and
 

the fact that many entrepreneurs from the small. and cottage sector may
 

be unable to develop formal proposals, selection of trainees from
 

this sector is more logistically difficult. Clearly, advertising and
 
to
promotion will be an important component of the selection process, 


insure that as many firms as possible have access to information and
 



application channels. 
 Newspaper can provide a primary modality
advertising, for
hut Chamber of Industry and Conmuerce,Associations, SBPP National and Localoffices and relevant project agencies should also
be 
 actively engaged not only in the process of solicitation, 
 but in
assisting entrepreneurs to 
formulate their proposals. 
A list of priority areas and training institutions or courses shouldbe developed as guidelines but new ideas should also be
To facilitate the proposal process, 

entertained. 
the entrepreneur could fill 

a form should be deuploped whichin. 
 This form 6ould include 
the same
information described above, indicating the need, proposed trainee(s),
etc. Criteria 
 for selection should be 
s imilar to that described
 
above.
 

Since ability 
to pay is a major disincentive for smaller firms to send
staff to training courses, 
 it is recommended that either
of courses for small er firms be 
(i) the cost

subsidized outright;
scholarships (ii)
be made available 
 to individualstraining, but are not 
who clearly meritin a position to absorb the 
 entire
(iii) a sliding scale cost; orbe established basedcriteria on some easily measurable(eg. total capacity or profit of the 
 industry,
which would determine age, etc)the tuition fee.


training So as not to discourage
instituatious from developing courses for
clearly offers this sectir, whicha sina ler potential profit mnargin, the donors may haveto consider a combination of all of 
these compensatory mechanisms.
is, however, recommended Itthat some remmuneration
trainees. he required frem allEven a token tuition strengthens the perceivedtraining and commitment to 

value of thethe trainee on 
the part of the sponsoring

industry.
 

We do 
 not reco,nnd that 
a disproportiouate sharegrants necessariLv of the traininggo to the relatively saller indus;tries,grants he provid-id based but that on demand. 

cottage tndustrirs 

As one observer coiinented,
are not a holy cow'. This is not
training courses to say that
should not be made available
industries. to the smaller
In the initial stages 
it is anticipated that it will
the forward be
thinking Pntrepreneurs, from all
will recognize sizes of industries, whothe benefit of training and Lake advantage ofcourses. training
In addition, it 
should not be forgottenmedium scale industri es can support 
Lhat large and

smaller industriesoff entreprenuurship, and even spin­so that strengthening the larger enterprises
provide henefits for smller industries as well. 

c) Willingness to pay 

It may be relevant Va this regard to examine theentrepreneur response of 300ndil managers. L.othe quest ion 'if appropriate training
were availabloe, would you course3be willing to pay for them?' 

Table V.I 
 Will ingness to Pay for Training Courses 

-"---,I.--
NUMBER OF RESPONSES
 

yu.

No 197(66)

60(20)
Don't know 

19(6)
No response 

24(8)
 

Total 

300(100)
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It 
is clear 

that
ra
ready to pay for training,
them.

y 
t a 

the majorityif firms (and
n lso € _c _ifamof th s s 'ese i e
 tre 
 they perceive that the

only criteria for Suporti 

h y p r e v this is ir L 
 ,ctv
training of size) ar
galnst smaller tran p will b e
firms. A il s th
cI nert Ungetra c a
then xpegrams ld c
ourscscouses e i
remmun t
, r -,mm ,o asyth suner te the of pu li h ud n e theHowever,
r] .. the .experience of s cbr. . .
 ients for attending -xu clc] eaa l y n indidi criminates.
q training
spesd
stipendcourses fo has not beenfor the other hand, 

On their attendance 


fcation'dnt Course wh 
further

experiencedetracts fct
the r m
of edibilityythadearth of applica t Iatthati traineesthe credbilit
.h 1.. o are
te ex e ie
required an ....
icto Pa y "f :O" atdn c
, - r- S, a n d a bil ity udi dr nnoe t fee 
PP 

, 
in Offering -Y Of thefee , wa s t h a t " t h e are Pro je c tdpo o be a cons traint . 

t wase n o 
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CHAPTER VI: CONCLUSIONS
 



A major component of economic development is industrialization. The private
 
sector has a central role to play in this process. In Nepal, the private
 
sector is still small, disorganized, and fraught with it's own internal and
 

external constraints, many of which have been discussed in this report. Some
 
of these problems are intrinsic to the structure of both government and
 
businesses themselves; some relate to trained manpower constraints; some
 
relate to Nepal's tenuous market position between two superpowers. Because
 
the private sector is still in a formative stage, external assistance will
 
undoubtedly shape it's evolution. While training in itself cannot resolve, in
 
totality any of these issues, it can help.
 

The thrust of the recommendations in this report have focused on how Nepal can
 
better meet it's own training needs more effectively. The relative 
cost/benefit of such an approach was beyond the scope of the study, but must 
be considered in defining the boundaries of in-country training. Clearly 
Nep-i will not, in the short run, be in a position to develop training 
capabilities which can respond to all of the training needs--particularly
 
technical--which the industrial sector requires now and will require as it
 
grows and diversifies. MASS would caution the 'onors, therefore, to focus on
 
what is immediately doable given local capabilities and priority needs, and to
 
prioritize external training grants in terms of their multiplier effect in the
 
private sector.
 

The recommendations which address the process of prioritization and selection
 
of grants to training institutions and industries have attempted not only to
 
give the donors an itemized list of training needs (based on feedback from the
 
entrepreneurs and managers interviewed), but more importantly, perhaps, a
 
strategy which would strengthen the private sector's ability to better define,
 
prioritize and meet those needs itself. We feel that if the training project
 
is able to catalyze a more entrepreneurial approach to training in Nepal, it
 
will be doing the private sector a tremendous service, even if each and every
 
training need is not met in the short run. The institutionalization of
 
relevant training capabilities (which implies a greater awareness of and
 
responsiveness to private sector training needs) should be priority #i of the
 
training grant project as a whole. If training institutions can be assisted
 
in making themselves more credible to industry, the project will have
 
addressed an important stumbling block.
 

Finally, we would like to suggest that the follow-on to this project must be 
able to act entrepreneurially as well--to take opportunities, risks, and to 
innovate and change even at the risk of being unpopular. This is what the 
private sector, by definition, is doing, and only by offering a 'vew' and 
attractive product, will the private sector respond to the opporLunities 
inherent in the training project. On the other hand, if the projact becomes a 
social welfare activity, whereby 'needy' firms receive band-aid assistance, or 
well established training institutions are favored because of their status, 
title or previous position, the project cannot be expected to achieve lasting 
results which benefit the real target population. There is considerable scope 
for the follow-on project to have a real impact and provide real assistance to 
the private sector--but new and possibly untried approaches must be 
entertained if such an impact is to be achievad. Good luckl 
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APPENDIX I: QUESTIONNAIRE
 



Code No:
 
Date:
 
Location:
 
Checked:
 
Signature:
 

Background Information
 

The Company: 
 Interviewee:
 

I. Name of Company: _ __ _ - _ .Name:
 

2. Other Industries:___ 
 __ 2. Age: 

3. Sex: M F 
3. Type of Industry:____ 4. Education: 1-5, 6-SLC, 

4. Size of Industry:_ C1,_ S, 2M,IL _SLC,_ SLC-BA MA/PIID 

5. Age of Industry:_ __ ___ _ 5 Status in Company: Owner, 

6. Type of Technology: ____Owner/Manager, Manager 

_____Hand Tools 

Electrical Machines 

____Sophisticated Machines 

7. Number of Eployees: 

Type Family Non Family
 
Local Foreign TOTAL
 

PERM. TEMP. DAILY PERM. TEMP. DAILY.
 

Management/Technical
 

Skilled/Unskilled
 

8. Number of Partners:
 
(Including self) 

Notes:
 

1.2 



Code No: 

Critical Incidents (1) 

Own skill 

- Situations when you did well 

Skill Category 
Code 

- Situation when you didn't do well 

1.3 



Code No:
 

Critical Incidents (2)
 

Colleague/Boss (Superior)/Subordinate's Skill 
 Please Specify
 

Skill Category
- Situation when C, B, or S did well becouse of 
 Code
 
certain skills/knowledge
 

- Situation when C, B, or S didn't do well because of
 
lack of skills
 

1.4 



Code No:
 

Critical Tncidents (3)
 

Colleague/Boss (Superior)/Subordinate' skill 
 Please Specify

Skill Category
 

Situation when C, B or S Did well because of 
 Code
 
certain skills/knowledge
 

- Situation when C, B, or S didn't do well because of
 
lack of skills
 

1.5
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Code No: 

Critical Incidents (4) 

Impact/nued of Training 

- Situation when any of you did well because of 
Training 

Skill Category 
Code 

- Situation when you felt a need for training
 

- Management Training Areas: 

- Technical Training Areas: 

Willing to share/pay cost ? Yes No
 

Comments:
 

1.6 



APPENDIX II: SAMPLE FRAME AND DETAILS ON METHODOLOGY 



A. I)efII ini he5:impn1( 

Detil]; on !!-b. -a;lpling frame and methodology are provided in this Appendix.
Table I .I pro vides an overview of the importance of various manufacturing
ind;t(, w.' l resper tto eaploymenlt, value added, and capacity utilization.
Thesei:a i were ini "Cr: eMd part to determine the stratification of the 300 
intiervt.o,; f:eAurLed by '.A; . 

The 'nurish o f IIadIntie:;' is drawn from a study carried ott by Development
Resea rch ai ('o:urlaication ;roup, Kathmandu, in 1984, and provides the only 
org in i / ,,hr,: Iowi of- instries presently available. DRCG did not sample
the ii r. III veri;e 0 indnstries in t-he country, but these statistics 

i: th0e dIstriaution of industrios in the manufacturing sector. 

libte r. I : Ionic Stat tst ics Concernning Various 
Type:; of ndtnstrLeo in Nepal (1981/82) 

Type ot 1Iiiur;Itcy 

Animal Feed 

Bakery IPrd,:cs 

Bidi, Cigarettes

& Matches 


Bricks wl ITiles 

Cemrent- n ('mli t
 
Producte. 


Caps 

CarpeLa; Pugs
tind 
Disti II(ri,e; 

Drui, .11ad 'h-dictries 

Fru it ('anniig ,
 
Bot I ta, 


Footwear r a
,Lng 

Furni tur, 

Ice and Ice (rearr 

Jute P'roce:; tg 

Jewellery .",Carios 

Knitting Mil lt 

Metallic Vessels 

Oil & (;rain Milts 

Paper , Print:in,
 
Press 


Plastc ' !ihlbr 
Prod tc ts 

Polyethelene Pipes 
Repairing Works 
Sugar Ref ineries 
Saw Mi Ils 
Soaps 
Tea Packing 

Yarn & Text iles 
Iron Priducts 
Milk & Ml.k Products 
Other Acctvities 


Total 


Number of Labor as % Value added Capacity

Industries of totali* 
 as %of Utiliza­
in D11
CC total pro- tion***
 
samlule duction**
 

11I 0.7 3.2 
53 1.8 1.1 

87 13.9 22.0 62
 
191 19.9 1.4 52
 

7 0.6 0.7 63 
8 0.5 0.04 

67 3.3 3.1 
15 0.6 0.7 106 
7 0.1 0.2 

to 0.4 0.7 
14 1.2 2.5 68
 

245 4.4 4.7
 
36 0.3 0.03 

8 7.4 ".8 78 
4 0.2 

30 1.4 1.1 
29 1.0 0.9 

3532 20.0 37.2
 

141 3.2 
 1.7
 

15 0.2 0.3 
9 0.3 1.8 

26 0.4 0.1 
11 4.5 4.2 92 
63 1.2 2.6
 
19 0.4 0.7
 
17 3.5 0.2
 

145 4.8 0.9 
60 2.4 1.2 

6 0.9 0.9 
35 1.4 1.9
 

4903 100.0 100.0
 

HI*
 



____________ 

* Total labor, including permanent, contract and family labor is estimated 
at 81,050 persons. Thnt is, an average of 16.53 persons per

establishment. 

* Total value added for all. industries was estimated as Rs 2,361,292,000 
(then equivalent to about 1.S-.$200,000,000) 

These statistics are from the censtls of 1980 which is the most uptodatenational information available. Presumably these industries doiiclude psrt-timne Iabor which farmers 
not 

may engage in to su)plement
agricultucal production. The relat ive share of these industries to thewhole can be expected to have shifted in recent years. The absence of
the garment industry from the census is notable, for example.
 

*5* This data was available for only some industries. The statistic 
 quoted

for Bricks and Tit-es is for the puhl ic sect:or industry only.
 

Note: 'hi s 
 table incl udes both public and private sector indstries.
 

Source: Table compiled from: Statistical Handbook, 1986, CBS,
 
Kathmandu
 

In add i L ion to ;I cross-sect ion of t ype:; 
 of industr i es, geographicrepresentat ion and size of industry wereP ;lso important: criteria in obtaining
a representati,e sample. Tables 1I.2 and 11.3 helow prosent the distribution

of size and location of industrie.; :;:npi i by 
 IA,'S r :;spctive] y. 

Table 1J.2 S:i.ze of Indu;t r i e u; o;m).1dfnclud ing 
Type of Indivi(1al 

Size of industry Type of flndivi dual Total Interviews 
4 W IUI/ il iFd t:C 

Cottage 121 2') 150 

Small 54 
 21 
 75
 

Medium 27 
 19 
 46
 

Large 
 15 
 14 
 29
 

Total 
 217 
 83 
 300
 

Note: I. For hotels the size is determind according to 
their star category:

5 star and 4 star = L; 3 star = M; 2 star and I star = S; No star 
CT 

II. For cont ract: il 11ind consl? rct. ion, C:te)'oi Zation is based on 
g'overnme)tIlt-)letecmr~i nO ci 0s5;: foil ow:;: Ac las:-:; L; B class = M; 
C class S
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Table If.3 Location of Industries Sampled 

Location Number of [ndustries 
Sampled
 

Biratnagar 
 16
 

Butwal 
 20
 

Dharan 
 24
 

Kathtiandu Valley 154
 

Nepalguni 
 15
 

Pokhara 
 44
 

Bhairahawa 
 20
 

Jhapa 
 4
 

Others 
 3
 

Total 
 300
 

Note: 
 'Others' include Birgunj aid Narayanghat.
 

B. Selecting the interviewees
 

Once the numbur of specific industries in each category was determined, lists
of industries in the selected 
iccalities were developed based on 
information
gathered from Industrial Estates, inventories of small industries compiled by
SBPP, and information provided by variot-s Chambers of Commerce and Industries.On this basis, the sample was defined. In addition, where the interviewer wasfamiliar with entrepreneurs or managers, such individuals were givenpreference, as long as they fit into the sample frame. Because of the natureof the interviewing process, (described below) confidence and trust in the
interviewer was a 
critical aspect of eliciting candid and honest 
responses.

The fact that all of the interviewers are working in th? area of business, waa 
a significant advantage in thi-
 regard.
 

C. Appropriateness of te methodology for Nepal 

The Critical Incident Method has never been utilized 1,atore in Nepal. As aresult, 
 this project provided in opportunity for 
testing it as an alternative
to opinion surveys. The results are mixed. 
 While entrepreneurs and managers
were bot7'. articulate and fortlccoming concerning the major problems facingtheir industries, their ability to recall, or openly share slecific siCuations 
was limited. 
 Often several hours of patient probing was required on the part
of the interviewer to get to the point where the respcndent was comfortable
enough t relate isolated incidents which would inform our data collection
effort. More vague responses like 
'Nepali ]abor',rs are not motivated' or 'The
government never delivers what it promises' were forthcoming rather thanspecific incidert ielated to the 

a 
problem-like, 'Mr. camex to wock for amonth, then he took a week off, 
 just in the middlh of our peak production
season, because 
he said he 'iad to attend a ceremony', or 'I heard about 'x'
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facility, but when I approached the right person, he sent me to someone else,
and I ended up wasting weeks running from one office to the other, and never 
got what I was looking for'--which is what we were after. The problem with
statements, like the former two examples, is that they are generalization,
opinions, and often reflect the coumomn wisdo1, rmther than a specific incident 
which rather provides concrete, factual suhstnce to that wisdom. 

The problem, in context of the Nepalese situation, is that respondents were
alert to the fact that internal business practi,es and indeed problems might
be perceived to reflect the personal weaknesses of the innividuals involved.
Additionally, where information was pecceived as possihily incriminiating to
the firm, respondents were understandably reticient to share specific
incidents. In particular, stories related to 1artI1(rs or superiors would be
quite sensitive information in any wirtnat o0, ito! in particular in Nepal where
anonymity, even in an 'objective' research stdy such as this, might be 
considered dubious on the part of the respondent. 

Finally, because very few of the incidents related directly to the need for 
specific technical training, the direct question which followed the situation 
component informs the bulk of the results and recommendations on technical 
training needs.
 

In the Southern African study, 
 carried out by Dr. John Montgomery of Harvard

Un±versity, 
 from which .... 3f the fr.mca.. , wasfor thi2 udy drawn,

respondents were asked to fill 
in questionnaires, rather than engage 
 in a

face-to-face 
dialogue with an interviewer. This was deemed inappropriate in
Nepal where 1) the level of literacy varies considerably within the private
sector, and indeed the population as a whole; and 2) there is a psychological
resistance to writing anything down because then it becomes somehow public
information and might be potentially incriminatir.g. Additionally, person-to­
person interviews offer mote 
 scope for candid, spontaneous responses. All
 
interviews were tape recorded, and critical 
incidents were extracted, written
 
down on questionnaire forms, and coded after the interview. 

Furthermore, in the course of the ccitical incident component of the 
interview, we expected that both entrepreneurs and managers would tend to
recount stories related to 
 'external' constraints: that is, to blame the 
government or extenuating circumstances which they perceived to be beyondtheir control for problems within the industry. While these ccnstraints 
should not be underestimated in terms of their impact on efficiecy and
productivity, they Qre less amenable to direct intervention through training,
and so of secondary concern to this study. The interviewers, all experienced

professionals in the field of small business promotion, guided the interview 
towards 'internal' problems, while still allowing the respondents to recount
 
incidents relevant to external constraints.
 

We can conclude, therefore, that while ansuch intrument might be appropriate
for a less sensitive or perhaps a less savvy population, it does have it's
drawbacks in the context of the private sector in Nepal. Nonetheless, the 
interviewers were able to generate a critical mass of critical incidents whichfar exceeded our original expectations. While it is impossible to calculate
how much more reliable this data is than what would l'sve been gathered by an 
opinion survey, it In our sense that this indirect approach is indeed more 
revealing, despite it's I.mitations.
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APPENDIX III: MANAGMENT TRAINING NEEDS BY TYPE OF INDUSTRY: 

TABLES 



The numher of entrepreneurs and/or malagers %7w!o wr intervewed from eachtype of industry is indicated in bracketA beside the.,'pe .: idustry. Whenthe sample of industries in a certain 
,ct,,r is !qs; 
-h'n -'' the results
must he taken with some skepticism. In lddlit:ion, only !.,il1 r:a!,igories wherea minimum of 2 critical inc idents reported tUP lae ,lilla.r;ented 
 r1, below.
 

The first five deficit skill needs ire pres.,,t- ior ,acIh , of industry. Atthe end :f the interview, a direct qution n nkE .1pwUtP' ific types ofmanagemen t 
and technical 
 skirl needs which tk, re l' Mh fealt would beuseful, was posed. 
 The data on technicaL training need; 
i primarily drawn

from the re.ponses to that question.
 

MANIJI,'ACTINI ( SECTOR'
 

I. Animal feed (5)
 

Skill category 
 Incidence of skill
 

1. Marketiap: Strategies and research 
 4 (25)
2. Training and staff development 3 (19)
3. Credit management 
 3 (19)
4. Working with government 
 2 (12)

5. influence management: source & force 2 (12)6. Knowledge of IDIG rules and regulati.ons 2 (12)
 

16 (100) 
Competition in 
this industry has grown steadily over the 
 years, and firms
 

outside of Kathmandu face marketing problems.
 

2. Bakery and bakery products (6)
 

Skill category 
 Incidence of skill
 

1. Technology: choice, procurement, maintenance 
 4 (22)

2. Communications/information networking 
 4 (22)
3. Staff motivation 
 4 (22)
4. Establishment/organizational skills 
 3 (17)
5. Marketing: otrategies and research 
 3 (17)
 

18 (100)
 

3. Bidi (1)
 

There were no skill categories that exceeded 
1 because of the small size
this sample. 
That industry did not indicate a technical skill need either. 
of
 

4. Breweries and Distiller.es (5)
 

Skill category 
 Incidence of skill
 

1. Marketing: strategies and research 
 5 (28)

2. Working with go"ernment 
 4 (22)
3. Influence management: source and force 
 3 (17)
4. Inventory management 
 3 (17)
5. Production planning 
 3 (17)
 

18 (100)
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Since this 
 industry is tightly controlled by the government, and the raw
materials come, 
 in large measure, from a government corporation, working with
government is a major skill need. 
 Marketing, including distribution isanother important aspect because the industry has become highly competitive in 
recent years.
 

5. Bricko and Tiles (3)
 

Skill category 
 Incidence of skill
 

1. Delegation/supervision of staff 
 5 (36)

2. Inventory management 
 3 (21)
3. Marketing: strategies and research 
 2 (14)
4. Manpower planning and recruitment 2.(14)
5. Coamunications/information networking 2 ,14) 

14 (100)
 
Because this industry is very labor intensive, the supervision of staff is 
nost critical. 

6. Carpet making (6)
 
0141.. at r-, 


-_ , 4 .S l c rLIuence of skill 
1. Inveatory management 7 (28)
2. Working with government 
 5 (20)
3. Motivation of staff 5 (20)4. Quality control 
 4 (16)
5. Distribution management 
 2 (8)


6. Ownership management 2 (8) 

25 (100) 
Consistent raw material supply is the major problem facing this industry. Inaddition because 
it is an export-oriented industry, quality control 
is
 
important.
 

7. Cement and cement products (4)
 

Skill category 
 Incidence of skill 

1. Working with government 
 4 (16)
2. Influence management: source and force 
 3 (12)3. Inventory management 
 3 (12)

4. Production planning 
 3 (12)
5. Sub-contracting 

2 (12)
6, Working capital/cash management 
 2 (8)

7, Self confidence 
 2 (8)
8. Delegation/supervision of staff 
 2 (8)
9. Marketing: strategies and research 2 (8)
10. Quality control 
 2 (8) 

25 (100)
 
Because 
many cement industries rely on imported raw materials, 
working with
 
the government is important.
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8. Drugs and medicines (2)
 

Skill category 


1. Book-keeping/accounting, auditing 

2. Training and staff development

3. Delegation/supervision of staff 


9. Food products (12)
 

Skill category 


1. Working capital 

2. Delegation/supervision of staff 

3. Comnunica'ions/information networking

4. Training and staff development 

5. Promotion 

6. Production planning 

7. Motivation of staff 


Incidence of skill
 

2 (33)
 
2 (33)
 
2 (3
 

6 (100)
 

Incidence of skill
 

5 (19)
 
5 (19)
 
4 (15)
 
3 (12)
 
3 (12)
 
3 (12)
 
3 (12)
 

26 (100)
 
Personnel issues rank highest for this industry, 
altit ugh working capital is
also constraint for small scale food manufacturing units who need a lot of up­front capital to purchase arid store raw materials.
 

10. Footwear (4)
 

Skill category 


1. Working with government 

2. Motivation of staff 

3. Quality control 

4. Production planning 

5. Training and staff development 

6. Inventory management 


Incidence of skill
 

7 (27)
 
6 (23)
 
4 (15)
 
3 (12)
 
3 (12)
 
3 (12)
 

26 (100)
 
Because of competition with the government shoe corporation, and dependence on
the government leather corporation for raw materials, 
working with government
is a major problem for this industry. Manpower issues are also 
 important.
The footwear industry competes with imported shoes, 
 so quality control is
 
considered important.
 

11. Iron based industries (4)
 

Skill category 
 Incidence of skill
 

1. Business diversification 
 3 (60)

2. Salesmanship 


2 (40)
 

5 (100)
 
Iron industries often depend on special orders for their major 
 business, so
 
that diversification is upmost in their minds.
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12. Jewellery and curios (11)
 

Skill category 
 Incidence of skill
 

1. Technology: choice, procurement, maintenance 5 (19)

2. Opportunities management 
 5 (19)

3. Knowledge of HMG rules and regulations 4 (15)

4. Training and staff development 3 (12)

5. Influence management: source and force 
 3 (12)

6. Inventory management 
 3 (12)

7. Marketing: strategies and research 
 3 (12)
 

26 (100)
 

Opportunities management is basically a marketing skill: 
 the ability to
 
identify alternative expansion possibilities and act on them. 

13. Jute (1)
 

From this single industry sample, the only skill category that was reported 
more than once was plant location/layout. 

1.4. Knitwear/hosiery (9)
 

Skill category 
 Incidence of skill
 

1. Motivation of staff 
 8 (21)
2. Inventory management 
 7 (18)

3. Manpower planning and recruitment 7 (18)

4. Technology: choice, procurement, maintenance 6 (16)

5. Knowledge of 11MG rules and regulations 5 (13)

6. Training and staff development 5 (13)
 

38 (100)
 

15. Leather (2)
 

Because this sample was small, 
 the total deficit skill categories did not
 
exceed 1.
 

16. Matches (2)
 

Skill category 
 Incidence of skill
 

1. Working with government 6 (32)

2. Manpower planning and recruitment 3 (16)

3. Training and staff development 2 (10)

4. Evaluation anti appraisal 
 2 (10)

5. Influence management: source and force 2 (10)

6. Inventory management 
 2 (10)
 
7. Technology: choice, procurement, maintenance 2 (10)
 

19 (100)
 

A critical incident from this industry:
 

Basically our problem is getting wood for match sticks. 
 Government rules
 
and actual implementation is not the same. Huge quantity of wood is

exported to India while on 
the other hand, we are not getting it for our
 
production.
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17. Metal products/metal working (16)
 

Skill category 
 Incidence of skill
 
13 (25)1. Working with government 

2. Marketing: strategies and research 11 (21)3. Knowledge of ,1MGrules and regulations 10 (19)
4. Influence management: source and force 10 (19)
5. Inventor) management 9 (17) 

53 (100)
 

The metrll inlusury faces in particular, problems in obtaining faci lities toimport raw MALcria ls, which is why the issues related to government are socrucial. i adu ition, many metal industries rely on orders for theirbusines;, And as such have a hard time planning their production. This isalso relat,! to marketing -- the ability to identify alternatives to the
dependency on one-shot orders. 

13. '1ilk and milk products (4)
 

Skill category 
 Incidence of skill 

1. Work ing with -overnment 8 (38)2. Influence management: source and force 4 (19)3. Marketing: strategies and research 3 (14)
4. Distribution management 3 (14)
5. Delegati.on/supervision of staff 3 (14) 

21 (100)
 

le fact that problems with government rank 
 so high reflects (1) competitionwith government corporations; (2) constraints in the dairy industry because of 
price fixing; (3) raw material shortages based on an increasing reliance onimported powdered milk, which is controlled by the government. Distributionmanagement has to do with marketing networks and transportation constraints. 

We have to purchase milk at a higher rate from farmers but we do not havethe freedom to fix the price; we are forced to follow the government 
price. 

19. Oil/grain mills (15) 

Skill category 
 Incidence of skilt
 

1. Inventory management 13 (25)
2. Technology: choice, procurement, maintenance 11 (21)3. Working capital/cash management 8 (15)4. Motivation of staff 5 (9)

5. Credit man.igement 4 (7)
6. Financial management 4 (7)

7. Product identification and diversification 4 (7)
8. Long-term planning/goal setting 4 (7)
 

53 (100)
 

The issue of raw material supply as well as working capital necessary to buyand store raw materials, 
 which are seasonal for this industry, are the most
 
pressing management issues.
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I have a problem of storing the paddy. 
 I do not have enough space to
 

store and working capital to buy paddy.
 

20. Paper and paper products (3)
 

Skill category 
 Incidence of skill
 

1. Self confidence 
 4 (17)

2. Technology: Choice, procurement, maintenance 3 (13)

3. Training and staff development 3 (13)

4. Working capital/cash management 
 3 (13)

5. Staff evaluation and aopraisal 
 2 (9)

6. Delegation/supervision of staff 2 (9)
7. Credit inanagement 2 (9)
8. Promotion: advertising, packaging, branding, 

customer incentives 
 2 (9)

9. Manpower planning and recruitment 2 (9) 

23 (100)
 

This is a new industry so 
technology and manpower are still problematic.
 

21. Polythelene pipes/plastics (7)
 

Skill category 
 Incidence of skills
 

1. inventory management 6 (25)

2. Influence management: source and force 
 6 (25)

3. Technology: choice, procurement, maintenance 
 6 (25)

4. Knowledge of 1NCG rules and regulations 3 (13)

5. Delegation/supervision of staff 
 3 (13)
 

24 (100)
 

'This industry relies exclusively on imported raw materials, which explains the
 
need for influence management in obtaining importation facilities. In

addition, 
 the issue of technology, both in terms of procurement and
 
maintenance, is important. 
 Despite the emphasis on technology, there were no
 
sperific technical needs stated by industrialists in this sector, and in fact
 
on-, commented that production of plastic bags was 
'not difficult technically'.
 

22. Saw mills (4) 

Skill category 
 Incidence of skill
 

1. Influence management: source and force 
 3 (25)

2. Knowledge of ING rules and regulations 3 (25)

3. 
ProCnct identification and diversification 2 (17)

4. Crisis management 
 2 (17)

5. Production planninp, 
 2 (17)
 

12 (100)
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23. Soap (6)
 

Skill scategory 
 Incidence of skill 

1. Influence management: source and force 
 6 (18)

2. Marketing: strategies and research 
 5 (15)

3. Promotion 
 4 (12)

4. Salesmanship 
 3 (9)
 5. Knowledge of 11MG rules and regulations 
 3 (9)

6. Inventory management 3 (9)
7. Technology: Choice, procurement, maintenance 
 3 (9)

8. Long-term planning/goal-setting 
 3 (9)

9. Motivation of staff 
 3 (9)
 

33 (100)
 

Because the soap industry is so competitive in Nepal, marketing and promotion
are important skill areas. Says one rural producer: 

Many of the soap factories are closed down. The main problem is 
competition. 

24. Steei furniture, steel products (5)
 

Skill category 
 Incidence of skill 

1. Delegation/supervision of staff 
 6 (25)

2. Manpower planning and recruitment 5 (21)
3. Motivation of staff 
 5 (21)

4. Training and staff development 
 4 (17)

5. Staff evaluation and appraisal 
 4 (17)
 

24 (100)
 

25. Steel and wood furniture (2)
 

The only skill deficiency in the management 
area related to motivation,

however, personnel issues are essential in this industry.
 

26. Sugar (1)
 

Skill category 
 Incidence of skill
 

1. Influence management: source and force 
 4 (25)

2. Working with government 
 3 (18)

3. Communications/information networking 
 3 (18)

4. Self confidence/self assessment 
 2 (13)
5. Manpower planning and recruitment 2 (13)6. Research and development 
 2 (13)
 

16 (100)
 

A critical incident from this industry:
 

At the moment we have unsold stock of 100 
tons of sugar; but the
 
government is importing sugar.
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27. Tailoring/garments (11)
 

Skill category 

Incidence of skill
 

1. Working with government 
 6 (I)2. Delegation/supervision of staff 
 6 (IS)
3. Marketing: strategies and research 
 5 (15)
4. Knowledge of IMG rules and regulations 
 4 (12)
5. Production planning 
 3 (9)
6. Self confidence 

3 (9)
7. Motivation of staff 
 3 (9)
8. Working capital/cash management 
 3 (9)
 

33 (100)
 
Working with government has become critical for this industry hecauseimposition of theof quotas, and duties on importation of clot'.. In addition,identifying market is a problem, partcularly for smaller firms. 

Quota is our main problem. At present our quota is only IN% ofcapacity. ourIn 1986, we had a huge quantity of garments, 
full 

and just at thattime the government fixed the quota. As a result our product was stockedand unsold and we incured a heavy loss. 

28. Tea Production (5) 

Skill category 

Incidence of skill
 

1. Influence management: source and force 3 (33)2. Training and staff development 2 (22)3. Manpower planning and recruitment 2 (22)of 111MG and4 . iowledge rules regulations 2 (22) 

9 (100)
 

29. Wood working/forest Dased (12)
 

Skill category 

Incidence of skill
 

1. Working with government 
 7 (20)
2. Quality control 

7 (20)
3. Marketing: strategies and research 
 5 (15)
4. Production planning 
 5 (15)5. Influence management: source and force 
 5 (15)
6. Delegation/supervision of staff 
 5 (15)
 

34 (100)
 
There are two ypes of industries under this category: 
 furniture making and
forest based products. Because the supply of wood 
is tightly controlled,

working with the government is important.
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30. Yarn/Textiles (12)
 

Skill categor) 


1. Training anQ staff development
2. Knowledge of HMG rules and regulations
3. Delegation (supervision of staff)
4. Manpower planning and recruitment 

5. Working capital/cash management

6. Motivation of staff 


supervision 
from 

of staff. Because this industryimported commodities, working with government is also of 

31. Other (19)
 

The types of industries included in this section include: 

1. Assembling of sound and appliance equipment
2. Duplicators 
3. Bamboo furniture 
4. Chalk
 
5. Chawali (woven trays) (2) 
6. Valves 
7. Sand paper 
8. Foam rubber (2)
 
9. Boxes
 
10. Brush and bristles (3) 
11. Pens 
12. Batteries
 
13. Cosmetics 
14. Tobacco 
15. Rice milling plant production
 

The management training needs for these industries groupas a 

Clearly, the ;ivailability of skilled manpower is of concern to
as well as the this industry, 

Skill category 

1. Marketing: strategies and research 
2. Influence management: source and force 

3. Inventory management 

4. Quality cohtrol 
5. Manpower planning and recruitment 


Incidence of skill
 

10 (26) 
7 (18) 
6 (16) 
5 (13)
 
5 (13)
 
5 (13)
 

38 (100)
 

faces competition 
concern. 

include: 

Incidence of skill 

10 (22)
 
10 (22)
 
9 (20)
 
8 (18)
 
8 (18)
 

45 (100) 
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SERVICE SECIOP 

1. Construc ion cronpanies (15) 

Skill category Incidence of skill
 

I. Working with governmenlt 21 (35) 

2. Influence oanngenent: source and force 18 (30) 
10 (17)3. Production plannin g 

4. Knowled;?e of TI(; cales and regulations 8 (13) 
5. Cris is ili nagion r 3 (5) 

60 (100)
 

Since this iadii~try ru!ies in large measure on government contracts, the bulk 

of the problmi,; in i; in;dustry related to working with government. 

Considering that prices in the market inight increase, but we are bound by 
our contr;cL, twe aim to start and fi*nish a job as quickly _s po3sible. 
But we cannot do th i,3 as the government functions unimaginably slow. 

2. Fngirtn rilwj: i Qi,; 

Skill cat-egory Incidence of skill 

1. Communicat ions/ information networking 5 (16) 
2. Manpower planning and recruitment 4 (13) 
3. Working with government 4 (13) 
4. Influence ma nagement: source and force 4 (13) 
5. Knowledge cf [1MCrule.; and regulations 3 (9) 

6. Self confidenice 3 (9) 
7. Delegation/supervision of staff 3 (9) 
8. Training and staff development 3 (9) 

3 (9)9. Motivation of staff 

32 (100)
 

Because this Ladustry relies on highly trained staff, personnel issues are 

most important. 

3. Hotel and restaurant (23) 

Skill category Incidence of skill
 

1. Training and staff development 13 (22) 
2. Self confidence 12 (21) 
3. Delegation/supervision of staff 12 (21) 

4. Manpower planning and recruitment 11 (19) 
10 (17)5. Motivation of staff 


58 (100)
 

Because this is a service industry, staff development and supervision is most
 

important. Many restauranteurs and hoteliers said they were frustrated
 

find trained people, and had to train waiters, cooks,
because they could not 

front desk and other staff in-house. Special courses for these skills are in
 

high demand.
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4. Printing press (6)
 

Skill category 
 Incidence of 3kill
 

1. Delegation/supervision of staff 
 i0 (30)

2. Motivation of staff 
 6 (15)

3. Job allocation/scheduling 
 4 (13)

4. Training and staff development 
 4 (13)

5. Manpower planning and recruitment 
 4 (13)

6. Technology: choice, procurement, maintenance 
 4 (13) 

32 100)
 

Personnel ma!uagement is the most iportant management need of -his industry. 

5. Repairing works ( 11 )
 
Skill category 
 Incidence of skill
 

1. Delegation/ supervision of staff 
 11 (31)

2. Influence management: source aiid force 
 7 (20)

3. Training and staff development 
 6 (17)

4. 
Knowledge of ffMG rules and regulations 6 (17)

5, Mfotivation of staffs 
 5 (14)
 

35 (100)
 

Personnel and working with government issues are both 
 important management
 
issues for this industry.
 

6. Research/consulting firms (5)
 

Skill category 
 Incidence of skill
 

1. Salesmanship 
 4 (22)

2. Marketing: strategies and research 
 4 (22)
3. Working with government 
 3 '17)
4. Influence management: source and force 3 (17)
5. Promotion 
 2 (11)

6. Long-term planning 
 2 (11)
 

18 (100)
 

This industry relies on contracts to keep it afloat, so that marketing and
 
skilled manpower are important.
 

7. Secretarial/typing institutes(2)
 

Skill category 
 Incidence of skill
 

1. DIlegation/supervision of staff 3 (27)

2. Training and staff development 
 2 (18)

3. Commnications/information networking 2 (18)

4. Technology: choice, procurement, maintenance 
 2 (18)

5. Motivation of staff 
 2 (18)
 

11 (100) 
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8. 
 Travel and trekking agencies (11)
 

Skill category 

Incidence of skill
 

I. Training and staff development

2. Motivation of staff 	 6 (20)
 
3. 	Communications/information networking 

4 (13)
 
3 (10)
4. Crisis management


5. Office management 	 3 (10)
 
2 (8)
6. Self confidence 


7. 	 2 (8)
Credit management 

8. 	 2 (8)
Working with government 


2 (8)
9. Influence management: source and 
force

10. 	 2 (8)
Job allocation/scheduling 

11. 	 2 (8)
Inventory management 


2 (8)
 

30 (100)

Because thl3 is a service industry, trained manpower is clearly the number one
concern and skill deficiency.
 

9. Training institutiois (10)
 

Skill category 

Incidence of skill


1. Marketing: strategies and research 
 5 (24)
2. Self confidence 

3. 	 4 (19)
Ownership management 


3 (14)
4. Manpower training and recruitment 
 3 (14)
5. Motivation of staff 

6. 	Opportunities management 3 (14)
 

3 (14)
 

21 (100)

Since training institutions depend upon market
greatest skill demand, 	 marketing
need, including the 	

was the

ability to identify and on
act
o)portunities. Personnel issues are also important.	 

new
 

10. Other (9)
 

Other service industries include: 

1. Boat rental: Pokhara 
2. Film processing 
3. Beauty 3irlour
 
4. Transport services (2)

5. Physical fitness center (2)
 
6. Boutiques
 
7. llandictfiL Center 
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The skill needs listed under this industry include:
 
Skill category 


1. Working with government

2. Delegation/supervision 

3. 
Technology: choice, procurement, maintenance
4. Book-keeping/accounting, 


auditing
5. 
Training and staff developmen-

6. Knowledge of 
MIG rules and regulations
7. Manpower planning and recruitment
 

Incidence of skill
 

6.(17)
 
6 (17)

6 (17)
 
6 (17)
 
5(4)
 
4 (11)
 
4 (11)
 

35 (100)
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IN-COUNTRY INSTITUTIONS
APPENDIX IV: 




TRAINING INSTITUTIONS: NEPAL
 



I. Private Sector Institutions
 

1. 
 Business and Professional Womens' Club (BPWC)
 

2. 
 Management Association of Nepal (MAN)
 

3. Management Support Services Pvt. Ltd. 
(MASS)
 

IV.2 



Profile of Training Institution
 

Business and Professional Women's Club (1975)
 

Bhotebahal, Kathmandu
 

Tel: 2-24647
 

COURSES 
 1. Secretarial Service of high standard.
 
2. English language for secretaries.
 

DURATION 5 months 

ENTRANCE
 
REQUIREMENTS Intermediate pass 

ENROLLMENT 
CAPACITY 15 persons 

COST OF Rs. 200 per month 
TRAT\N1N(, USAII) and Department of Labor have provided 

financial asistances 

QUA.IF I CATION Local trainers experienced in secretarial
 
OF \RAINERS practices
 

TRA NING NEIMIS OF THE Training of trainers is essential as
INSTI l'TION ITSELF there are not enouih well trained 

instructors, 

FEI-IJ-,ACK FROI TIHE BPWC also provides employment services 
AriENCIES", to the trainces. 

OBSERVATION 

S'I'RENiIlItS BPWC doe.s5 have typewriters, photocopy 
machines and other equipments required 
to conduct trainings. 

,EAKN LSSES BPNC does not have enon,ph phvsical facili­
ties. At present training is heing conduct­
ed in a rental house. Other phy. ical 
facilities are vry inadequate. 

OTiIR COMMENTS BPWC also run,; Dav Care Centres in lietauda, 
lalitpur, Balajo and Pokhara. 

BtVC has 150 memhers. 

D 
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Profile of Training Institution
 

Management Association of Nepal (MAN) 1980
G.P.O. Box 3032, Ramshah Path, 

Kathmandu 
Tel: 410691
 

COURSES 

1. Internal Audit
 
2. Marketing Management and Sales 

(in company training)
 
3. General Management
4. Inventory Control and Warehous lng to 

Management
5. Finance for Non-F inance Mlanagers
6. Entrepreneurs Skill I)evw lopment 

(Planned for future) 

- DURATI [ON 3 days to 15 days 

ENTRANCE 
. Internal auditorsREQUIREMENTS (for I)2. Up to
4,AT 

9th l'evel.officers in corporat ions25InentorCotroladWaeosegt
 
(for 2)3. Senior to middle level anagrs for (3)4. Middle level managers in private sector (4)

5. Senior and middle level non-finance 
managers in the private sector6. Entrepreneurs (f r 6) (fur 5) 

ENROL~LEN't
 

250COST OFtRs.to Rs. 1650 each for courses 1,3,4,5 and
 

'I'RANINC6 Rs. 45000 for course "2for the w~hole group 

OF TRAINERS 2. Professionals in their respective d!isc iplines 
NUMIBEI( OF; MAN has 246 individual members andINSTRUCTIORS 38 inst itutionalmembers. Of the 246 individual members, 32TRAINED are

MlBA's ad 6 are Chartered Accounltats,
STRENThIq 1. lMANpossesses support from management exports 

and teachers in the country by vi rtue of theirbeing members.2. M can do aggressive marketinu1AN of its trfnning 
programs because of its rich resource personnel. 

3. MAN has a number of ftilms enp3 ine, )elegat ion, T ime Mot i v,, ion, Disci­I'lanalg, 1' an ing, 
Meetings, Profile of aMancger. Manager, and Ro]le of 

4. MAN can be responsive to specific training needs 

on shoert order because offlexibility and its managementmanpoer resource base. 
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,1AN Coat'd. 

WEAKNESSES 1. MAN does not have any physical facilities of itsown to conduct training programs. So far training
halls and equipments

2. are being rented.The trainers are providing, services either onvoluntary basis or at ntomitna ht ot-ritm, Thereare no full time inStrutctor.3. There is no staff support to p r1'p,1rU Lra in ing
materials such as ca;se studi Us etC.4. The institution is F inancialk vur.vev weak. 

OTHER COMMDENTS MAN plans the followJing, Co r!,s for te future: 

1. General management (with case studies)
2. Internal Auditing 
3. Personnel Management

4 Sertarial Traininlg 

5. Supervision
6. Supplies and materials management 
7. Site Management
8. Transit warehoUsing Mfanagement
9. Entrepreneurship Development 

10. Board of Directors 
11. Corporate Planning 

Considering the tremendous support of management
experts through their membership, MAN has
significant potential to develop as a majormanagement training [ni-ititution to offer trainingsto existing and prospective entrepreneurs. 
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COURSES 

DURATFON 

ENTRANCE
REQU REMENTS 

ENROLLMENT 

CAPACITY 

TYPE OF
C!PT[I:ICAT1I. 

COST oF 
TRAiN[N 

{UAL [FICATION 

OF TRAINERS 

Profile of Training Institution
 

Management Support Service Pvt. Ltd. (mASS) (1985) 

Museum Road, Chhauni, Kathmandu 

Tel: 216157, Telex: 2576 MASS Nil 

Management related traini a.s per the needs of 
the clients. Examples of the talaiting cou rses
conducted on client's reque., t 

1. Audio-Visual Aid aeagnfenit
2. Laboratory Epi uieat lanap,ep,mt 
3. Accountants Tra in ing 

Trainings one and two were ort'anitd for Institute
of Agriculture and Ani[al Sc itncu, T.U., under thesponsorship of Utahthe State 1n ivei-s, LV Phase
Project. Accounting traininu a,,s , 

11 
:.int- fr fi ci{,taccountants deputed to Family 'laning and MIatern [LvChild Health Care Project under a contract withUSAID/N, Office Ilealth Lof and Fmnii Planning to 

clear back logs.
 

Varies as per the nature of the cmrse and needthe 
of tihe client. 

ade to suit the need of the c I en t le's ocganization. 

Small group per training per course to allow maximum 
course exercise. 

Certificate of participation. 

The cost of training is determined as per the coursecontents, period of training and budget of the client. 

Professionals witl' standard un[versity degree in the
choosen field. 
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II. Projects
 

1. Agricultural Projects Services Centre (APROSC
 

2. 
 Cottage and Small Industry Project (CSI)
 

3. Export Service Centre (ESC)
 

4. Integrated iill Development Project (1BDP) 

5. Karnali-Blheri Integrated Rural Development Project (K-BIRD) 

6. Kosi Hill Area Development Project (KHARDEI') 

7. Mahakali Integrated Rural Development Project (MI.RDP) 

8. Rapti Integrated Rural Development Project 

9. Rnsuwa-Nuwakot Integrated Rural Development Project 

10. Sagarmatha inLtegrated Rural Development Project (SIRDP) 

11. Small Business Promotion Project (SBPP) 

12. Training for Rural Grainful Activities (TRUGA) 

13. United Nations Fund for Population Activition (UNFIA) 

14. 
 Women's Skill Development Project 

IV.
 



Profile Of Train:ng lustitnt. iIn 

Agricultural Projects Services Centre (APRs(:) 1975 

Panchayat Plaza, Singh O)urbar, Kathmandu 

Tel: 215971, 215167, -15 05 

(inistry of Ag riculture, Pl. 

COURSES 
 1. Agricultural Project. 1l'lnning 
2. management Skill Devc olment3 Mon I toring and 'vali at io (ii Antic ]tural

and Rura. I)evDC Il(Pmen l', , ,
4. District .\gricutire [amiu> and 

Tmlp)Lementati", 

DURATION 2 to 5 weeks 

ENTRANCE 
REQUIREMENTS Gazetted LI ulms of",,isces 

ENROI.I:IENT 
CAPACITY 25 

TYPE ()I Recognized hy he M inistrv a.- EldhICationCERTIIICATE for pr-mot ion 

COST OF 
TRAINING. Rs. 7000 per IpIlLt 11 

QUALIFICATION First degree in NepaI and second degreeOF 'T'RAINERS 
 from USA, UK, Anstral I a, philippines
 
and other oVeIsea; Cmtlt i' . 

NUMI'BR ,01' [NSTRUC- Professiona is from 8 varios WiA.ciplinesTORS TRAINED such as aag "[m' t un I. n lni , CatniIe sEi CS, 
sociology, management, and com'imunication 

TRAININ6 NEEDS OF TILE 
 Since FAO is assisting the vnitre bothINSTITUTION ITSELF fhInancia, Iy and technially there is no 
immedi.atI need for training. 
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APROSC Cont'd
 

COUNTRIES APPROPRIATE
 
FOR 	 TRAINING THE Not applicable.
 
TRAINERS
 

OBSE'RVATION 

STRENCTHS 1. APROSC has its oin training hail and 3 
rooms.syndicate 

2. 	 Other physical facilities incl te anii­
visual and production units, off-set 
printing press, Xerox, and Secretar iail 
services.
 

3. 	 It has a well developed docuLLn1it;tion 
centre. 

4. 	 FAO has continual ly provi.ded financial 
and 	 technical assistance. 

OTHER COMMENTS The main purpose of APROSC trainings i:; to develop 
the manpower requi.red by various rural development 
institutionS in the field of projett i dentif icatoen,formulation, appraisal, management, mol;i. toritng
and evaluat iLon. So far this cenlltl-L' has FOcused 
its training prograTmMes to suit the Iee sof tLhe
public sector oni,. C iven the cons;ideration that 
the centre possesses excellent piy:icl infrastruc­
ture and 	 trained Ianpower, thif; Is . ;tittion couldbe en trusted responsibility to train enterpristng
farmers especially on management ski l.; required to 
manage their farms, cottage and villa;,e industries. 
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r .12 01 l'rai-ni, ! nst i tut on 

Cottage and Smai[ 11Tdua t rv Proujct (CSI) 

C/O Cottage and Village FIdustry ILevelopment Board 

(Chhetrapiati, Kathmandu 

COURSES 
 Skill up-r din courses to artisans particularly
 
in the 
carpet and i-nittinS_ industries under the 

iro'te I c a, (Centre. 

ENROL L.MlENT
 
CAPACITY 
 Iaii HA Iii r.et I() artisans 

OIBSERVATI[OiN 

STRENGTHS 
 CST is focused 
on providinp one-window access to
 
resources and services 
for specific export-oriented
 
industries 
 It also focuses on strengthening linkages

bet,,een .­ imalLproducers and retai[ers, as well as
facilitating acces to loans for cottage industries.
 
Skill ira 
nin in spinning, Intttfng, wool dying 
is
 
on- o pii Ilit reproneuralij training is being 

WEAKNESSES 
 TIe prjIect hias been unable to meet its objectives
 
becaue;o w'eakneases in prioject des[n and complexity
of invoIved insitutiution, and target populations. 
Ira ii irg in the wool indi:-try has benefitted many
atlbi I I Iiroducer,;, but l'larket ing avenues especially for 
knitwear ire in<;ffichont to abaorb the trained 
ill i-l pns'te ( 

OTHER COMMENTS CSI ,projkt: is;bI.,n launclid in Kathmandu, Lalitpur, 
lliktalpuir Cnrkh a ,, I(olia ',nahu, Tanang, Kaski and 
,,an ,jo. Bas ic obijectly of this project is to aid 
rural lpeopicl in tLheir earn i ligs thirouh expanded 
econmIC activ itie (llil-e 
oIn inutries. 

s and coii! ical.operation of 
t ti-icet Necesarv training, consultancy 

11n( ext(ls ion serV i ces a re prov ided to the local 
art i .a<lls. UNDi and World Bank's IDA have provided 
assistaince and "'-an to finance this project.
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COURSES 

DUR-ATION 

ENTRANCE 

REQUIREMENTS 

ENROLLMENT 

CAPAC ITY 


COST OF
 
"'lRATNTNC, 

NUMBIIER eOF 
INSTRUCTORS 

TRAITEI) 

OTHER CONMENTS 

Prof LiLe of Traning lni ttut ion 

Export Srv i ,, (\t 

Lazilripat, KatI hIIImaiIUul 

P.O. Box 3076, Tel: 411286 

(Ministry of ( rorocrc, $1C) 

1. (raphic i)s i,.lein,,d ,t tril Miking 
2. Color livini 
3. 1ool Spiu ine 
4. Knict ino 

3 weeks 

Vtauiidaton should be an em1p loeVe of an exporting firm. 
*Able to kni t. 

10 persons in each !skill.
 
Basic 1Leve I t ra,i nI teg 
 6 t ines
 
Advancing, Level trai 
 i ing:: 0 tinies 

Free 

Dy ijg: '3 instructor
 
Wool Spinil l.! : I Mster
 
Knitting,,: 2 
 Instrectors
 
All together 
 6 ins tructors. 

OBSER VAT ION 

The basic objecti, of ESC i .; to promiiote the export
of Nepal 'S products i:i Is readvmade garments,ethnic fashions spec hal I v text i le , handknotted 
car-er ;, h'idic ma tI; ind hiindmade paper by providingserTvico.; to -'Iportera; iii Nepal and IbVerS fromabroad. Irain:,g is lii of the many functions of
ESC to ensure qual itL prolucts For exports. ThoughLlie idea is excellent, ESC has been able to provide
it,- training ;erv iCe to onily a limited number ofexporters and producers. 
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Profile of Training Institution 

Integrated Hill Development Project 

C/O SATA, Jawalakhel 

P.O. Box 113, Kathmandu 
(Ministry of 
Panchayat and Local Development, HMG)
 

COURSES 

Various 
 skills. 

I. Nutrition 

2. Tailoring 
3. Kaitting
4. Kitchen Gardening
5. Basic Entreprencural Skill 
6. mason 

8. Agriculture & Extension 
9. Text !,e 

10. Forestry 

OTHER COMMENTS 
Aszisted by SATA, this project operates inSindhupalchowk and Dolakha Districts.project aims Thisto improve the living standardand quality of life of the people in thetwo districts. 
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Profile of Training Institution
 

Karnali-Bheri Integrated Rural Developme nt Project (K-BIRD)
 

C/O Ministry of Panchayat and Local Development
 

Pulchow,,k, Lalitpur 

COURSES 
 Various skill develop,-.nt urainings.
 

OBSERVAT ION
 

OTHER COMMENTS K-BIRD is 
financed by Canadian 6ovcrnment 
and it operates in Surkhet, Dailekh and
 
Jumla Districts. 
 Apart from the various
 
skills, 0i paLicular, mechanical 
training,

this project provides industrial promotion
 
and consultancy services to 
prospective 
entrepreneurs. Further assistance to 
secure 
credit, raw materials, machines and
 
tools is also provided.
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Profile of Training Institution
 

Kosi Hill Area Development Project (KHARDEP) 

Lainchaur, Kat mandu 

2.0. Box 106, Kathmandu 

(Ministry of Panchayat and Local Development, HMG) 

COURSES 
 i. Agricultural Extension
 

2. Cooperative Store Management
3. Fly Shuttle Loom Weaving 
4. Women Extension Works 
5. Cottage industry Production 

OBSERVATION
 

OTHER COMMENTS Under the financial and technical assistance of 
the Great Britain, KHARI)EP is providing trainings
to upgrade local skills and generate supplementary
 
sources of income through employment opportunities in cottage industries in the four districts of East

Nepal: Dhankuta, Bhojpur, Teratham and Sankhuwa3abha. 
This project extends loans to tlte local entrepreneurs

through Agricultural Development Bank. 
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Profile of Training Institution
 

Mahakali Integrated Rural Development Project
 

(Ministry of Panchayat and Local Development, HM6)
 

Pulchowk, Lalitpur
 

COURSES Skill trainings such as: 

1. Wool Knitting 
2. Farm Mfanagement 
3. Communication 

OBSERVATION 

OTHER CONINENTS Funded under World Bank/IDA loan, this 
covers archua, Baitadi,project 

Dadeldhura in ahakali Zone. The aim 

to create emsploymentof the project is 
promot ion ofapart

opportunities throughTherefore, 
g industry.cotta 

from the trainings to develop the 

the project providesvarious skills, 
Lnd extensionnecessary technical 

assistsservices. Ths project also 

the local raw materials.entrepreneurs in securing
andmachinescredit, 
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Profile of Training Tnstitution
 

Rapti Integrated 
 Rural Development Project
 

C/O Ministry of Panchayat and Local DevL-_opment 

Pulchowk, Lalitpur 

COURSES 
VariolS skills training: 

1. Hosiery 

2. C.arpentry
3. Cotton Textile 
4. Woolen Hosiery 
5. Dveing skill 
6. Bee Keeping 
7. Leather work 
8. Black Smith 
9. Accounting 

1.9. Blo-as 

OBSERVATION 

OTIER CONM ENTS Aded by USAID, the project provides 
skill training to upgrade the localskills for income generation. This projectprovides all necessary industrial pronotion
and extension services in the five districtsin Rapti Zone. Creation of design, supplyof raw materials, establishment of pilotindustrial units to motivate entrepreneurs,

and marketing of the products produced by
the project assisted entrepreneurs. 
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Profile of Training Institution
 

Rasuwa-Nuwakot Integrated Rural Development Project 

C/O Ministry of Panchayat and Local Development, HMG 

Jawalakhel 

COURSES 
 Upgrading skills in various local trades such as: 

1. Bee keeping 
2. Fruit and vegetables processing & preservation 
3. Weav i ng 
4. Leather shoes 
5. Wood works 
6. Blacksmiths 
7. Tailoring 
8. Livestock and Dairy 

OHER COMMENTS Funded by loan from IDA/World Bank, this 
project aims to promote cottage industries 
to provide employment opportunities. The 
project assists the local people in their 
skill traln[g, acquiring credit, raw 
materials and machineries, and arranging 
product buying through institution network. 
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Profile of Training Institution
 

Sagarmatha Integrated Rural Development Project
 

C/O Ministry 	 of Panchayat and Local Development 

.Iawalakhel, Lalitpur 

COURSES Skill training In: 

1. Textile Weaving
 
2. Hosiery 

3. Woolen Garments 

OBSERVA FION 

OTHER COMIENTS Funded by the Asian Development Bank, this project 
covers the areas 
of Siraha, Saptari and Udaipur.

This project 	 aims to increase industrial productionbased on local skills and raw materials. Assistance 
is provided to entrepreneurs to erect buildings and
sheds for skill training, to acquire machines, tools 
and raw materials for cottage industries. 
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Profile of Training InsLitution 
Small Business ['rmotion Project (SBPP) 1983 

ThapathaIli, Kathmandu 

Tel: 213187, 21"4723 

COURSES NBC, Snail Bs[ness Consultancy (SBC), Management 
Traini i (l) Training of 'rainers (TOT), OtherCourm.; 1" ",(,O's engaged in income generation
projects, Project Identification Course (PIC).
 

)URAT[ION 
 NBC/s(: - 7 veek; 
TiOT - 7 veokls. 
III - t eks (2 lo1 rs/day) 
Otler to 5 weeks 

I']' 2,,eks (A1, outside Kathmandu)
 
ENRO LLM EN'
C:AP.'& ['l'y About 21{) [~ o';[ " t'' ' 2 ciuvs 

COST' 'I'!. [N.IN 
 NBC' - KO. 50,000 (Approx)
 
SIC1 - Os. 410, 000

TI - R.;. 25,000 
PIC s. 30,000
Others - Cost Reimbursable basis
 

UALiFi[CATION 
 OF M.aoter' sTRAINERS dop ree, advance training in UPISSI,P'hili pp [ne05 (11 ivor!;ity of Philippines Institute for
SIa11l SCal e I IdIot ri.es) , Technonet Asia - Singapore,
SmallIndustry Hx tens ion lrahning institute
(llderlohad) and Institute for EntrepreneUrship
Devel o)m e i t (Iucl<not,) 

FEEI-B IK FROM TILE 50/, ol NB: trainees haveIMI'NI'1EN'[ iNC AGENC [i'S 
started business

70', o' SC; become consultants 
LO0% i;uccess ill %1MT 
202 in PI[C 

OBSERVATION 

STRENGTIIS 1. SBPP has very clear-cut objectives to train 
entreprenetirs Interested to promote small
manufacturing industries which employ 5-9 persons. 

2. It has highly efficient trainers and business
consultants who stay close to the .nterpreneurs
and offor their services to solve their problems. 

3. It focuses entirely on private individuals and 
small firns. 

4. Conducted an international Training of Trainers 
course wl:ere 2 Filipinos, 3 Germans, 4 Africans 
and 16 Nr-palese were trained. 

5. Active in assisting NEOs engaged in Income
Generating Projects. 

,,,A 
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S.B.P.p. Cont'd 

WEAINESSES 
1. In spite of the successestion of SBPP, the organiza­has remained very small with extensionservices available at Bhaktapur, Pokhara, Butwa[.Blhairawa, Nepalgunj, Narayangliat and lharan. 

2. SBPP does not provide training to large entre­
prenVtrs• 

OTHER COMMENTS SBPP is a sitall but very efficient organization
whose trainings on entrepreneural skill developmenthas produced results. The strategy adopted by itis to integrate the existing institutional baseavailable small businessesfor in Nepal in such ahljuL,'l ngle door provides allre(1 uir,-d the servicesfor the business. This has induced existingand prospective entrepreneur, t( come forwacdinitiate businesses. To provide 

to 
-ontinuousentrepreneural support,

-kill extension services are madeavailable through SBPP's field agents.to monitcor In orderthe efficiency of the SBPP's advisoryand technical services, cost effectiveness,measured asby the incremental gains in the business, 
are looked at. 

SBPP has emerged as a model
Since there 

for other institutions.exists a considerable demand for thetraining services provided by SBPP, there is needfor some other institutions a 
to come forward.has started SBPPto sub-contract private consultingtraining institutions and 

to provide the trainings asdemands have overflowed from CIDB, Plan International,Save the Children Fund, SATA, Mhading Development
Project, Nabil Bank etc. 
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COURSES 


DUPATION 

ENTRANCE 
i:EQITTRENIENTS 

INROLLM N'1' 

CAP:ACITY 

COST OF 

TRAIN[NO 

TUA[,I ICA''ION 

OF TRAINERS 

NUMBEi, OF INSTRUC-
TORS 'TRAINED 

Profile of Training Institution 

Training for Rural Gainful 
Activities (TRUGA) 1983
 

Tripureswor, Kathmandu 

(Ministry of Industry, 1IG) 

I. Weaving 

2. Warping 
3. Sewing
 
4. Knitting
 
5. Pottery
 
6. Tile making
 
7. Textile
 
8. Hand sewing 
9. Machine sewing 

10. :land knitting (2) 
11. Aachine knitting 
12. Carpentry 

11 week, 

- 11I.iterates 
- poorest of the poor in the villages. 

Qnite flexible.
 
Tr:iining in a particular 
skill is given to the 
lmited number based itpon the market survey
carried out by TRUGA before commencing training. 

The TRUGA trainees are given assistance by the 
project and receive loan of Rs. 2000 to Rs. 
3000

from the Agricultural Development Bank to initiate 
their own enterprise.
 

Cost of training is borne by the project. 

Skilled people in their trades. 

10 Instructors 
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TRG:A Cont 'd 

TRAININc, NEEI)S OF TIlE
INSTr!'trT[ON iTSELF Not applicable. 

C(01N '\1 [ES ApPROIRIIATE
FIW% I'ATNFNC, TIIE Not applicable
 
'rRAINIHNgS
 

E)- h\CKII': U:k I ['11tE So far .35 trainer; have frombenefittedI 'I'I. I' rRUC-A.rI(,CA, ENCIES Employment aad income g eneration have been positive. 

OISEIRVA' [ON 

STR ENGT IIS 1 TRUGA makes door-to-door follow up to thetratnee; to start their business with the 
loan., duLy secured. 

2. TRUGA approach has one very effective element
i.e. the identification of employment
opportunities as prerequisitea for training
provis ion. 

WEAKNESSES 
TRUGA i; still a pilot project, foci "ing on basic
skilJs "or the poorest of the poor in the .ountry. 

OT HER CONMlENTS TRUGA is ;an 1LO pint project supported by theSwedish International Development Authority (SIDA)and executed by 1LO. It is a methodology whichapplies a system approach to the design andimplementation of employment-oriented ruraltraining programs focused on the rural poor.The scope of TRUGA is too limited, hence it cannot serve to 
offer training programs to 
deveLop
entrepreneuraL skill required by the private
entrepreneural sector of Nepal. 
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Profile of Training Institution
 

United Nations Fund for Population Activities
 

Pulchowk, Lalitpur
 

(United Nations)
 

COURSES i. Carpet
 

2. Hosiery
 
3. Textile
 
4. Book keeping 
5. Accountancy 

OBSERVATION
 

OTHER COMMENTS UNFPA's projecc on Cottage Industry for -,omen 
aims to create job opportunities for low income
 
rural women scattered throughout the country.
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Profile of Training Institution 

Women's Skill Development 	 Project (1971) 

Lazimpat (behind Hotel Ambassador) 

P.O. Box 1314, Kathmandu 

OS ES 	 1. Block printing 

2. Sew i ng 
3. Knitting
 

DURAT [ON 	 6 months 

ENTRANCE - 15 - 60 years old 
REr [REY FNTS 	 - Able to read and write 

- Destitute and Disabled women 

I:COIL'! ENT 

A'AC[TY 	 30 in each skill/trade. 

COST Of. - Borne by Old Neighbor, OXFAM, Canadian 
TRA1N[NG Governmont, VSO (UK) and Appropriate 

Teclhnologv International LISA (in 1980). 

- Accumulated profit from sales of product 
is also used to finance the training-about 
15% profit.
 

NUMBER OF 
INSTRUCTORS 	 3 Instructors trained by DCVI
 
TRAINED 

[RAINING NEEDS OF THE There is a need to train the instructors on the 
INSrITUTION ITSELF 	 wide use of chemicals, combination of colors other 

than red and black, designing and marketing, 

FEED-BACK FRO-4 TIE - Self employment of trainees
 
%I1PLEMENTINGAGENCIES - Employment in garment 
 factories 

- Employment in the WSD Project itself 
(about 40 women) 
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W.S.D.P. Cont 'd 

OBSERVAT ION 

STRENGTHS 1. WSDP has enough tools, machines, chemicals and 
other raw macerials to run training programs. 

2. A hostel facility for 200 persons is available
in its building in 'uLchosk. 

WEAKNESSES 1. Need E00 =M tcchnia" manpower for training
is felt. 

2. Other needs are ironing machines, washing
machines, and new materials. 

OTHER COMMENTS This organizat ion Ls affii iatea w,,ith Nepal Women's 
Organization. This project provides very practicaltraining to underprivileged and dastitute womenleading to income generating employment. This isa small project and intends to stay small for sometime limiting its training activities to Kathmandu. 
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II. Training Institutions under various 
IG Ministries
 

1. Agriculitural Credit Training Institute 

2. Banke r. rI'r iinII- Centre 

3. But'al. I'eelin ical. Institute (BTI) 

4. Civil Aviartiotin Training Centre 

5. Cooperat i, 'ainin Centre 
6. (X,,tin, and Vi[eia Industry Development Board (CIDB) 
7. l)efpait-LE:lt of andaottg-,e Village Industries (DCVI) 

8. DepalrltiInit 

9. l!t eant andjanaj,Tourism '[raining Centre 

10. rndui;trial Services Centre (ISC) 

.1k. Iena Iiaj iilgl ir t , Centre 

12. %1echianicalii aiiing Centre (%1TC) 

L4.lanchaya' t itniIin; Centres: 

([) Jiva lakhl 

(4 ) ,lhapa
 

(imi) , iakpur
 

iv) 'upla lgun -j 

(v) ['okliara 

(vi) Ji i 

15. Postal- Tr'aining Centre 

16. Revenue TIrairing Centre 

17. Royal Nepal A\irlines Corporation (RNAC)
 

18. Survey Training Centre 

19. lielecommun icat ion Training Centre 

20. Trade Promotion Centre (TPC) 

21. Women's Troining Centres: 

(i ) Jawa Lakhle l.
 

(Li) IDhankuta
 

(i ii) Pokhara 

(iv) Surkliet
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Profile of Training Institution 

Agricultural Credit Training Institute (1977) 

Agriculture Development Bank, Singh Durbar 

(Ministry of iAgricu ture, 11MG) 

COURSES I. Ceneral management 
2. Loan ManagementPre-survice 3. Financial ManagementIn-service 4. Small Farmers Development Program andRefresher course Cooperative Manapement* Worlktshup/semn ars
 

Faie r W r inng
in1 


ID lUAT I ON 2 ,eeks to 3 ntthq 

QLALLFI[CAlTOIN University degree from TU and advanced trainingOl A INVI.S abo rad. 

Il.H)Ei OF INSTRUCTORS 5 profess iona LsF1\[A 2 admistrativedNEd) officers 

I Librarian 
L Audio Video Specialist 

OBSERVATTON 

STREN'GTHS 1. ACI'E has its own modern building with adequate
physical facilities like class rooms, rooms for
faculty, training halls, 1 video, 2 overhead
projectors, 2 slide projectors, 
two 16 mm sound
film projectors, numerous sets of microphones,
 
cameras etc. 

2. Et has two vehicles. 

3. It has its own library. 
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Profile of TrainingInstitution 

Bankers' Training Centre 

Nepal Rastra Bank, Thapathali 

Tel: 214992
 

(Ministry of Finance, llm(;) 

COURSES 
. CS I lending I month 

officer level and assistant level
2. Middle Level Management - 1 month
3. Refresher Course on CSI - 8 days4. Commercial Banking Management - 1 month
5. Priority Sector Lending ­ 35 days6. Export Finance ­ 1 month 
7. Project Analy;is - I month 
8. Agricultural Finance - 1 month 
9. Financial Management - 8 days10. Workshop on Training Methodology - 8 days

ii. Mlanagement Seminar - 7 days
12. Seminar on Office Automation - 8 days
13. Priority Sector Lending - 40 days
14. Co:,m erciaI Banking - 1 month15. Public Debt, Foreign Exchange and Govt. Account 

- I month 
16. Central Banking - I month 
17. Course for Cashier - 7 days
18. 
 Letter of Credit 
- 15 days
 

No. 2 to No. 
12 for officers
 
No. 13 
to No. 18 
for office Assistants from the
Public Sector, Commercial Banks and other financial
 
institutions. 

ENROLLMENTJ 

CAPACITY 

20 - 25 per course.
 

TYPE OF
 
CERTFICAT'l'E Recognized by Government for promotions. 

COST OF TRAINING All cost is borne by the Nepal Rashtra Bank. 

QUALIFICATION Most of the instructorsOF TRAINERS are trained as trainersin the Reserve Bank of India, Bombay, and Nepal

Administrative Staff College.
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BTC Cont 'd 

NUMBER OF INSTRUCTORS
 
TRAINED 
 17 instructors. 

STRENGTHS 1. HTC has its own training uilding with Seminar3 
halls, 2 class rooms, 3 syndicate rooms. 

2. It has a library and sufficient training
equipment including audio-visual aids, TV, 
Video etc. 

3. BTC has good access to resource personnel
from the various financial institutions int. country to o.ntribute to the tranings. 

OTHER COPMENTS BTC does not provide tnlaiing to the private 
sector at present, and there is no plan to
offer any training to this sector in the nearfuture. However, BTC recognizes the need to
offer such training to the private sector inorder to make banking operations in Nepal moreefficient. BTC also has noted that if there j.3 
a definite need of the private sector for bankingtraining, ETC may consider in the future to offerits services to this sector. BTC onace thought ofconducting an entrepreneural skill development
course in 1985 but due to high cost estimates,
(about Rs. 5Q0,000) this did not materializes. 
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Profile of ra iningInstitution 

Butwal Technical Institute (1963) 

Bu twal 

COURSES 
 1. Wood works
 

2. 
Fitter Mechanic
 
3. 
Velder Mechanic
 
4. Anto Mechan ic 
5. Electrician 
6. Surveyer 
7. Industrial Office works 

DURA'ION 4 yars 

ENTRANCE 
 Crade Vill pass
REQU IREMEN;S Ant i tude T'-w 

Knowl edge Test 

F',NR(' LI:,.EN ' 
CAIIAC [' 16 in each trade 

TYPE ()I. 
CERT[F[CATE 
 Technical SLC
 

COS'I oe 
T.'IAIN,6 
 Rs. 350 to Rs. 400 per person per month.
 

OBSERVATION
 

STRENGTHS 
 BTI training 
is workshop oriented, on-the-job
 
loarning in one of the 
industrial enterprises

associatetd with the institute. 

BTI is independent from the technical schocl 
sysL em. 

BT['s educational and training activities arefunded by the associated companies by absorbing

the 
cost of the practical training on 
the job
within their normal production cost. 
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B.T.1. Cont'd 

WEAKNESSES BTI's enrollment capacity falls too short of the 
real dem:md for the traIiiing in the various 

OTIIER C(OMi ENTS 11I Ila!; an apprentices hip training approach, 
which alLows the trainee a complete exposure 
to the real. working environment which includes
all the odds and hardships. The trainee earns
while learning. Thisa highly motivates traineeto dedicate himself to the joh. The apprentice­
ship training is costt ffective as the trainee 
is fully engaged in productive activity ratherthan in theoretical train ing activities during
which period there is no productivity. 

Considarirg these positive points of BTI, the
other technical schools should adopt this 
approach of on-the-job training if not entirely 
on apprenticeship basis but at least a certain
minimum period of time be spent in the industries to let the trainees get a total feel of the real

working environment in Nepalese industries. 

BTT training is strongly recommended. 
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Profile of Training Institution 

Civil Aviation Training Centre (1976) 

(Department of Civil Avbirinrj TM0 

Sinamangal, Kathmandu 

COUP.SES 
I. Air Traffic Conitrol (1 year) 
2. Comolnnication Opcration (I year)
3. Radio fatntena11(e (l, year)4. Fire FHli ring and Control Basic (10 weeks)5. Public AddresoLu; Techniques (5 weeks)

6. Pilot Orientation (1 week) 

DURAI'[ON 
10 weeks to 18 months 

'N FRANC EREQUIRt.>,ENTS 
15B0a University graduate between 20-25 years. 

COST (wF 

TRA INf.N6 Rs. 789/- per Course financed by WIIG/Nepal. 

NU'I R )F (INSTRUC- 21 well qual if ied professional staffTORS IRArNEI) 12 support staff 

OBSERVATION 

SrREN(.TIS 1. The centre has its own building with one traininghall, 3 class 
rooms and laboratories.
 
2. It has 4 overhead projectors, 4 film projectors,I slide projector, I video and other equipments. 
3. It has 3 vehicles including one minibusprovide transport services 

to 
to the trainees. 

. It has a library containing 1150 books, 15 
Journals. 

OTHER COMIEDINTS The main purpose of this Institution is to train 
man-o,,er required fcr the government
sector (so and publicfar 30 have been trained) involved incivil aiviation. Therefore, this institution is notrelevant to the private sector. 
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COURSES 

)UIxAITfON 

C(i' 1 ; TRAINING 

NUMBER OF [NS"RUCTOkS 
[I\ [N'.l) 

STRENCTtlS 

OTHER COMMENTS 

Profile of Training Institution
 

Co-operative 
Training Centre
 

New Baneshor, Kathmandu
 

(Mnistry of 
 Land Reform, 11MG) 

I. Cooperative officer (6 months)
2. Cool)erative ins)ector/Stil)-Inspector/Mfanager 

(3 months) 
3. Salesman/Accountaint 

4 . ainer's (;rup Leader/Deputy Leader
5. Popnlat ion. Educat ion for cooperative members.6. Cooperative edflcation for officials, members
 

and non-mtenbe rs.
 

2 davs to 6 month's
 

R;, 529.00U1 per course,
 

The centre 
 is headed by a principal and
 
7 iract ty members.
 

OIBS ERVAT IO N 

Own buildihng with hostel facility. One jeminar room
and 4 class rooms. One overhead projector, 2 film
 
projectors 
 and L slide projector.


1,e jeep and one fnin)us.
 
One 'ibrary (5,000 books).
 

Thi.s centre provides training to the staff of the

Departnent of 
 Cooperatives with a toview mobilizehuman and local physical resources in the villages.CTC could be developed as training centre for the
rural people in the private sector but would
thisrequire a shift in the government's approach to usethe cooperat ivos from the present parastatal
organization to more involvement of private sector. 
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Profile of Training Institution
 

Cottage and Village Industry Development Board (1974) 

Chhetrapati, P.O.IBox 3254, Kathmandu
 

Tel: 211039/216938
 

(Ministry of industry, [1N) 

COURSES 
 1. Sewing/losic ry - 3 months 
2. Textile ­ 6 months 
3. :olen '. itr-t 3 molt hs
4. gamlboo and cilt2 ­ 3 months 
5. '1IKetuki' carpet ­ 3 nont! . 
6. Carpentry - 3 months 
7. Dhaka weaving - 3 months 
8. Trott Smith; - 3 months 
9. 'Dhakia' - I month!; 

10. Jute Carpet - 3 months11. !'hltr~t'rrre~ti ru . Skil i)evelopment-l months
12. 1eta11 ;,orks ­ 15 days

13. Refre;her Cinirse - 15 days
14. On-the-job - 1 month 

DURATION 

15 days to 6 months
 

ENT',IANCE 
* Able to resd and writeNE~t;[REDII:,NTS 

* Age 16 to 45 years 

E'NROLL II, 'N 
CA (:I'I'y 
 15 in each skill-

COST OF 'I'RAINING * Borne by the project. Rs. 
5 per day as snack
 
allowance is given to trainees. 

* CIDB receives loan assistance from the World 
Bank.
 

QUALIFI[CATON 

* Mostly trained 
ia Nepal by DCVI, CIDB and MTC. or TRAINER,(; 


Some are trained in India, in particular, 
Ahmedabad.
 

NUIMBEIR OF INSTRUCTORS 
 There are 101 
Instructors in 
31 districts where
TRAINED 

CIDB operates.
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CIDB Cont'd
 

TRAINlN(, NUEDS O1;lFE Except in the Textile, SewingINSTITU'rTON T.ELF and Hosiery, there are training needs in other skills for the 
inst r uctors. 

FI''D- BACK FRom I uIi About !'(),' of the trainees are self-emlpLoyed.

1,MpLL[ENT1 NC AE(,ENCIES
 

OBS ERVAT-ON 

STRENG''IIS 
 1. Course curriculum has been made availab le 
to set a iijumim standard for trainings. 

2. flost of 
the CTDB offices have 
trainin, hnll
 
and c ass o(0lS. 

3. 'oI' [s are sold to the trainees at 252 (i,,scotint 
rate.
 

4. Cl )13 gives reconmendation to Nepal tRastra Bank 
and the commercial banks to ext: end Loans to thIfe 
trainees. 

WEAKNESSES 1. No hostel faciL,ity 
is avo i Mble with CI )B. 

2. [nputs and raw material.; are suoppliIed by the 
Cot tage Indusotry l:mporium which does not have
adequate network for distribution 
to alt 
districts where ClDB operate;. 

3. Quai ty control is a serious problcm 
in the
CIDB trainings, 
Hence, the products face
 
marketing problems.
 

4. C MB has found difficulty in esta' lishing

good coordtnation among thle varLoi, serv ices
involved in the cottage and small industry

development project (CSI) in part:icular thecommercial banks, the Nepal. Ra,;tra Bank and
Cottage [Industry Emporium. 
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CIDIB Cont'd 

OTIER COMMENTS CIDB provides technical and manag;erial training, 
extension services to cottage industry enterpreneurs
and artisans under Cottage and Small Industry Project(CSI) and different Integrated Rural Development
Projects. ft also extends operational and common
facility services through Product Development
CenLres to assist development rehabilitation 
promising cottage 

of 
industry activities. C[MBdevelop; marketable product des igos and makes them

available to craftsmen and enterprenetrr. Oneimportant tasks of C:DB is to undertake short termEntrepreneural Development Programmes. 

Considering the network of CIDB offices Li vairious
districts and its training activities along' ,iththe above functions, it is highly, recommended 
that CIDB be widely mobilized for technical and 
skill trainings in Nepal. 

IV.36 



Profile of Training Ir.9titution 

Department of Cottage nnd Village Industries 

Tripureswor, Kathmandu 

(,Mfinistry of Industries, H1MG) 

COURSES 1. General Electrician 
2. Ceera 1 Mechanics 
3. Textile. 
4. Sewing and Tailoring 
5. Wood works (furnishing) 
6. Carpet weaving 
7. Knittinr and Hostery 

DURATION Regular course: 2 years 
Mobile Training Courses: 3 months 

ENTRANCE L6-25 years; of age
REQUIREMENTS Grade V lvt Pass (Certificate + Marksheet) 

EN R0)1, I.MENTFEN,\P,INT 

20 per trade per year
 

TY PE ()F
 
CERT'I':ICA Ei' Non-Gazetted IF Class
 

COST OF TRAN ING Rs. 6000 per trainee per year 
(Rs. 400 to Rs. 700 per month for raw materials 
and stipend) 

QUALIFICATION Trained in Nepal, W. Germany, Japan, Israel,

OF TRAINERS 
 Pakistan, Philippines and India. 

NUMBER OF [NSTRUCTORS 6 Electrical 
TRAINED 5 Mechanical
 

6 urntiLshing (wood works)
 
3 Textile 
5 Hosiery and Knitting
2 Sewing and Tailoring 
4 Carpet weaving 

31 Instructors
 

TRAINING NEEDS OF THE There is a need for refresher training of about 1-3INSTITUTION ITFELF 
 months duration to officers and chief officers. The
 
Instructors need a training of about 3-6 months. 
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DCVI Cont'd
 

FEED-BACK FROm T1HF Trainees generally get employment in the public
IMPLEMENTING AGENCIES sector. Janakpur Cigarette Factory, Agricu.ture
Inputs Corp., Bansbari Shoe Factory and Birprrnj
Sugar Factory are the major employers for )CVF 
(raduates.
 

OBSERVATION
 

WEAKNESSES 
 I. The institutional base is weak. 

2. 	The training standard and trainin, period alongwith the course contents are chanced fre.quently.
 
3. 	 The faculty is int tter rusltrat ion due to Lack
 

of 	 Lncontives and prernoti 1o. h, lirw t hays
reached its sattirat ion po i n 

t and rept ir's fresh 
replacements. 

4. 	 Staff turnover is extrmuly high, m;as etaL 
had to wait 25 years a Icor a irige ilrslthM. 

5. 	 llnhdft [s too low to cover raw materils, tools 
and equ ipments 

6. 	 instructors; 
have difficulty because 
here is no 
standord course L ok and 11,11i OutS. 

OTiER COMMENTS DCVI need!; tc )! conver ted Frim department to a 
training institution. 
Now 	replacmtenlt of machl ines,
tools, and instructors are desirable. There is aconsiderable scope in expanding tie various trades 
in the I)CVI trainings. Of late, DCVI has realized
that for technical training it is quality thlt counts 
rather than quantity. Considering the pioneerinii
role it has played in the past and the 	 extensivenetworks 
in the various regions in the country, )CVI,
shotl d le strengthened more in a form of a technical
school and expand its service; in all the regions
where it has office,; already. 
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Profile of Training Institution 

Department of Labor 

Putali Sadak, Kathmandu
 

COURSES 

13 Bas ic Trades:
 

I. Carpentry
 
2. Masonary 
3. Stitching and cutting 
4. Weovi n
5. Pre,;s cl;p(~ tttng - 6 mOnths 
6. Hair dressing- mont
 

7. Hair cutting 
8. House Wring 
9. Slate Cutting 

10. General mechanics - 1 yeari. Bamboo and Cane - 6 months 
12. 
 tayns _ 'Pa3 months 
13. Pottery - 1 month 

EQNTRANC E - Able to read!EOIREENINTS and write. 
- Gcade V pass for General Mechanics. 

l:NR{} MiNs.2
'I'
 

CAPACMTY 

20 per trade per labor cppJ.yCentre.
 

OF'I:}F (:I,1 j[F[1CATE Certificate not recopn ized, 

COST OF TRAIN[NC. R:;. 9000 per trade per person which includes 
Rs. 200 stipend per person per month.
 

QUALIFICATION 
Trained 
in the ICVI, Sanoth~tmi Campus,OF TRAINERS MIC andDepartment of Labor.
 

COUNTRIES APPROpR LATE 
FOR TRAININC; TIlE 
 India 
TRAINERS
 

FEED-BACK FROM THE Successful in providing wage employment or self-IMPLEMENTING
AGENCIES employment in rural 

masonary and 
areas. Trainings in pottery,'Pattayasi' proved not 
fruitful.
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OBSERVATION
 

WEAKNESSES 
 LSC's have not been able to fouction illLile with its 
objectives to import effective income ':eratiigskills training. LSC do not hloVe a onive-sal] 

5,y recog­nized standard for the various s lsindjki trade-s whichresulted mainly due to the n In; une o i he, curriCUlumdevelopment program. 
Most (If the im;trucrlor!; arerecruited under local contract for part Li w. rn theabsence of a standard curricuLtum, i i! natural thatthe instructors provide trainings basoL d upon theirown experience and skills. 
 The LSC sare v'rv poorin the physical facilities, even the hasic trainingrequirements, machines, hand tools are erosnlv in­
adequate. 

OTHER COMMENTS Labor Supply Centres were sat up With three dist- ict
objectives: collection and dissimjnatioimarket of ]aboutinformation, the training of manpower in basicskills and the provision of employment servi.ce. Theprogress in each activity have not been satisfactory.The labor market information is not coI.lected 
regularly. 
The trainings have not been fill lyinstitutionalized with a basic minimum standard and course. 
 The attempts in the employment serviceshave not succeeded. 
 It is, therefore, not possiblethat the LSC's shall be able to contribute to thetraining needs of the organized manu,facturing sectorin Nepal specially with regard to skilled occupations 
and skills.
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Profile of Traiing Institution
 

Hotel Management and Tourism Training Centre (1972)
 

Ravi havan, Kalimati, Kathmandu 

Tel: 215073, 213605
 

(Ministry of Tourism, IBIN) 

COURSES 1. Food Preparation and Control 
2. Food and Beverage (Restaurant) 
3. House Keeping
4. House keeping (med [im) 
5. Front Office 
6. Travel and Tour 
7. Tourist guide 
8. Trekking cook 
9. Trekking guide and trekking waiter. 

]URATION 3 weeks to I year 

ENTlRANCEI 

REURIEN''S 
Able to read and write Nepali to Diploma. 

ENROLIMENT CAI'ACITY 25 in Travel and '[our. Varies in other trades. 

COST OF 'TRAINI[N Rs. 1600 to Rs. 40,000 

QUAL I.F ICAT ION 
OF TRAINERS Miplona holders from foreign institutions. 

NUMBER OF INSTRUCTORS 15 instructors with diploma and advanced courses inT'A'[NED their fields from UK, Australia, Italy and other 
European countries. 

TRAINING NEEDS OF THE Short term refresher training is required to upINSTITUT[ON [TSELI grade the instructors. 

COUNTRIES APPROPRITATE Switzerland, USA, UK and France. 
FOR TRATNING THE 
TIRATNERS 

IV.41 



lM'fT'c Cont 'd 

FEED-BACK FROM TIlE 
 Trainees receiving training on travel and tour get

IMPLEMENTING employment very easily as 
there is legislation stipu-

AGENCIES 
 at ing the employers to employee certificate holders. 

The s;tatu; of other trainers are not known. 

OB ERVAT IN 

STRENGTHS 1. 	 Adeqate physical Facilities such as class rooms, 
eqtip men ts, restaurant, bar pantry, kitchen, 
laboratory, laundry etc. 

2. lwre is w'elt trained manpower. 

WEAKNESSES 1. 	 The centre is facing Financial difficulties to run 
training programs. 

2. 	 There is very poor institutional support from I.MG. 

3. 	The centre provides only basic and middle level
 
training on the technical areas mentioned above 
in tile course description. Management training 
is not yet provided. Middle level and Top level 
managements are far from the centre's sphere of 
activity. 

4. 	 it can not provide practical training oa its
 

premises especLally on hotel training. 

5. 	Available physical facilities are not kept up-to­
date and running condition. 

6. 	 Trainers are poorly motivated to work resulting
 
in Poor quality of training.
 

OTHER COMMENTS IIM'IC, given due support in financing its programs, 
can 	emerge as an 
effective training institution for
 
hotel and tourism trade. 
 The present situation 
of this centre is not encouraging as it is lying
idle most of the time and its infrastructure and 
manpower are Thewasted. various training programs
conducted by this centre should be based upon the 
real needs of the tourism industry. So far no 
systematic study of the needs of the industry 
has been done nor the evaluation as to whether the 
trainees have benefitted commensurate to their 
training. IHrTC, however, realizes all these weak­
ness, and is prepared to adjust itself to the needs 
of the industry. It is even ready to conduct regional 
or mobile training programs for the various regions 
the 	country if sponsorship is available. 

Source: IIMTTC: A Review of its Activities, Not dated.
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Profile of Training Institution 

Industrial Services Centre (1974) 

Balaju, Kathmandu 

(Ministry of Industry, HMIG) 

COURSES .	 Off ice management 
(As ;istant level) 

2. 	 ACcoutlleCy 

(Ass is tant ) 

3. 	 Ert repreneural 
Development 
Program 

4 . Proj ect Plan 
and Analysis 

5. 	 Marketing 
(Advert isement for 
marketing officers) 

DURATION 7 -	 15 days 

ENTRANCE 	 (1) Intermediate (2) Inter- (3) SLC (4) 	 Graduate (5) Graduate
REQUI REMIENTS Pass mediate 

Pass 

ENROLI.MENT 24 24 24 24 24 
CAPACITY 

COST OF TRAINING Rs. 2000/-

NUMBER OF INS IRUCiORS There are 60 professionals in ISC, majority of whom are
TRAINE'D trained in Business Administration and Economics. 

TRANIN NIEDS OF TIE ISC realizes the strong need for training withinINSTITUTION FfSELF the organization itself. 
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I.S.C. Cont'd 

COUNTR ES APPROPRIATE 
FOR 	TRAINING THE 
 India, Philippines
 
TRA [N ER S
 

OBSERVAT ION 

STRENGTHS 
 1. 	 [SC is quite well off physically. It has good 
class rooms, training hall, equipments such as 
overhead projector, video screon and deck, white
 
board etc.
 

2. It has well trained manpower. 

WEAKNESSES 
 1. 	 There is no lono term mranpower development pinn, 
henco no resources are allocated for this activity 
resulting in no 
periodic assessment of training
 
needs.
 

2. [SC feels their professionals need 
to develop
 
training skills.
 

OTHER COMMENTS ISC has a potential to meet the 
demand of private

sector in the field of management and entrepreneural 
skill training. 
 ISC lia ; not only physical infra­
structure and training facilities but also has the 
necessary ,axperiece in 
the field. it is, therefore,

highly recommended that this institution be mobilized 
to conduct the management trainings for the privace
 
entrepreneurs. Sponsorship and other financial
 
assistance to ISC to conduct training programs for
 
the 	private sector would be a good beginning. In 
addition some pedagogical trainings to the ISC 
trai. ers and some technical assistance in the 
production of training materials and case studies
would be required to enhance the 	 training programs 
of 	the ISC.
 

\LI 
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Profile of Training Institution 

Legal Services Training Centre (1981) 

Thapathali, Kathmandu 

(Ministry of Law and Justice) 

COURSES 

"Pre-Service 

*In-Service 

Legal Training 

in Nepal. 

to IMG employees administering law 

DUILATION 3 weeks to 8 weeks 

OBSEPRVATION 

STRENGTIS 

WEAK,,'SSES 

i. 

2. 

3. 

It 

It has a library with a collection of 276 books 
and 336 journals, 

It has a car. 

It has one overhead projector and film projector. 

has no building of its own. 
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COI'",;ES 

D)IRATI ON 

REOUII ENTS 

ENR0) IIENl', ICAPACITY 

i'1 PI. OF C':'TIF ICAIT' 

COST ' 1';,AIN1NG 

QJ,\I .[CAXI'ION 
OF TRA [NEIRS 

N'UMBER O)FINSTRUCTiORS 

TI ONI 

TRAININ(, NEEDS OF THE 
TNST[TIjT[ON ITSELF 

COUNTR[ES APPROI'R [ATE 
PRIVATE FUR TRAINING 
THE TRAINERS 

Profile of Training Institution 

Miechanical Traiintp Centre (1962) 

Balaju Industrial District, KathmaIndu 

T'l: 410228 

(Mini.-try of Education and Culture, lMG) 

I . ( neral Nlechay )Ls 
2. Electrician ) 3 - year course 
3 Siii i tary l t ters )
4 [ Ih;tructor Courses 
5. Short Term Courses 
6. Upgr,mding Cour:es 

3 .veir s 

Entrance examination, aptitute test
 
Open to students from all over the 
country 

24
 

Senior Technical SIX 

Rs. 20,000 per student per year 

Trained as instructors in MYlC, India, Pakistan
 
and Switzerland
 

24 Technical, 2 General and 3 Section heads.
 

'TrC is continuously short of instructors who could
handle the increasing demand for technical trainings.
The presently beemployed instructors should 
provided refresher courses from time to time. 

CT, Mladras (for fitter, turner, machinist, welder 
find electrician) and NTTF, Bangalore for upgrading
 
course for instructors with higher level of 
pedagogy 
are appropriate. 
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TC Cont 'd 

FEED-BACK rROM THE 
IMPLEMENTING AGENCIES 

STRENCTIIS 

WEAKNESSES 

OTHER COMMENTS 

MTC 	 graduates have found work with H1MO (32.7%)
corporations (30.4%), private industries (18.0%), 
T.U. (6.5%) -own workshop (8.3%) -ad other trades 
(4. 1%) . The MTC graduates have good vocationl
 
prospects.
 

OBSERVAT ION 

1. IC graduates have broad based techn ,eal,knowledpe" 
This speaks highly of the quality of trainin in 
MTIC. 

2. 	 MC possesses adequate and appropr iace phy:;ical
facilities in terms of workshops , classroormi; 
machinery and equipments requilred for good 
training. 

3. 	 "ITC is independent from 1MG in re';pet of
 
recrnitment of instructorcs and hudeting.
 

4. 	 [ITC has both financial and technical Swissv 
aid. 

1. 	 HIMGsupport to MTC is poor specially in the,
 
provision of heads,
section instrietors, assistant
instructors and adminis tration staff. 

2. 	 lHostel facilities are inadequate. 
3. 	 MTC training does not incl.ude workapp rent ice 

during the training period. 

4. 	 iMTCdo not keep strong links to Industries, as
 
part of the training hence 
 it is missing importantinformation such as the needs of the industries 
and how '.ITC can meet such needs. 

MTC 	 has offered one of the best trainings on skilled 
mechanics, electrician and sanitary f itters in thecountry. iHowever, the evaluation report fIC'son 

training couro;es and 
 their effectiveness, done in
1984 recogpized a need to introduce a practical

industrial training of 2-3 mor, is lfke 
apprentice
training a; a part of the whole training coirse to 
prepare the students to real working condi ions 
of the industries. 
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NTC Cont'd 

Given tile pioneering role played by NIlC in providing
technical trainings, with the present status of a 
good training centre, MTC is re:ommended to be fullv 
utilized by the private sector. 

rn order to strengthen this institution, additional 
instructors should be recruited, and sent for 
training abroad. 

Source: -
-

Mechanical 
Mechanical 

Training 
Training 

Centre 
Centre 

An introduction, BaLju, September 1986. 
(KFC) An Evaluation Repor', July 1984. 
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Profile of Training Institution 

Nepal Administrat[ve Staff College (1982) 

Jawalakhel, Lalitpur 

I'.O. Box 2152, Kathmandu 

Tel: 522-002, 522-003, 522-160 

(Mlntstrv of fleneral Administration, 
HMG)
 

,.ed toI,; meet the I . I:,la ,ement skills 
ne 'dI-,t"tilt! particular 2. Planning and Project Analysis

lovo Ia in Whe civil 
 3. Financal Management

he'v j , ,ah p1') lic 4. Devetlopmet Administration 
elite >,i "; both pro­
servIce ,id lest -

I)UtA I Illy :, days to tilree months 

I 'ANCI.. Off ecel-:, from civil service and public"
tI-:;b I 'I1.FIINI
 entur1 r is;.; 

l':NlIOII.I.-IE-:N' CAIAC ITY 25- 0(1Porsolnq 

TYPE OF 1:1EI1I'IFICAI'I. NASC taining is recognized by HiMG for job 
p),COlie t IOnS 

COST OF- TRAINING Brone by NASC 

qUAl, FICATION All the faculty staff are well trained andOF TRAINERS qualified
for 
the role of trainer. 
Most of them 
are trained
 
in U1K and Autralia. 

NUMBIER OF 36 proftessionals
[NSTRIUC'')RgS TRAiNED 2 Loc;,l consuitalltas 
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NASC Cont'd
 

OBSERVAT IONT 

STRENGTIS 
 1. NAFC is an autonomous national level institution 
governed by a Council from the Ministrv of General 
Adm iis t rat Ion. 

2. It has a well. traijned manpower, stock and modern 
phy siCal frlcil iI : wlhich are essentiLal. iniredie-
InL.t 0" a successfun l aiig program. 

own 
cIlass roams, spIdicate rooms, conference room,
library, offices for trainers. EEC is ass isting 
to expand this acility to include hostel for 

3. It has its permanent bulUd1nlg with numerous 

the tra [ 2'2r. 

WEAKNESSES 
 NASC provides training programmes which sound 
good but arte Inot very appropriate to the government 
machinery which adopts its own age old bureaucratic 
management. There is no good balance In tihe course 
offf-red by the NASC and the expectations of tile 
gOVt 1 I IItt CMpI) IO 'C2e . 

OTHER COMMfWENTS NASC is a train l lun,;tl.tut ion specifically created 
under Nepal Ada in istrat ive College Act 1982 to 
prey de necessary train lug for the employees of IMG 
and public entererises. This institution is haing

supported financiallv and technically by Great 
Britain. dnder the present circumstances and in 
the near future as well, there is no chance that th2
 
resoiirceA of this institution, both physical and 
manpower, will be utilized to 
provide administratLve 
and management training to the private sector. If, 
however, the NASC's scope of training is expanded 
to cover private sector through the changes In its
 
corporate ohjective, it could be one of the best 
managiement t rauing inst itution in Nepal. 
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Profile of Training Institution
 

Panchayat Training Centres 

(Jawalakhel, Jhapa, Janakpur, Pokhara, Nepalgunj, Jiri) 

(Ministry of Panchayat and Local Development) 

COURSES 1. Seminars for Panchas 
-. Seminar for )ivtsional Chiefs 
3. 'lra ining for ClO's 
4. Training for LDO's 
5. Seminar for Trainees 
6. Seminar for Communty Leaders
7. Training for Villae Panchayat Secretary
8. Trainer's Training
9. Training for Panchayat Training Officers/Assistant

10. Training for Assistants & Local Development 
Off icer s 

ii. Seminar on Community Development
12. Accountancy 
13. Panchayat [)evelopment Officer Training
14. Seminar on Land Development Tax. 

NUMIBER OF INSTRUCTORS Iawa takhel 11TIRA [NED lanakpur 7 
,irn 8 
Jhapa 9 
'okhara 7 

Nepalgunj 8 

Total 
 50
 

OBSERVA'I'TON 

STRENGIIS 
Class Room Hostel 

Class Room capacity capcityEguipments 

Janakpur 2 100 28 Film projectorNepalgunj 100
3 - 2 film projectors 

3 slide projector 

Jiri 1 
1 Tape recorder 

50 
 50

'Jawa[lakhel 2 100 60 
,1lhapa 
 4 100 
 136

Pokhara 120
4 45 16 mm projector 

slide projector
 

6('I[0 
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IP.T.C, ont'd 

OTHER CO IENTS The basic objective of these contresis to train 
political leaders devoted to Panchayat System.Therefore these training centres have very little 
to do with entrepreneural skill and managemetit
development of 
the private enterprises.
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co(URSE'S 

IOIRATI'oN 

QUiAI. i* F [CAl' ION 
OF TRANI'RS 

NtiNBEI ()F 
NI 'UiC,(); 


TRA f NE) 


S''RI';NcTiis 

OTHER COMMENTS 

Profile of Training Institution 

Postal Traininp Centre 

Shaheed Gate, Katmandu 

(Ministry of Communication, IMG) 

I. Primarv Postal Training 
2. Superlvisor's Training (Non-Gazetted First Class 

and Second Class) 
3 . P'Osta Banking (Szavin,1, Fund Transfers). 

Primealy, P'o;al TITal ing -- 10 weeks 
Supervisor ; 'Ira in iie -- I 1mOnth 
Pos ta I Ink In -- 2 weeks 

All. 	 trained abroad. 

I Chief 'irainiup, Administrator 
2 Trainers 
5 SuF.por ting Staff 

OBSEI[VAT 11)5 

I. 	 It has its o, building with one room 
for class and one room for seminar-cum­
library (L800 books). 

2. 	 It has L film projector, 1 slide projector 
and 	 1. tape recorder. 

Postal services are state concerns, and the 
postal trainins are provided to the employees
of the )epartment oC Postal services, 
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Profile of Training Institution
 

Revenue Training Centre
 

Harihar Bhawan, Lalitpur 

(Ministry of Finance, HMNIG 

COURSES 
Revenue Administration1. 

for Customs Department
2. Public Accounts for Different Departments 

Revenue Administration3. 
for Tax Department 

4. Revenue Administration for Land Revenue 
DeparLaent 

5. Revenue Administration 

6. Seminar on Revenue Administration 

DURA'TION 
5 weeks 

OBSERVATION
 

STRENC, ''HS 1. The centre has one overhead projector, one film 
projector, one slide projector and one camera. 

2. The centre has one Jeep and one Minibus for
training programs. 

3. It has a library consisting of 565 books. 
4. The centre has it's own building. 
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Profile of Training Institution
 

Royal Nepal 
Airlines Corporation
 

New Road,, Kathmandu 

Tel: 220757, 214628
 

COURSES 
 i. Management Development Programme 
2. Office Mana' ement[n-service training 
 3. 'Marketing Mlanagement 
4. Financial "Manapement

5.Accounting 
6. Station Manager's Seminar on Management Development
7. Cu!;teomejr Service and Sales 

QUALIFICATION
 
OF TRAINERS 
 Wel trained in their respective fields. 

N MBT(JV" nFl rI IT'','f IT OC'' 1 " rI u 
TRA [NE1) 5 Technical sujects 

6 Market inj, 
2 Managemen 

OBS ERVATION 

STRENGTHS 1. RNAC possesses a few training equipments 
consisting of overhead projector, slide projector,

film projector, and a photocopy machine. 

2. West Germany and CTDA, Canada have provided
technical and financial assistance for RNAC's 
training prop rams. 

WEAKNESSES 
 1. RNAC does not have its own building to conduct 
training. A rented house in Thapathali with 5training 
rooms, 4 rooms for trainees is being
 
used. 

OTHER COMMENTS RNAC plans the following courses in air traffic and 
technical- operation field Basic, Refresher and 
Advanced courses depending upon the needs: 
1. 'icketing and Far~s 
2. Traffic control
 
3. Cargo llandl Lig
4. Cabin Crew and Cockpit Crew 
5. Flight operat ions 
6. Flight Dispatcher's Conversation Course.
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Profile of Training Institution 

Survey Training Centre (1978)
 

New Baneshwor, Kathmandu 

(Ministry of Land Reforms, HMG) 

COURSES 1. Amin (1 year) 
2. .iunior Surveyer (I year) 
3. Senior Surveyor (I year + 4 months)
4. Special Course on Geoidectic observation(3 months)
5. Special cartography (3 months)
6. Spec ial photogramatic course (3 months)
7. Special course in Map Re-production (3 months) 

ENROLLMENT CAPACITY 125 in all. per year. 

COST OF TRAINING Rs. 2,102 per course. 

QUALIFICA'I-ON Principal, Vi:e Principal and InstructorsOF TRAINERS are 
graduates in Geography and or survey engineering 
and have bcen trained in India, Japan, UK andNetherlands. Assistant Instructors are high school 
graduates .ith advanced training in surveying 
technii ques. 

NUMBER OF INSTRUC- I Principal, I Vice Principal, 8 Instructors,
TORS TRAINED 10 Assistant Instructors. 

OBSERVAT ION 

STRENGTHS I. The centre has the following equipments: 

Slide projector - 1 Cadinetograph 
 -
Telescope Aldine-68 
 Automatic leveler 
 -
Theodelite -18 Plain, chain compas 
Ceodemitre - 1 and related 
Photocopy machine-i equipment - I set 

2. It has a library with 519 books 

OTHER COMMENTS S'C provides trainings to meet the needs of the 
public sector in the field of surveyi.ig. 
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Profile of Training Institution
 

Telecommi.nication Training Centre (1973)
 

Babar Mahal, Kathmandu
 

(Ministry of Communication, 11MG)
 

COURSES 
 1. Basic Telecommunication
 
2. Power Technical and upgrading
3. Microwave, Digital, VHF, PCB Transmission 
4. Switching and exchange, outside plant technician5. Telephone, Trunk, Teleprint operator
 
6. Telex Technician 
7. Management, Accountancy and Store Supply 

DURATION 2 weeks to 35 weeks depending upon the subject 
matter.
 

COST OF TRAINING 
 Rs. 224/- per course
 

NUMBER OF INSTRUCTORS 1.0 Technical staff well trained in their subjectsTRAINED 20 other instructors 

OBSERVATION 

STRENGTHS 1. TTC has its own training hall and 5 class 
rooms. There 6are overhead projectors, two16 mm and one 8 mm film projectors, one slide 
projector, 1 video, 1 TV and 1 film sound 
strip projector. 

2. TTC has 2 minibuses to serve the trainees. 

OTHER COMMENTS TTC has farso trained 492 personnels in the various 
subjects of Telecommunications. 
 'TC's main clientele
is the Government and the public enterprises. 
The

private sector has not been offered any of their 
trainings. 
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Profile oF Training Institution 

Trade Promotion Centre
 

Lazimpat, Kathmandu
 

Tel: 412771/412772 

(Ministry of Commerce, I[c.) 

COURSES 
 No regular courses are made available. 

OBSERVATION 

WEAKNESSES 
 TPC is a very weak organization as reflected inits performance as a single foremost organization
;ith is kind of specialized responsibilily. Thisis also reflected in the numerous reports made byIrish Export Board, Dublin; Integrated Development
Systems, Nepal others.and 

OTHER CO~i'1ENTS Though export training is its respon ibility, 
no singJe training has been provided so far.However, T'PC has been able to provide numerousseminars and workshops on the topics like export
promotion, medicinal herbs development, export
marketing, export financing, export market research,Generalized System of 
Preferences etc. 
 These
seminars have been organized on-and-off wheneverforeign assistances were forthcoming. TPC with its.present status 
can not be recommended for any
substantial trainings for the private sector. 
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Women's 

COURSES 

DURATION 

OUAL.IF ICATrON 
OF TRAINERS 

NUM BER OF 
INS fRUCTORS 
TRiLALINED 

Profile of Training Institution 

'Training Centres (Jawalakhel, Dhankuta, Pokhara, Surkhet) 

(Ministry of Panchayat and Local Development, 11m() 

i. Refresher Courses for Women Workers 
2. 'Training for women volunteers 
3. Train ng for omen supervisors 
4. Seminar for panchas 
5. orkshop en family planning 
6. Skill Development 

Subjects: 

Clothing, handicr-aft, nutrition, 
community development, health and 
hygiene, mother and childcare, 
functional literacy gardenln,
 
home management, poultry etc. 

7. Training for Socially Disadvantageous women 

I month to 1 year depending upon '-he nature of 
the course. 

University ateducation B.A. level. 

Jawalakhel : 4
 
Pokhara : 
 4
 
Dhankuta : 
 8 
Surkhet : 5 

Total 
 21
 

OBSERVATION
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STRENGTHS Class 

room
 
Class capa- Hostel
 
rooms city capacity Equipmt 

Jawalakhel 2 75 50 Fim prj cctor 

Slide r jec tor 

Pokhara 2 35 25 Slide projector 
Power ceuwrt-or 

Dhankuta 4 200 45 Slide p[tj cc Lt 
Film project~or 

Cassette player/ 
camera 

Surkhet 1 75 32 	 Film p re ccrtr 
S1 Ede pro 1eetor 

Physical facilities and trainers are already 
available at 4 centres in the country. 

WEAKNESSES While skill development trainings are provided, 
lack of 	 follow up skills for marketing or 
entrepreneurship makes the usefulness of income 
generating trainings questionable. 

OTHER COMMENTS One of the principal objectives of tihe Women's 
Training Centres are to help rural women to 
supplerent their family Income by providiLg them 
income generating skills. There is a temendous 
scope in Pnlarg ng the number of skills and trades 
covered in the present list, In order to make 
these centres cwpable of offerine trainngs of 
higher level than the presently offered basic income 
generating skills, these centres need to he upgraded
institutionaily. Special training to ;,omen rainers 
on entrepreneural skill will be highly desirabl e. 
It is, therefore, recommended that theme trining 
centres be and tomotivated mobil.tzed formulate 
tra initg programs to women toattract develop their 
entrepreneural skill and managerial capability. 
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IV. Training Institutions under Tribhuvan University (TU) 

I. 
Centre for Economic Development and Administration (CEDA)
 

2. Faculty of Management
 

3. Engincering Campus, Pokhara 

4. Institute of Engineering, Dharan 

5. Institute of Engineering, Pulchowk, Lalitpur
 

6. Institute of Science and Technology, Dharan
 

7. Sanothimi Vocational Campus 

8. Thapa thali echanical Campus 
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Centre for 

COURSES 

1)1A1'O1N 

ENRILLMEN'' CAPACITY 

TYPE OF CERTFICATE 

COST OF [RAININC 

QUALIFi[CATION 
(IF TRAINERS 

NUMBER OF INSTRUCT[ORS 
TRAIN':D 

TRA ININC NEEDS 
OF THill, I 351S['Il-
'ION ITSElF 

COUNTRI ES AI'PROPRIATE 
FOR TRAINING TIlE 
TIRAINERS 

Profile of Training Institution
 

Economic Development and Administration (CEDA) (1969) 

Tribhuvan University, P.O. Box 797
 

Kirtipur Tel: 213325, 213851
 

1. Executive Development 'raining for Under 
Secretaries of 11./Nepal. 

2. Management Training of Top and MITIddle Level 
managers of both private and public ucetors. 

3. Seminar on Research 'methodology.
 

A Not less than 10 days in case 
of training

One day or more in case of seminars
 

25 --35
 

Certificate of attendance
 
'= Recognized otherby institutions.
 

Rs. 30,O00 to Rs. 50,000 for a traing
 
event of LO day:; duration.
 

MWasters and Ph.D's 
Business Administration,
 
Economics, Statistics, Geography, Political
 
Science, Cultural Anthropology and other 
relevant fields.
 

8 Management
 
5 Research Methodology
 

Not: requ ired. 

Not applicable.
 

\
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CEDA Cont'd
 

OBSERVATION
 

S['RENGTIIS 
1. 	 CEDA has excellent physical fac lities such as 

t raining hals, syndicate rooms, eijopmencts,
hostel facilities (un lortunateLy not sed). 

2. A highly qualified and trained faculty. 

3. 	Established tradition, experience and credibility
 
in trainings.
 

WEAKNESSES 
 "CEDA is in very low 	 shape at present" says
the 	vice chancellor of the Tribhuvan University.
 

OTHER COMMENTS CEDA'; major thrnst is on the improvemnt of 
the efficiency, skill and quality of service
especially of the public 
sector. 'rheprivatesector is not of 
imiediatO interest to CECA.CEDA, nevertheless, 
posses ses 
considerable
 
human and physical resourcee; 
that can heutilized for the 	 training of pl'vate on trepre­neurs. This institut ion 
has; exprre;;L.d 
itswillingness 
to open its 
doors to privatetrainings if sponsorships are 	availahle. 
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Profile of Training Institutionl 

Faculty of Management 

T1.U. , Kathrnandu 

COURSES: Three Levels I. Business Management
 

- Proficiency 2. Market Lng
3. Manageient and Financial Aecriunting.
- Cert if icate 4. EcooliCs 
- iploma 5. Bus iess la1- Bas t rs 6. FInalnce and Insurance 

7. S;tat istics and Quantitative Analysis
 

)IIRAT ION 
 2 years in each level 

QUALIFICATION
OilT T).', rMO'D2 Most of tlie teachers 1laive MasterP .... )egrees in

(i ill stra [oil aLnd Ia.cOnollics. 

'I'K\ IN INC NEEDS OF TilE Traini ing to the lustructo rsINS'"[TU'TiON ITSELF in tie FOB is avitail aeed Is they Canl t)e instrUillellt,1in 
provid ing prat ical i academic COtrses to tile 
students. 

OBSERVAT [ON 

STRENGTHS The teachllug facultv is young, and hencO possesses 
potential for improvement. 

WEAKNESSES 1. 'Tie nature of courses are basicalily theory, andtile approach taken by FOB is academic. The 
oorsos are borrc ,,ed from Inl dii aand Almlricanschools (lately) . The relevanco of these 

courses in the context of Nepali environmentis doubtful except to tile extent of 
conceptLualization. 

2. Practical relivaiice of the courses to the Nepali
enitrepreneurs are rem'ote. 

3. FOBNdoes not conduct any, training p roe rams for
indistrial enterpreneurs. 
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FOM Cont'd 

OTHER COMIENTS 1. There is a tremendous potential of developing 
the staff of FOM in offer ilg practical 
trainings in managerial ski.l development 
required by the business community along ilth
 
the requirements of the Universitv students, 
public service, teachers anid lnl,;trutctors. 

2. Use of participative method, probln solving, 
and decision takhMI meuthods should receive 
more e iphasis than tile vIroesnt I 'p loved 
lecture method.
 

3. Practical experience in ismanao,elront highly 
desirable , i......... ..... ....-.................. 


4. The FOM infrastructure cal ho n,:o,.elto fulfill. 
the management training needs of the priwate 
sector given some changes in th,, present 
teaching approach. 

A clearly des igned staff dove lo p tnment program 

in the FOM managoe t education. 

Sources: 
 - Repart on Mission to Nepal (December 17, L979 - January 9, 1980),
J.A. Bates, The Queens Univers ity of Belfast, 17 "larch 1980. 

- An Assessment of Export Training Needs of Nepal, IDS, November 1981.
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Profile of Training Institution
 

Engineering Campus (1986) 

(Tribhuvan University) 

Pokhara 

COURSES 1. Construction
 

2. Electrician
 
3. Mechanics 

DURAT [ON 3 years
 

ENTRANCE Grade VII pass
REQUIREMENTS 16 years completed 

ENROLLMENT Construct ion 64
 
CAPACITY 	 Electrician 32 

Mfechanics 64 

TYPE OF CERTIFICATE Trade certificate equivalent to SLC. 

COST OF TRAINING Rs. 200 per month, free hos tel, meals to he 
paid, Rs. 150 stiipend to the25% of students. 
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COURSES 

)URATION 


ENTRANCE 

REQU[ REMIEN'S 

ENP!OLLMENT 

CAPAC:ITy 

'YPEI,OF CERTIFICATE 

COST OF 'TRAINING 

'['RAINING NEEDS OF THE 
[NS'['''U'rn ION ITSELF 

COUNTRIES API'PROPRIATE 
FOR ''RAIN iNG ''.iE 

'l'RAINEIRS
 

STRENG'l'TIS 

Profile of Training [nstitut ion 

Institute of Eng [neerig, 

''ribhuvan University 

Dha ran 

1. MechanicaL: Weld ing , abrcication, Autubdv. 
Mechanics, Ahr Conditininou , 	 lefri1 ,eratin, 

2. ElectricaL: )omcstic and !dliistrial 1-irinlg, 
Motor Rewinding 

3. Construct ion: Plaster, Brick- livi n.:, (;ai pentry 

2 to 3 yeats, 

VI[ Grade 'ass .	 fleaLth 
.	 16 years old EntranCe Examination
 

Nepali Citizeix 
 .	 Interview 

iMechanical : 72 
Electrical 
 : 48 
Construction : 72 

'cchnic al 5IC 

Rs. 18,000 per student per Vear btut tlhiis ost is
 
fu 1

.. y subsidized 
 by ''.B. The students are providedfree tnirion and a stipend of RS. 200 per mvmth. 

There is a strong need for training the trainers
 
required 
 by this campus. Currently, 65 instructors 
have been trained by the Pulchowk lgnlearing Campus.
30 have been pursuing bigher level training,. 10 
more trainers are getting B.E. level study this 
year. 

India and Asian Countries 

O BSI.RVAT ION 

.	 Adequate manpower 
MModern physical facilities 

* 	Physically, this campus is fully equipped with
 
training equipments.
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WEAKNESSES • Inadequate fund for raw materials pro.urement. 
* Underdeveloped library
* Inadequate linkage between the intitntion and the 
industrial sector
 

* Rigid administration of T.U. 

OT1ER COMMENTS Inspite of the excellent physical infrastructure and
trained manpower availability,Lhe 1lharan Campus has 
not been able to fully utilize its facilities. Thelinkage with the private sector needs; leto established. 
In order to themake campus more ei1ect[ve in its 
operation and enhance its reputation as a strong
technical training instition, ti folowing are 
suggestedc: 

1. Provision of tofunds adequtely procure the 
training materials which are, -it present, in 
short supply. 

2. Development of laboratory fac[Lt [es. 

3. Organization of exhibitions of the work the 
institution has done successful ly. 

4. Promotion of the institute itself through market­
ing approach. 

5. Expansion of the technical consultancy services 
that the institute is presently rendering to
the general public more on the style of a 
private sector industry.
 

6. Formation of a management committee comprising
T.U., private sector industrialists of the region,
and representatives from the Federation of Chambers 
of Commerce and Industries. 
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Profile of Training Institution
 

Institute of Engineering
 

Pulchowk, Lalitpur 

[ribhuvan University 

COURSE'S Certificate level Bachelor level 

1. Civil Engineering 1. Civil Engineering 
2. ,\rclitectural 
3. Electrical 
4. Radio Electronics 
5. Air conditioning 

DURATION 
3 years years 

ENTRANCE * 1.h SLC score in ProficiencyREQU IREMENTS certificate 
agg regate * Written test 

S pass IlthhighSLC 
score on Mathematics 
and Eng lish 

ENR LLMEN'T Certfict, e Bachelor level
CA!'ACTT'y fici. level 

Civil EngLiae2ring 300 48 
Architectural 70 
Electrical 
 24
 
Radio Electro-)ics 24 
Air conditioning 24 

TYPE OF CERTIFICATE Certificate level 
Bachelor level 

NU1'ME.R OF Engineers 100
TNSTRUCTORS General 
TRATNEID subj ect 

Teachers 50 
Instructors: 150 

All together 300 
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IOE 	Pulchowk Cont'd
 

FEED-BACK FROM THE Employment prospect for the g!raduate. of this
 
IMPLEMENTING AGENCIES 
 institute is good. 

OBSERVAT ION 

STRENGIIIS All the physi.cal facilities ;and training equipments 
are 	modern as! they are reCe i Ved uder forein a ided 
projects.
 

WEAKNESSES 1. The majority of the teachin ataf F of the 
institute lack hoth pract i C, i ndustrial 

experie.,, an.. ,,..... ... 

institute under2. 	 The Ls tin 1r ihuvan University 
admini.stration whose andrnl e- rego iatiCns 
give many obstructions in Hih,' fficLent 
functionLing of the inst iutit. 

3. 	 The institute has tinan ci~i I iffic i ties. 

OTHER COMMENTS The 	 institute han unders;one a lnmhe tl" changes 
in its status as a traininiw in; iLttion. After 
much discussions has eOE deCIdcd i La; resell t 
courses of proficiency level (3 vear!;) alnd 
bachelor level (4 years) ;c app 4iw, a i I the 
basic skill and trades fev_.l CoUrae a. Considering 
the advantages of having good plivaicaI infrastructure 
and equipments, this institute can be recommended for 
further consolidation with trainings to its teachers. 

/ 
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COURSES 

ENTRANCE 

REQUIREMENTS 

ENROLLNI.N'1 CAPACITY 

TYPE OP (ERTIFICATE 

COST OF '['RAINING 

QUALIFICATION 
OF TRAINERS 

NUP'BER OF LNSTRUC-


TORS TRAINED
 

FEED-BACK PRC.M THlE 

STRENGTHS 

Profile of Training Institution
 

Instituce 
of Science and TechnoLogy
 

Tribhuvan University, 
 Dharan Campus
 

Hattisar, 
 Dharaa Tel: 226 

1. B. Tech. (4 years after [.kSc. or "Tch.Tuc 
2. 1. Tech (2 years after SIC)3. i.Sc. (2 years after SL;-general cour:ms)
 

SLC pasq in F1 divis ion 
 for I. Tech. and 1.0c,I.Sc./I.Tech. pass for B. Tech.
 

20 Ln each level every year.
 

I.Sc. Certificate
 

B.Tech. Degree
 

Full tee payment of Rs. 220 for 3 	 months payable ininstallments. 0% of the students receive freetution. 30% of the students receive Rs. 2000
stipend per year.
 

Science post 
graduates from 'T[. and . ;ecializeddegrees in food techiinology, food cog, i ocering, dairy

technology 
 from foreign universities.
 

faculty eibcrs
 

I. Tech Course is not in demand. But B. Tech. Course
is pcpular. The graduates of this institute havebeen employed by many public and private industries
 
in Nepal.
 

OBSERVATION 

Adequate physical facilities 
* 	Well trained nanpower 

Special expertise on food technology 

IV,71
 



IOST Cont'd
 

WLAKNESSES Lacks autonomy in camus aMnistration as 
it is
 

under T.U. hich has rimid ",, it IarIons. 

* Limited financial r snu:-c, 
 Iiadut fficientprocure totraining materiaL:;. 

note It is shameful tothat the students ha., 
Lo bring them forexperimenta] 
purputs,
 

* Inadequa,-e .1brarv to i ,. 

Inadequate hostel faciit 

OTHER COMMENTS 
T.U. should alLov.' the il-itut to, function in anautonomous Wa 
. TU. or 
government should appropriate
a reasonable amount of loud to tis institute,the institute Sinceprcdcet; [ial'poi.erprivate required bysector, thepart icularly ini fojd technology, thelatter should he asked to, Participate in thisinsticuti on by ma k n ,.. w i - a mc al and o th r 
contri but ions,
axd the private 

A ba ard olisit it inpgthe '.U., Islf,sec tor inIvo
should be con:;tituted vedl in food industryto 
make general, policies of
the institute and the
teaching alone 

CO t -e cu rricula. Sincedops not utilize the facultyindustrial fully,consul tancy erv tce he promotedThis consultancy further.Service can be spectalized in fooditems.
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Profile of Traini np 1nt i tt rion 

Sanothimi Vocational. Catpi; (Tl) 

Sanoth imi, B]laktapur 

COURSES 
 1. Business
 
2. Home Science 
3. Trade and I onu trv 
4. Science 

)URATION For proficiency certificAoe - 2 years 
For Diploma - 2 year ;
 

ENTRANCE REQUIREMENTS For proficiency cert if icate level- SLC with Engiish.
For Diploma - ProfiC ieI:cv certIficate 

ENROLLMENT CAPACITY 25 in each trade. 

TYPE OF CERTIFICA'l'E Proficiency Cert-iFicate and Diploma 

COST OF TRAINING Regu ar T'. U. fee 

NUMBER OF INSTRUC-

TORS TRAINED 
 Nepal - 25 Abroad 20 'Total 65 

TRAINING NEEDS OF THE 
INSTITUTION ITSELF There is a need for Iedegtilcal training. 

CGUNTRIES APPROPRIATE 
FOR TRAINING THE USA, Japan, Philipp ines 
TRAINERS 

FEED-BACK FROM THE Moat (80%) of the trainee are already employedIMPLEMENTING AGENCIES as primary school teachers, sponsored by their 
school or foreign aided projects. Only 20% of thestudents come from self-finance who are not easily 
cmployed. 
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S.VC. Cont'd
 

OBSERVATION 

STRENc.T1iIS 1. This is the evl' v uc:lienal campus level 

2. It ais adeqiiat(_ ,jc ili p,1 ut:.,111; ladi ca,I ilfra-

WEAKNESSES 
 1. Due 
to ci an pos acitt"si' in l po(licy, the 
schools ii

n 
Nv 'pi C,111l '' l''C *it vocational 
teacher; without vH,, I ftelch!lr traiing.ioa t!M 
[he trai ned tc.achvr' pruhluii''l h'v Lhis campus
no longer posses w
ti. M ul vale as hefnr. 
due to this shift til 'hun inaWvt.,c; policy. 

2. 'Ile trainer.;. l* thi ; caui wholmtl; receivedu ratiling
onl tiim l Il",, 'i ll i e , do Out k!;si k-;:eet' 
eiployment. 

3. Advanced studv ptosptcts in the fields,provided byv tie school i; !!loolv asi there are 
no institutiois l viiu, ,ulvaljcedI courses in 
Nepal.
 

OTHER COMMENTS This campus was nstabl ished with an a nu to train 
special-ists for the sa' if i ohs ithin a short 
period. 'lhue special ists ',,'.,siupvosed to Ihevocational teachers in Va r'ionn vor ..tional1lie 
schools that setwere up bv Lhe National Education 
Sy- tem Plan of 1977. ut these vocational schoolslost their existence, and the Technical School
Programme replaced them. 
 Tlis shift in the policy
hit hardly on thi,- campus, operat Loi. 

Today H:i:L; campiu; is f'uiu'iti: oii l ire I lke the 
regular 'I'll calipuises , thus IO' i n, the rcal vocational
touch to it. 
 'Tlhetefore, this camp- tralininug 
pro. raim fa to mahas led i.ta i.nit- oripinal appeal
alld isw tralin ings have not leen very popular. 
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Profile of __ranirn, [n.titution 

Thapathall Nfeclhanical (;;i~pnu< (1964) 

'Fribuyvan University, Kathmandu 

Te1: 21.216 ) 

COURSES 1. General Mudem;ln:;icl ILu;;i etrimng (3 years) 
2. Automobile ti.eril (3 years)
3. Teachers; Traiiiiii) (I ','ar) - Not regularly offered
4. 	 Short Term 10o-;',Icr itdus;t ii cc (2 months) 

- noi rctlu icrk I L'urn 

ENTRANCE RE(UIREMENTS S.L.C. pass 

ENROLLMIENT CAPACITY 24 students per inr;kAl. Ni t:h Liso variation 
ano the r 214 stlde utn, ; 1 b0 t!11 rI !IC . 

TYPE 	 OF CERTIFICATE No-,azetted Hl C.cl- ]'CechliCi ;nl 'th ;academic 
prospects; 

COST 	 OF TRAINING Rs, .17,000 per ,.tu iit. pOr v'ir c p capital. 
cost and deprec itL ot it :clins. -and tools. 

QUALIFICATION Most 	 of the in;ItlLor-r trained in West'' 
OF TRAINERS Germany (23 months; 'iclr ' ra i iii og ) Japan

(12-15 mon ths tnd2- ,II( A), rta., UK, Germany,
Thailand, S ingapor.e', MaI avs i a (3-6 Months under 
ILO). 

NUMBER OF INSTRUC- 32 instruct Lres, 6 lecturers and 4 part timeTORS TRAINED lecturers. 

COUNTRIES APPROPRIATE 
FOR TRAINING '['liE South East Asian countri es are better. 
TRAINERS 
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TNIC Cont'd 

FEED-BACK FROM TlE The students wIMPLEMENTING iime hI i xii ,iipelringAGENCIES do not face miio'nsiij cm. Ti iey are 
genuralL a.eoi ivaeCreP Thuuil~l f e~~lIj-Th e ati.omoto~l~hj t,r tj'Ilel iriI t , r 

The 
d j ,iiv jI,Ithp ;(tu,!e t:-,.!; Itolook 

for govetL ionC,l j ob., 

O iS:RVAT [ N 

STRENG V!S 
 [ho camp1.5 haIl; ad(Ii;,i ' ipsrnt-;, phys ical 
inf r;i L tl: are and t ra i 11d ;liiiipo'' F",
 

,EA,-EMijSE. 1. Lack of atltol ir, I'l-ol) .
e '1e 

2. Entrance to C limpu I ieLdl p"itq SLC scorein Mlath and ou
EniI ,itAh ;|in%aptitude 
test.
 

3. Oral 
tiu Kiniii I.an: ; vier,,v 

.
 

OTIER COMMENTS 
Given the propir ,,uidiii aiwi 1ltlaltom ill

the cainlpus adolii 1Ci, Latl-
ii, Lhi; ciimpus
posaes; e ; Coii i;ibleorai pet0 n t ii iyL toproduce hihLv skilled 
technical i npower.Already net,, tm idead; rei pj'o to;( h)(!
included ill the pr ;elt I[i:;ii lIII ie.

trades 
are electrica 
, r'rig,,rait 
 i andair conditioninn 
 .l'hi I.oThu
ii I 0;lk exten­ding some 
loans. This c; 
 n i, also interestedto offor nechanical 
dritmnhip co rse which
has a good demand,
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V. Vocational Schools 

1. Bheri Technical School, Surkhet (Proposed) 

2. Dhankuta Technical School 

3. Dhawalagiri Technical School (Proposed) 

4. Hetauda Technical School (Proposed) 

5. Jiri Technical School 

6. Karnali Technical School, Junla 

7. Lahan Technical School 
(Proposed)
 

8. Lalitpur Junior Technical School 

9. Rapti Technical School, Dang (Proposed) 

10. Sano Thimi Technical School
 

11. Seti Technical School, Doti (Proposed) 

12. Vocational Training Centre, Biratnagar
 

13. Woman Polytahnic School (Proposed) 
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Profile of Training [Ilstitut ion 

Bheri Technical ,school ( 'ropod 

Surkhut 

(Ministry of Education -Ind C(uture , INC,-) 

COURSES 1. Construct ion 
2. Rural Mechian ics 
3. Electricity
 

4. Agriculture 

DURATION 
 4 years
 

ENTRANCE 
 Grade VII pass; opel. to students fromREQUIREIENTS Surklet, Bardia, Da iickh and Banke 

ENROLLMENT 
CAPACIvy 25 in each trade 
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Profile of Trainngy [nstiction 

Dhankuta TcChnical School (1984) 

(Mlinistry of Iliuca,-tiom and Culture, 11MG) 

COURSES Agr iCtu turo 

I)URAT1ON 4 years 

ENTRAVNCE
RE.QUIREMIENTS Grade V[IOpe; to 

pas;s
tudal,tLl;I ,,, Ihauamkrta, 

TehrattLIuM , ::nkhuoa,:::.va Bhoj pur. 

ENROLLENT2 
CAPAC ITY 25 

TYPE OF 
CER'T [FICATE rechnical SIC 
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Profile of lstTra in i1 itution 

Dhawalagiri Technical School (Proposed) 

[us t 'ol 

(Ministry of l"ducaition ajnd C1,1tur~e, it6) 

COURSES 
 1. lrekkur;i' iuid(! 

2. Lodge Ma wi
,, -t
 
3. Souveier m.ak in 
4. Wool Prore&;s[ng 
5. Fruits IrcOCeS, Lolg 

DURATION 
 4 years
 

ENTRANCE Grade VII paws
REQUIREMENTS 
 Open to student:; From larvat, Baglung, 

Myagdi aind 'fistan 

ENROLLMENT2 
CAPACITY 
 20 in each trade 

TYPE OF
 
CERTIF [CATE Tr 10 ng oo sk 1.1 level. 
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Profilu of Ira-Lninv, IMn; titt ion 

[letauda ['echn ica l Schut, ( )Opo;ed) 

(Nlinistrv,- f tIo.: an, ituI Cultore, IG.) 

COURSES 
 I. CoW;L ruct, ialj 
2. Mfchal ica I 
3. l'tc trICa [ 

I)URATION 6 m taLnot yars 

ENTRALNCE rade V!I piu,- ap)oL, to ;Lodents from all
REQUIREMENT'S over the coaitrv. 

ENIR0.LIMIEN'U
 
CAPACITY 8 to 32 per tril(,
 

TYPE O 
CERIIFICATE Training and ,k!itL Level. 
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Profile of Training Institution 

Jiri Technical School ( 1985, Jiri 

(Ministcv of fl"u1a t ion and culture, 01MG) 

COURSES 1. Agriculture 
2. Construct ion 
2. Health 

EURATION 4 yeairs 

ENTRANCE Grade VIi pass open to studeats from
REQUIREMENTS Dolakha, SolukhumI'u, Ramechhap, Sindhupalchowk 

and Okhaldhunga Distr uts. 

ENROLLMENT 20 in AgricultUe 
CAPACITY 20 in Construction 

15 in IHeaIth 

TYPE OF 
CERTIFICATE 
 Technical ScC 

\ 
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Profile of Training Institution
 

Karnali Technical School (1980)
 

(Ministry of Education and Culture, HMG)
 

Jumla
 

COURSES 
 1. Construction
 

2. Health
 

3. Agriculture
 

ENTRANCE Grade VII passREQUIREMENTS open to students from lHumla, Dolpa, Jajarkot, 
Kalikot, Mugu and Jumla. 

ENROLLMENT 20 each in construction and agriculture
]AI'AC[TY 10 in health 

TYPE OF 
CERTIFICATE Technical SLC 

OBSERVATION
 

OTHER COMMENTS This school is assisted by United Mission to Nepal. 
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Profile of Training Institution 

Lahan Technical School (1983) 

(Ministry of Education and Culture, 11MG) 

COURSEq 1. Agriculture 

2. Construction 

DURATION 4 years 

ENTRANCE 
REQUIREMENTS Grade VII pass 

ENROLLMENT 
CAPAC[TY 

25 in each trade; open to students from Siraha, 
Udayapur, Saptari, Sindhuli and Solukhumbu. 

TYPE OF(:ERTIFICATE 
echnical SLC 
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Profile of Training lInstitution 

Lalitpur Junior Techn:ical S;chuo (0,93) 

(Ministry of Education and CULture, IIMC.) 

Man Dhawan, Laltpur 

COURSES 
 I. Wood works
 
2. Metal work 
3. Leather work 
4. office m~an, ement (S-c retir p1 Science) 

DURATION 2 years except for office ii';IIjij:nwnt wIclJ 
requires 3 years
 

ENTRANCE Grade V pass for ,ood wrks, meta[l works
REQUIREMENTS and leather work. 

Grade '\ pass tor off ict' ma nllaclgeimjen t 
Open Lt,students froeiidll oaer the kingdom. 

ENROLLMENT 16 in each trade exzept in leather ,ork whichCAPACITY Lakes 8 students and off [cc management which 
takes 12 students. 

TYPE OF
 
CERTIFICATE 
 Junior Technical School 

COST OF TRAINING Rs. 200 per month plus Rs. 50 for lodging. 

OBSERVATION 

OTHER COMMENTS This school was funded by OXFAM and its management 
is very much like the private sector. 'This is one 
of the few specialized technical schools in the country. The school has so far producea 23 trainees 
only.
 

Except for the size and capacity of the school,
this tec':ical school is very good in its industry 
wise traini.1g. 
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Profile of Training Institution
 

Rapti Technical School (Proposed) 

Dang
 

(Ministry of Education and Culturu, WiMG) 

COURSES 
 1. Construction
 

2. Rural Mechanics 
3. Leather works 
4. Agriculture
 

DURATION 4 years
 

ENTRANCE Grade VII pass; open to students from Dang,REQUIREMENTS Salyan, Rukum and Pvuthkn districts. 

ENROLMENT 
CAPACITY 
 25 in each trade. 

K\'
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COURSES 

* Basic Course 
* Advanced Course 

DURATION 

ENTRANCE 
REQUIREMENTS 

ENROLLMENT 
CAPACITY 

COST OF TRAINING 


QUALIFICATION 


OF TRAINERS
 

NUMBER OF INSTRUC-

TORS TRAINED 


COUNTRIES APPROPRIATE
 
FOR TRAINING THE 


TRAINERS
 

Profile of li-a in Institution
 

Sano Thimi Technical 
 Sch L([983) 

Sano T[mi 

Bhaktapur, f'e: 215688 

(Ministry of EdtcaLtIon and Culture, ING) 

1. Mechanics 
2. Auto-mechan ic;
3. Tailorino
 

Basic course I year 
Advanced course 2 vears plus 10
 
munths on the job Lrninp i 

* Underpr vii eied vongih''ters
 
Grade VII pa 
 A tih Science,
Mathematics; ic id , I-,iis h 

* Candidates ;,Iitt Lo, gIrades or
 
physical ittne,,:; are offered 
 tailoring 
course. 

Basic course 48 (in 2 shiifts)

Advanced: 
 Mech ical '32 

Auto-.echanics 36 
Tailoring 54 

Rs. 1000 per person per month
 

Trained in M3'C, Baaju and Thapathali Campus. 

2 instructors are trained 
in Denmark
 
for 3 months.
 

Philippines, Singapore. 
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S.T.S. Cont'd
 

OBSERVATION
 

STRENGTHS 
 1. 	Autonomous hodv
 

2. 	 It receives duty free tpriviluges for education 
material imports. 

3. 	 It is financially strong is it: is founded by 
DANII)A. 

4. 	 Good physical if rast rutuore and sof f i c ieTt 
manpower. 

WEAKNESSES-
 1. 	There are shortages of mcinjs e g. leather 
machlne. 

2. 	 Raw material:, such ;i; iron, gas, coal inare 
short supply for the in:;tiLution. 

3. 	Local market is not develOped for supply tools 
required for the trainins;. 

4. 	There are shortaLes of tra iied (,eineral mechanics. 

OTHER COMMENTS This school is designed especial y for the 
underprivileged children who undergo certain 
general education in the schools in Raktakali, 
Deupatan , Kanya Nicketan , Bhaktapur and Thimi 
from grade I to VII. The students passing Grade 
VII from these schools are enrolled in this 
technicql school. It is clear, therefore, that 
the scope of this school is limited. However, 
the number of students it produces is quite 
substantial compared to other scho(,s. Since 
the first hatch of students are oraduatig 
this year, we have to wait to see how technically 
good this institutions is. 

N
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Profile of Training Institution
 

Seti Technical School (Proposed) 

Doti 

(Ministry of Education and Culture, 11w,) 

COURSES 
 1. Construction
 

2. Rural Mechanics 
3. Agriculture
 

DURATION 
 4 years
 

ENTRANCE 
 Grade VII pass; 
open to traineeREQUIREMENTS candidates
from A-hham, Doti and Dadeldhura districts. 

ENROLLMENT 
CAPACITY 25 In each trade. 
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COURSES 


EN'RANCE 

1'OUIREMENTS 

ENROLLMENT 
CAPCITY 

TYPE OF CERTIFICATE 

COST OF TRAINING 

QUALIF ICATI oN 
O1 TRAINERS 

TRAINING NEEDS OF THE 
INSn'IT"TION ITSELF 

COUNTRIES APPROPRIATE 
FOR TRAINNG 'TIlE 

TRAINERS 

STRENGTHiS 

Profile of Training Institution 

Vocational Training Ccnt , 

Rani, Biratnagar 

(Ministry of Labour & Social Welfare, ING) 

Mecianical courses on: 

1. Bench Shop FitLint , 6 months 
2. Machine Shop year 
3. Sheet metal 6 months 
4. Forg ing 3 months 
5. WeldI ng 3 months 

VII Pass
 
. 18 years old
 
* Nepali citizen 
* Rs. 50 carnast money 

30 persons 

Technical SLC 

Students rerceive Rs. 180 stipend. 

. Mechanics Certificate
 
. Work Experience
 

Instructor training is essential. 

Thapathali Campus is preferred. 

OBSERVATION
 

Being one of the oldest training centre, it's 
known to the public. 

(
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VTC Cont'd
 

WEAKNESSES . VTC does not have its own buildilp. 
• It has out dated machinec ,nd tools used for training.
* There is an acute shortage of raw materials and 

others required for training. 
* There are no -,,eI trained in!;tructors. 

OTHER COMMENTS This institution does not have any impressive 
traits neither in mnanpover nor in training 
equi.pments. [t seems 10MG has just allowed to 
survive it rather than make it an effective 
training institution. 
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Profile of Training Institution 

Women Pol, technic School (Proposed) 

Sano Thimi, Bhaktapur 

(Ministry of Eduzation and Culture, IIM,) 

COURSES 1. Architectural Assistantsh ip 
2. Interior Design and Decoration 
3. Commercial Art
 
4. Medical Lal oratory Technician 
5. Pharmacy 
6. Food Technology 
7. Occupational English
 
8. Office Management 
9. Secretarial Practice
 

10. Garment Technology 
11. Hotel and Lodge Management 
12. Travel and Tourism 
13. Library Science 

DURAT[ON 1 to 3 years 

HNTR,%NE Vary from Grade VII pass to SLC passREQUIREmNqT dep,-nding upon the course. 

• Open to Pf.udents from all over thecountry. 

ENROLLMENT CAPACITY 15 Lo 25 in each trade. 

TYPE OF
 

CETIF E 
 From Training Level to Technician Certificate. 
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SNOILaqILSNI kSJNflOD-JIO :A XI[NaddV 



aVOHUV :SNOIJIIJIISNI DNINIVU 



SOUTH ASIAN ASSOCIATION OF REGIONAL COOPERATION
 

(SAARC) COUNTRIES
 

1. Bangladesh
 

2. India
 

3. Pakistan
 

4. Sri Lanka
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BANGLADESH (PEOPLE'S REPUBLIC OF)
 

MASS Serial Name of Institution AddressResponse 

N [. No. Address Rec "Trainling Areas Re';,airksn MS Receivs d 

123 1 Bangladesh Industrial 

Technical Assistance 

Centre (BITAC) 

Tej Gaon Industrial 

Area Dhaka-8 
No 

272 2 Vocational Teachers 
Training Institute Bogra No 



MASS 
No. 

001 

002 

004 

006 


007 


008 

011 


012 


015 


Serial 
.N0. 

1 

3 

5 

6 

7 

8 


9 


Name of Institutioi, 

National Council for 

Cemcnt and ruildin.g 

Macerials 
Advanced Training 

institute for Electro-


nics and Process Ins­

trumentation
 

Central Food Technolo-

gical Research 


Institute
 

Central Leather Research 

Institute
 

Fur and Wool Technology 
Division Regional 


Research Laboratory
 

(CSIR)
 

Welding Research Inst. 

Forest Research Insti-


tute and Colleges
 

Ahmedabad Textile 

Industry's Research 

Association 


National Institute for 

Training in Industrial 


Engineering (NITTE)
 

INDIA 

Addrus 
Recc i "eiTr 

"i10 South E:ren-

sion IT Ne, 

Delhi-Il O 049 
Ramanthapur 

Hyderat)ad-300 013 

Yes 

Yes 

j 'yso re--570 013 NoN 

Madras- 600 020 No 

Canal Poad 
Jammu Tawi-180 001 No 

Tiruchirapaili­
620 014 

Dehra Dun-248 001 

No 

Yes 

P.O. Polytechnic 
Ahmedabad-380 015 Yes 

Vihar Lake 
Bombay-400 387 - Yes 

Training Area:
il"g.A e ., 

Cement Technology-

Electrnics and Process 

Instrumentation 

Forestry
 

Spinning
 
Weaving
 

Wet Processing
 

Analysis and Testing
 

Industrial Engineering
 

Remarks -a k
 



INDIA-2 

MAS S 
No. 

Serial 
Sr. Name of institution Address ResponseReceived raining Areas Remarks 

016 

017 

10 

11 

College of Engineering 

Anna University 
National Institute of 
Small Industry 
Extension Training 

(NISIET) 

,'adras-600025 

Yousufguda 

Hyderabad-500 045 

Yes 

Yes 

B.E., M.E., "I..A. 

1. Small Industry Promotion 
2. Small Industr',' Management 
3. Traini.g Methods and skills 
4. Planning and Promotion of 

024 12 Development Banking 
Centre of Indian Manage­
ment Development Inst. Bangalore No 

Agro-Industries 

026 

038 

13 

14 

Industrial Resea-ch 
Labotatory 

National Environmental 

Engineering Research 

Calcutta-15 

Nagpur-440 020 

No 

No 

Institute 
044 15 Fertilizer Association 

of India 
10, Shaheed Jit 

Singh Marg 

New- Delhi-110 067 

Yes 1. Fertilizer Distribution 

2. Ai.ricultural Sciences 
3. Other Short-Term Training 

065 

080 

L6 

17 

Indian Standards 

Institution 

Central Salt and Marine 

9 Bahadur Shah 

Zafarmare 

New Delhi-llO 002 

Bharnagar-364002 

0Os 

prog r ans 
1. Standard izaL il md ()ualitv 

Control 

2 - Pesticide formulations 
3. Company standardization 

Chemical Research 

Institute 

Gujarat No 

083 

104 

18 

19 

Structural Engineering 
Research Centre Madras-600 020 
National Institute for NSIC-PDTC Campus 
Entrepreneurship and New Delhi-ll0 020Small Business Developmen-

No 

Yes 

1 Entrepreneurial motivation 
2. Entreprise launching and 

Mangement 

Trainers, Promoters, and 
entrenrenpiire 



INDIA-3
 

MASS Serial 

No. No. Name of 
No. No. 

Institution Address ResponseRec ivf Training Areas RemarksRemad 

107 20 Indian Institute of 93 Nehru Bhavan 4. Ertrepreneurship Development 

113 21 
Foreign Trade 
Indian National Scienti-
fic Documentation 
Centre (INSDOC) 

New Delhi-1l0 019 
14, Satsang Vihar 
'larg, Net, Delhi 
110 067 

No 
Yeq Short term training on: 

1. Industrial Information 
2. Information Entrepreneurship 

116 

119 

22 

23 

Central Institute of 
Tool Design 

Indian Institute of 

Balanagar, Hydera-
bad-500037 

Andheri (East) 

Yes 

No 

1. Tool Design 
2. Tool, Die, and mould Design 

Packaging Bombav-400 -93 
126 24 National Productivity 

Council (NPC) 
Lodi Road, New 
Delhi-110003 

Yes Training areas 
Taot mentioned 

145 25 Technical Teacher's Lodi Road, New No 
Training Institute Delhi-110003 

Madras 
149 26 International Management B-31/5 Kailash No 

Institute Colonv New 
Delhi-110048 

150 27 Faculty of Rural Health 
and Sanitation, Gandhi 
6ram Rural Institute 

Deemed University 

Gadhigram 624302 
Anna Dist. 
Tamil Nadu 

Yes 1. Micro Level Planning 
2. Rural Development 
3. Cooperative Management 

151 28 South India Textile P.B. No. 3205 No 
Research Association Coimbator 641014 



INDIA-4 

-. < 

MASS Serial 
MS Sia Name of LnstitutlionAdrNo. No. 

152 29 Administrative Staff 
College of India 

156 30 Foreman Training 

Institute 

157 31 Indian Jute Industries 

Research Association 

164 32 Indian Institute of 

Science 

165 33 Indian Institute of 

Technology 

166 34 Indian Institute of 
Management 

168 36 National Institute of 
Foundry and Forge 

Technology (A Govt. 

of India Project Assis­
ted by UNDP-UNESCO) 

169 37 Indian Institute of 

Handloom Technology 

______ 

-

!s 

Bella Vista 

Hyderabad-500 

049 

Post Bag No. 

2232 Tumkur 

Road Banga-

lore-560 022 

17, Taratola 

Road Calcutta 

700 088 

Bangalre-

560 012 

Madras-600 

036 

Diamond Ha-bour 

Road Calcutta-

700 027 

P.O. Hatia 
Ranchi-834 003 

Salem-636 001 

Tamil Nadu 

- -- __ ____,_ __ _ 

HeAddressRc diin Areas Remarks 

Yes 1. General 'auigement 
2. Organization Behaviour 
3. Personnel Mlanagement and 

Industrial Relations 

4. Marketing 
5. Computers and Manapement 

Information Systems 

Yes 1. Foremanship 

2. Welding Engineering 

3. M aintenance Engineering 

Yes Asked for 
moe for 

more information 

No 

No 

Yes 1. Behavioural sciences 
2. Management Information 

Systems 

3. Personnel Management and 
Industrial Relations 

Yes 1. Foundry/Forge Technology 
2. ,loulding and Core Making 
3. Pattern Technolocy 

Yes Diploma Course in liandloom 

'ecilology 



INDIA-5 

MASS NSeria Namei of[No.No. 

Institution Address ReSponse 

Received ________ 

Training Areas 

__ 

Remarks 

170 38 Institute of Hotel .Iana- Dadar Bombay- No 
gemeuit Catering Techno- 400 028 
logy and Applied Nutri­
tion 

171 39 Institute of Jute 35 Bally Gunge No 
Technologv Circular Road, 

Calcutta-12 
172 40 Prototype Development Ne" Delhi- Yes I. 'lachinist 

and Tr-ainin2 Centre 110 020 2- Fitter 
3. "oulder cum Pattern Maker 
-'.Tool Design 
5. .coden Furniture 

173 41 l:Uti 'tt &ofloeot(2 'lana- Tharamani P.O. . t 

'.lanufacturinf! L 
"nI 

Desipning 

ge:qen t 
Io''-a 

(Uit r I 
Analied 

e l2cao-
Nutrit ion 

'ladras oO 113 

174 42 Iiastit.te of Cator_ 1 ,- .- Convent:L 
"ccnoe'.o and Aj;j. ied Faad 
$utril--oa Calcutta-14 

194 43 Allen-Bradly Control Shahibbad, ,Ne Delhi No 
Ltd. 201010 

195 44 :ettur Technical Training Tellichery, No 
Foundation (NTTF) Bangalore 



INDIA-6 

MASS 
No. 

Serial 
No. 

Name of Institution Address Ren,;ponse 
Received 

* * Areas 
Remarks 

198 45 Advanced Training 
Institute Ministry of 
Labour, Government of 

Udyog Nagar 
Kanpur-208022 

Yes 1. Advance elding Techniques 
2. Tool Design and Tool Making 
3. Electrician 

India 

200 46 C.M.S. Industrial Kanvakumari District No 
Training Institute Azikia-Pandipurom 

201 47 Industrial Training Palai, Kerala 'o 
College 

202 48 Central Staff Training 
Research Institute 

Howrah, 
711105 

Calcutta- Yes 1. Training for skill develop­
ment 

2. "-aaagcncnt of Indus.trial 
lraining 11i;t itu-LeS 

3. Audio Visual Ajus
Training (and man. 

ir 
more) 

204 49 Advanco Training for Sion, I~oi''-v No 
Instructor -400022 

206 50 Department of Business University Campis s': NB.\ 
a 1'd7 :,.usrial .anIa.! c- Ydhia - , 1a 
me: ,t r t':Ii,'. iad ,S r iL-395 (W7 

207 51 1ndian institot,- of Colleo. Siarc o 
Social olfare and Calcutta-/ 
Business Management 

2 < 



__ 

INDIA-7 

iASS Serial Name of Institution Address Rsponse Training Area- Remarks 
No. No. Rce ivcd 

208 52 Central Labor Institut, N. S. Mankiker '".arg Yes vaort courses on: 
'4inistrv of Labour Sion, Bombay- i. Occupatlional piysiology 
Government of India 400022 2. 'ana-ement of Occupational 

Stress 

3. 1,:ork Study and Wage 
Incentives 

4. Disorders to Engineering 

Industry 
5. Employee Counselling in 

Industry 

6. Industrial Safety 

209 53 berional Vocational Veer Savarhar MIarc No 
Institute for Fo.nen Dadar, Bombav­

" 00020 

210 .Lat ionah Vj)Vocationa Nastt'ri).a Gandhi No 

.rai:,in4 lnstitute ':aru .ev,, 

for ;,'o:nen Delhi-lIO 001 

211 55 Hindustan Teleprinter Guindy, 'ladras-32 No 
Ltd. 

212 56 Handmade Paper Institute K.B. Joshi Road, No 

Poona-5 

213 57 Regional Directorate of Bombay Road, Sian No 

pprenticeship Training Bombay-400 022 

214 53 Regional Directorate of 234/4 Nizam Palace No 
Apprenticeship Training Calcutta-20 

215 59 College of Ceramic 71, A.C. Banerjee No 
Teclnology Lane Calcutta-10 

_ _ __). 
_ 



MASS 
No. 

Serial 
No. 

Name of Institution Address RRvce i ,U Training Areas 
-

Remarks 

216 60 P.S.6. Co1le,4e of Coim;,ato re-41,
4 

i : 

Technology 

217 61 .Association of the p.O. .rclsr on 1o 

Phsicail., handicapped 3ana 1or -5(, 005 

Trajpinc Centre 

218 62 ,;elf7are Industrial Vaikon:1-086 14 I, 
Traiiini Centre Kr aIa 

219 63 Agnel Industrial Bombav-'400 050 No 

Trainino Institute Bandra 

220 64 Auto-Skills Sharanpur Koad Yes 1. Automobile Mechanics 

Institute o- Automobile Nosik-422 005 2. Engineering Draving 

Technology 3. Basic Workshop Technology 
4. Workshop Calculations and 

Science 

-21 65 Don Bosco Technical Fatorda, Goa No 

Institute 403602 

222 66 Electro Technical Dist. Ahmednagar No 

Institute P.O. Shri Rampur 

413709 

223 67 Joseph Cardijn Technical Dadar, Bombay No 

School 400 014 



INDIA-9 

No NoASdSes 
MASS Serial Name of Institution Address RespneRei o -2 

N. No. !'r'iin n Areas Remarks 

224 68 M4ethodist 

Institute 

Technical Sama Road 
Baroda-390 008 

".s I. Tool and 

L-2 

i); ,nkinu 

A. Turner 

Auto Engine Cechnjcian 
5. Civil Drau,ghtsMan 
6. ".chanical Drau,.htsman 
7. Food Processing and 

225 69 Shilpalaya Technical Andheri East, 0 

'reservation 
8.E :g~ s h ;e c - t a r i i l 

o 
C o u r s e -

Bom'bay-400 093 
226 70 Sophia College Bhiulabhai Desai No 

Road Boabay 
400 026 

227 71 St. Francis Industrial 
Training InstLitute 

Bombav-400 103 Yes I. Electrician 
2. Mechanic (MIotor Vehicle) 
3. Draughtsman (Mechanical) 

4. Turner 

5. Fitter 

6. Vood Work Technology 

228 72 St. Joseph Industrial Kurla, Bombay No 

7. Printing 'MachineOperator 

Training Institute 400 070 
229 73 St. Xavier's Technical Bombav-400016 Yes Electronics 

Institute 
230 74 Kuriakose Chavera Kocnammavu No 

Memorial Training Cantre P.O. 683518 
Kerala 



INDIA-1u
 

MASS Serial 

No. INo. m ~f Inst itut jind aL 
.. -. 

a ii Aroai Temarl 

231 75 Little Floiwer Engineerino Kalamasserv-6831- Yes 1. "'echair Gchral Electronics 
Institute Kerala 

. Mechanic lladio and Tulevisiol 
3. Fitter Trade 

4. Uelder Trade 
5. Mechanic Refrigeration and 

232 76 ladonna Institute of 
Electronics Enpineering 

Kanjorpally-686507, 
Kerala 

No 

Air conditioning 

233 77 *Iarv M.Iartha Industrial Kaduthuthv-686604 No 
-rainin Centre Kerala 

234 78 Nirmaia industLial Pilathara, P.O. No 
Training Centre MIandur-670 501 

Kerala 
235 79 Nettur Technical 

Training Foundation 
Peenya Industrial 
Area Bangalore-

Yes 1. Tool and Die Making 
2. Electronics Technicians 

560 058 3. Tool Engireering 
236 80 NTTF Technical Traiiing Micron, Dharwad- No 

Centre 580 001 
237 81 Boys Town Trade Centre 16 Maulana Md. Ali No 

Road Calcutta 
700 023 



INDIA-Il 

MASS 
No. 

Lreal 
No. Name of Institution Address 

Response
Received Training Areas Remarks 

238 82 Don Bosco School of 52-A Radhanath No 
Graphic Arts Chawdhurv Road 

Calcutta-700 015 
239 83 Don Bosco Technical Park Circus, No 

Institute Calcutta-700 017 
240 84 Don Bosco Technical Shillong-793003 No 

School Meghalaya 
241 85 Don Bosco Technical Liluah Hot,rah- No 

School 711204 
242 86 Fudi Technical Training P.O. Fudi-834-001, No 

Centre Ranchi Dist. 
243 87 India Industrial 5A Seal's Garden No 

Mission Lane Calcutta­

700 002 
244 88 Industrial School 

Oxford Mlission 
Barisha 

Calcutta-700 08 
fes Junior Diploma in 

Engineering. 
Mechanical 

245 89 Loyala 

School 
Industrial Kur ji, p 

800 o0 
tna- 'es 1. ".lininist 

2. ."c fri-erat ion .ind Air 

246 90 Singhbhum Institute of P.O. Burmamines .o 

Condltio l i rc!:in ic. 

Technology Jamshedpur­

831 007 



INDIA-12 

MASS 

No. 

Serial 

No. Name of Instituton 
Addross Response

Rcv raiing Areas 

247 91 Don Bosco Technical Okhla, Ne, Delhi- Yes i. "-echinist 
Institute 110 025 2. Turner 

3. '.1achinist Grinder 

248 92 Ingraham Institute Hiapur Road Yes 
4. Mechanical Draftsman 
1. Turner 

Chaziabad- 2. Fitter 

249 93 Nave Institute 
201 001 
Shahjahanpur Yes 

3. Radio and Television 

Not mentioned 

250 93 NTTF Technical Training 
242001, U.P. 

Netcur, X No 
Centre Tellicherry­

670 105 
251 )5 Pius X Industrial Edathua P.O. No 

Triinin2 Centre Kerala-689573 
252 96 Social !..elfare Centre Alwave-683lC4 No 

Kerala 
253 97 Social ieilnica] !elfa-c\l'ae-63] 101, No 

School K- ra ] 
254 98 St. arx's .... Fat im a :<agar . 

Vocati,mnal 
rainiricLiur-6 1 0of5 

Centre 
255 99 Sr. Pius Industrial 

I frainina Centre 
Ramapuram,
Kerala-686576 Yes 

stoesale offer 
suitable training 

tLn
 



INDIA - 13 

MASS Serial Name of Institution Address Response Training A-eas Remarks 

No. No. RecAeived 

256 100 Fatima Industrial Fatii:a Nagar 
Training Centre aran.;al­

506 004 

257 101 '.Iontfort: Technical 1, Asherkana Street No 
Institute M.adras-600 016 

258 102 Salesian Institute )f -,-ors Road No 
Graphic Arts '!adr;i--600 U110 

259 103 Y.CA Institute of ;-ural K "'..kuimari 
Development !Jis L ct 

Arumanai P.0. 
629151 

260 104 Ba'.anagar Technical .-Icok 'zannur- 1.. 0rrru,,,htman 
In-citute 68357 2. Electrician 

). Plumber 
4. Fitter 

5. W,7elder 

6. Carpentry 

7. Electronics 

8. Computer 

261 105 Capitanio Commerce and Mangalore- No 
Technical Institute 575002 



__ 

INDIA-14
 

SMASSNo. Serial
No. Name of Institution Address Response Training Areas 

262 106 C.S.!. Industrial Trivandru-

Received 

No 

Remarks 

263 107 

Training Centre 

C.S.I. Indust;ialTraining Centre 

645524, Kerala 

Thodupugha-
685 587, Kerala 

No 

264 

265 

108 

109 

Don Bosco lechnical 
Institute 

chousia Technical 
Training Iist itute 

Cochin­
682023, L 2r1l 

'Hosur 1'oad 

Ban ,!a!ore560029 

C) 

266 

267 

268 

269 

110 

1ii 

112 

113 

HlIbich Tecimical 

!roilliuz Inst itute 

Industrial T rainin.2 
College 

K.'I. Georue Memorial 
Industrial Training 
Centr 

Advanced Training 

Institute 

alanatta, 

.,lan4alcp 
5750i)I, Karnataka 

Pala, Karoor 
p.O. 686575 

'uvattupuzlia 

686661 
-'erala 

Vidvanagar, 

Hyderabad-

Yes 

No 

No 

No 

Mechanical craft;man.hip 

280 114 Technical Teachers 
Training Institute 

Eastern Region TTT 

500768 

7 Mourbhang 

Calcutta-700 023 
No 

_ _ _ _ _ 



INDIA-15 

MASS Serial NResponse 
No. No. Name of Institution Address Received Training Areas Rearks 

281 115 Technical Teachers Sector 26 No 

Training Institute Chandigarh 
Northern Region - TTTI 

282 116 Technical Teachers 
Trainin2 Institute 
Norther Region - TTI 

Taramani 
',iadras-600113 

Yes 1. B. Tech. 
12. 11.ma 

Ed. 
in Ttchnical leachin 

3. !6-,eek Advanced Certificate 
course in Curriculun Desion 
an d itstrnct ial "aterial 
-le¢vel] oprociit 

283 117 Technical Teachers Shamla Hills 
Traininz Institute 
W.,escern Rleion - TTTI 

Bhopal-462002' 
3 

,rr!::: 
"!ca ir 

,: 
mtmUTrod 

e 
iv! ion 

i t l'epir ec :l rms 1 .1e,!velopment 

. Instructiona! 'lana,, ent 
6. 'lanaement, ,esearch, Prepa­

ration In-istructional 
Resour0cs, 

I-. 



PAKI STAN
 

MASS Serial
SNo. No. Name of Institution 
 IReceived
Address Re-eraining 
 Areas
 

003 1 Pak-Swiss Traini ng Karachi-39 No 
Centre 

025 2 State Cement Corporation Lahore No 
of Pakistar. 

028 3 National Refinery Ltd. P.C. Box 3964 

Karachi 

054 4 Investment Advisory 

Centre of Pakistan 

P.O. Bn.: 

%arac:ii 

7534, No 

055 5 NatLional Institute of 

Pualic Administration 
Karachi-47 N, 

-256 6 N,-t ional"h1t 

-: eo'ment Centre 
reKarachi .0i 

057 7 Pakistan Administrative 
Staff College 

Shaihrah-e-Quaide-
Azam Lahore 

Yes 1. 
2. Econnmic 

. nistration 
')eveiopment 

3. Social Policy
4. Financial Vanageoent 

058 

059 

B 

9 

PakjSLan Institute of 

Management 

PETROMAN, A Division of 

Enar Petrotech Service 
Pvt. Ltd. 

Shahrah Iran 

Clifton, 

Karachi-6 

Sultan Ahmed Shah 

Road Shaheed-e-

Millat Road 

Yes 

Yes 

1. Ad,-anced '- ajn.aen:ent Program 

2. Ceneral '­
1 
ana -.)"!: 

3. Finai-cial 'anagcement 

4. 'arketjng "anagement 

5. Supervisory: Training 

Slhort term proaramn. on: 
1. Engineering 

2. Production Mana:eaent 
Karachi 3. Industrial Manapement 

4. Computer 



PAKI STAN-2 

M4ASS 
NASS 

S eria±-
Seo 

.o. 
Name of Institution Address Response

RAedivd Training Areas Remarks 

092 

111 

115 

i0 

ii 

12 

11FF Engineering Ltd. 

Pakistan Steel 
Training and Magnagement 

Development Dec mrtnent 
Te:-tile :ndustr, Ne-

aioD a 2 ve oenCenItre (T:IDC) 

Taxila 

Bin Qasi, 
Karachi-50 

Tamizuddiri 

an RoadKarachi-i 

No 

No 

. .rat 

t.
.:.': t Control 

, ' l. <-

Instruct lrs 

120 13 Loaher 

•loln 

IndusLry 

or-anization 

Pv-.O. Bo 2375 

i:arachi-18 

. - -. 1 <chno cxlv 

C.l.~tltr C] '.L~ 

130 

1 9 1 

14 

1 5 

Pakistan Industrial 
Technical Assistance 
Centre (PITAC) 

A P S DE P 

'.aulana Jalal-
Din Roomi, 
Road, llahore-16 

Po s t B o : 

Y.s 

Y e s 

-wc Fi:xLur, 
Press T ,o! and 
Heat jreane:,t 
(And many :2ore)
( A n d 

Ds n 
"uld Design 
"echlca\ 

D i r e c t o r y 

1423 APSDEP Directory 

-96 

203 

16 

17 

PAK-GER.NAN Technical 

Training Centre 
Directorate of Manpower 

and Training 

Islamabad 
Gulberg, Lahore 

2 7-Babar Block 

New Garden 
Tovnm, Punjab, 

No 

Yes Engineering Trade Medium of 

Instruction:Urdu 

285 18 Nehran University 
Engineering and 

Technology 

of 

Lahore 

Nandoshan at 
Janshora Sindh 

No 

<0 



SRI LANKA
 

MASS 

No. 

Serial 

No. 
Name of Institution Address Rr

s p 
o 
n s e 

Received Training Areas Remarks 

021 1 National Institute of Colombo No 
Management 

133 2 :'ational 
lusiness 

Institute 
".Int. 

of i2(/5 Wijeram­
-Ia .'atha Coloml),-7 

197 3 Ceylon-erman Technical 
Training. Institute 

582, (alleI2oad 

%.ountLavinia 
':'IS Auto Bi i 

um'-[Itor, i]iU 
,_I 

EIccr i citv 

5. iool machinery 1lrade 
.elding Trade 

5.
6. 

Diesel MechanicsElectrician Trade 

287 4 Ministry of Higher 18 ward place, No 
Education Colombo 7 



SOUTH-EAST ASIAN COUNTRIES 

I. long Long 

2. Indotlls Lf 

3. Korea (Republic of) 

4. Ialaysia 

5. Phil tppines 

6. Singapore 

7. Tiha i land 

V.22 



HONG KONG
 

No. No. Received Training Areas Remarks 

010 1 Hong Kong Packaging Kowloon No 
Council and Hong Kong 
Polytechnic 

.013 2 The Hong Kor, 173 Des No 
Productivity Centre Voeux Road, 

Central 
077 3 The Hong Kong Management 

Association 
26 Canal 

Road West 
No 

11 4 Hong Kong Productivity 
Council 

12/F, World 
Commerce 

Centre 
11, Canton 

Road, Kowlon 

Yes Consultancv services covering: 
1. Industrial Technology 
2. Feasibility Studies 
3. Production Management 
4. Personnel Recruitment 
5. Market Research 
6. Environmental Control 

Also, 400 training courses a 
year ranginp from various 
technologies, computer training 
to management and supervisory 
skills. 

N 



INDONESIA 

MASSNAS SerialRSra 

No. 

Name of Institution Address Resonse 

Received 

raing Areas Remarks 

100 1 P.T. Petrokima Gresik East Java No 

127 2 National Productivity 
Centre 

Subrotokav 

51-52, 
Jakarta 

No 



KOREA (REPUBLIC OF)
 

MASS Serial Name of Institution Address espose Training Areas Remarks 
No. No. Received 

128 1 Korea Productivity 
Centre (KPC) 

G.P.O. Box 834 
Seoul 

Yes 1. Business Management 
2. Industrial Engincering 

Conducted in 
Korean 

Language 

2 Graduate School of 134, Shinchon- Yes 1. Business Administration 
International Studies dong Sudamun 2. Public Administration 
(Yonsei University) ku, Seoul-120 

144 3 Technical Cooperation Seoul No 
Bureau Ministry of 
Science and Technology 



MASS Srial 


MASS Serial Name of Institution
No. No. 


053 1 National Institute of 


Public Administration 


(INTAN)
 

099 2 Technology Transfer 


(TECTIN) 


112 3 	 National Prcductivitv 


Centre 


138 4 	 Public Service 


Department 


139 5 	 Fisheries Division 


Ministry of Agriculture 


Malaysia 


141 6 	 Metal Industry Technolog 


Centre Standards and 

Industrial Research 


Institute of 	Malaysia
 
(SIRE1) 

Address 


Kuala Lumpur 


22-11
 

16 B J/N 


Kemuja Kuala
 

Lumpur 22-01
 

P.O. Box 64, 


Petaling Java
 

Selangor
 

Jalan Ipoh, 


Kuala Lumpur
 

Swettenham 


Road 50628 


Kuala Lumpur
 

Shah Alam In-


dustrial Site
 

Selangor
 

MALAYSIA
 

Response
 

IReseivedIReceived, Training Areas 
 Remarks
 

No 

No 

No 

No 

Yes 

No 

Training courses 

not conducted 

146 7 	 Syarikat Telekom Malaysia Jalan Gurney 
 Yes 1. Data Computer
 
Berhad 
 Kiri 54100 
 2. Local network
 

Kuala Lumpur 3. Switching
 

4. Radio Transmission
 



MALAYSIA-2
 

MASS Serial 
No. No. Name of Institution Address Response

Received Training Areas Remarks 

147 8 Tun Abdul Razak 

Broadcasting Institute 
PS 1199 Jalan-

Pantal Earu 
Yes 1. Radio and Television 

Production 
59700 Kuala 
Lumpur 

2. Broadcasting Management 
3. Radio and Television 

Engineering 
4. Journalism and Filming 

-J V 



__ 

PHILIPPINES (REPUBLIC OF THE)
 

MASS Serial Name of L.stitution 
 Address Response Training Areas 
 Remarks
 
Received
 

No. No. 


034 1 	 College of Business U.P. Campus 
 Yes MBA
 
Administration 
 Diliman
 

Quezon City
 

085 2 	 Economic Development Makati, Metro No
 
Foundation Inc. 
 Manila
 

087 3 
 Bureau of Energy Utili- Merritt Road, 
 Yes Short 	term courses on:

zation Office of 
 Fort Borifa-
 i. Energy Management Course
Energy Affairs 
 cio Makati, 
 2. Energy Conservation and
 

Metro Manila 
 Preventive Maintenance for
 
Small and Medium Scale
 
Industries.
 

3. icient 	Boilder Operation
~and Preventive Maintenance
 
for Small and Medium Scale
 
Industries.
 

131 4 	 Productivity and Develop- P.O. Box 74, 
 No
 
ment Centre Development Araneta
 
Academy of the 
 Centre Cubao,
 
Philippines 
 Quezon City
 

132 5 	 Asian Development Bank P.O. Box 789 Yes 
 Not relevant
 
Manila
 

136 
 6 Asian Institute of 
 P.O. Box 120, 
 Yes 1. Industrial Cogeneration
Developmental Studies 
 College, 
 2. Energy Management
 
Laguna 
 3. Small Enterprise Department
 



PHILIPPINES-2
 

MASS 
No. 

Serialr 
No. Name of institution Address Respounse 

Received 
Til AaRAreas rRemarks 

199 7 Bicol University Lagazpi City yes 1. Master in Management 

4901 2. Mechanical Engineering 
(Bachelor) 

3. Electrical Engineering 
(Bachelor) 

4. Civil Engineering (Bachelor) 
5. Industrial Teacher 

Education 
6. Two-Year Trade Technical 

271 8 Asian Institute of 
Management 

P.O. Box 898, 

Makati Metro 
No 

Education 

Manila 



SINGAPORE (REPUBLIC OF)
 

MASS Serial

No. No. Name of Institution Address 
 Response Training AreasRece ived -Remarks 

069 1 
 Singapore Institute of 
 17) iiver Valley

Standards and industrial 
 Rid Singapore
 
Research (SISIR) 
 0617
 

132 2 
 National Productivity 
 55 Cuppage Road 
 Yes 1. Supervisory Yanagement
Board (&-PB) Xc.0S-16 
2. Productivity Management


Singapore 0922 
 3. Production !'lanagem-nt
 

4. Management Services
140 3 Department of Business Bukit Timahl Road No
 
Administration Universit, Singapore 10
 
of Singapore
 

142 4 inistry of Foreign 
 St. Andrew's Road 
 No

Affairs 
 Singapore 0617
 

286 5 
 Ngee Ann Polytechnic 
 535 Clementi Road 
 Yes 
 i1. Business Studies
 
Singapore 2159 
 2. Computer Studies
 

3. Building M-anagement

4. Public Health Engineering
 
5. Electrical Engineering
 
6. Electronic Engineering
 
7. Mechanical Engineering
 

.-<: 



THAILAND
 

MASS Serial Name of Institution Address Response Training Areas Remarks 

No. No. Received 

061 1 Thailand Management 308 Silom Road, No 
Association Bangkok-5 

070 2 institute of Food 

Research and Production 
Development Kasetsart 
University 

P.O. Box 170 

Bangkok 10400 

Yes 1. Food processing and 

quality control 
9. Sovbean Processing and 

Ptilisatio 
utilization 

098 3 Thailand management 

Development and Produc-

tivity Centre Department 

Rama 6 Road 

Bangkok 10400 

Yes Conducted in 

Thai language 

of Industrial Promotion 

Ministry of Industry 

106 4 Textile Industry 

Division 
SOI Kluay Nam 
Tai Rama 4 Road 

Bangkok 10110 

Yes 1. Textile Mill Management 

Techniques 

2. Textile Technology 

Conducted in 

Thai language 

Training 
3. Entrepreneur Training 
4. In-Plant and Instructor 

Training 

114 5 Regional Computer Centre G.P.O. Box 2754 Yes Computer Science 
Asian Institute of Bangkok 10501 
Technology (ALT) 



THAILAND-2
 

MASS 
No. 

Serial 
No. Name of Institution Address ResponseRec ied rain inugAreas Remarks 

159 6 Division of Industrial 
Engineering and Manage-
ment, Asian Institute 

of Technology (AIT) 

G.P.O. Box 
2754 Bangkok 
10501 

Yes 1. Agricultural and Food 
2. Energy Technology 
3. Industrial Engineecing and 

Management 

270 7 Asian Institute of 

Technology 

?.0. Box 2754 

Bangkok 

Yes 

4. Water Resources Engineering 
5. 6eotechnical and Trans­

portation Engineering 

Management Development Program 

288 

289 

8 

9 

Bangkok Teihnical 

Institute Campus 

Department'of Vocational 

Education, Ministry of
Educat ion 

Tung Mahamek, 

Bangkok 

Bangkok 10300 

No 

Yes 
Does not 
o ndut 

Eductionsuitable conduct 

290 10 Institute of Technology 

and Vocational Educa-
tion, Udomsak Campus 

ITVE 

15 Soisujarit 

I Rama V. Dusit 
Bangkok 

No trainings 

291 11 Agricultural Research 

and Training Centre 

P.O. Box 89, 

Muang District 

Yes Agricultural Technology 

Lampang 



THAILAND-3
 

MASS 

No. 

Serial' 

No. 

Name of Institution Address Response 

Received 
Training Areas Remarks 

292 12 Institute of Technology 

and Vocational Education 
Nonthaburi.Technical 
Campus 

Nonthaburi 

Road, Nonthaburi 
Province 

Yes 1. Auto Mechanics Technology 
2. Civil Construction 

Technology, 
3. Electronics 

4. Metal Technology 
293 13 Faculty of Agriculture Sriracha Cholburi No 

Bangpra Campus 

294 14 Institute of Technology Suranarai, Nakor- No 
and Vocational Education nrachasima 

295 15 Institute of Technology Ayuthaya No 
and Vocational Education, 
Ayuthaya Agricultural 
Campus 

296 16 Institute of Technology 264 Chakrawod Road No 
and Vocatioral Education Bangkok 1 

297 17 Institute of Technology Amphoe Muang No 
and Vocational Education, Khan Kaen 
Khon Kaen Campus 

298 18 Institute of Technology Turgsong No 
and Vocational Education, Nakhonsritha-
Nakhornsrithammarat mmarat 
Agricultural Campus 

299 19 lstitute of Technology 1635 Charen-Krung No 
and Vocational Education, Road Yanawa 
Pranakorn-TAI Campus 

LO 

LO 



THAILAND-4
 

MASS Serial Name of Institution Address Response Training Areas Remarks 
No. No. N A Received 

300 20 Institute of Technology TAK No 
and Vocational Education, 
TAK-Campus 

301 21 Institute of Technology Samsen Road Yes Conducted in 
and Vocational Education, Bangkok 10300 
Thewes Campus 

Thai language 



UNITED STATES OF AMERICA
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UNITED STATES OF AMERICA
 

No. No. Name of Institurion Add r,- , 
 i rc 

029 1 	 American Chemical 
 ai-: en D.C. 
 ".
 
Society 20036
 

035 2 	 Institute of Public 1500 Asvlunm Avenue Yes 1. 	Computer in llanagerc nt and
 
Service, the 	Universit'y Connect icut[ Develop;nnt 
of 	Connecticut 
 06117-2699 
 2. 	 Personnel Nianagement 

3. Financial Management and
 
Fundamentals of Manaoement
 

4. 	Project Analysis encd
 
Implementation
 

037 	 Georgia Institute of Atlanta, Georgia No
 
Technology 
 30332
 

063 International Marketing 29 Garden Street 
 Yes Seminars on:
 
Institute 
 Massachusetts 
 1. Accounting and Finanze
 

02138 
 2. 	Administration
 

3. 	Marketing and Distribution
 

4. 	Mfanagement skills
 

064 5 	 Internatioil:1 Parks Inc. NoArizona 86002 


086 6 	 Technical Association of Atlanta No
 
the Pulp and Paper GA 30338
 
Industry
 

148 7 	 International Monetory Washington 
 Yas Courses and seminars on:
 
Fund Institute 
 D.C. 20/,jl 
 1. 	lechniques of Economic
 

Analysis
 
2. 	Financial Programming and
 

Policy
 
3. 	Y'oney and Banking Statistics
 

4. 	Financial Analysis and
 
Policy
 

5. 	Public Finance
 



UNITED STATES OF AMERICA -2 

MASS 

No. 

Serial 

No. 

Name of Institution Address 

Rece ivcd 
Training Areas Remarks 

155 8 Graduate School, USDA 

International Program 

600 Maryland 

Avenue, S.W.No.134 

Yes Organizational '.Management 

Washington, D.C. 
20024 

192 9 Bureau for Private Washington, D.C. No 
Enterprises 20523 

193 10 Employvment and Small Washington, D.C. No 
Business Enterprise 20523 
Division USAID 

W 



OTHER COUNTRIES
 

1. China
 

2. Egypt
 

3. German (Democratic Republic of)
 

4, Germany (Federal Republic of)
 

5. Ireland
 

6. Israel
 

7. Japan
 

8. Portugal
 

9. Sudan
 

10. Tanzania
 

11. Turkey
 

12. United Kingdom
 

13. Zambia
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CHI:NA (PEOPLE'S REPUBLIC OF) 

MASS Serial ResponseJReak 
MASS 
No. 

Nerial
No. 

Name of Institution Address ResponsdReceived Training Areas Remarks 

089 1 Zhenjiang Institute of Zhenjiang Jiangsu Yes Does not conduct 

Agricultural Machinery 

124 2 China Productivity Taipai, Taiwan 105 No 

Centre 

143 3 Bureau of Foreign Beijing No 

Affairs MinisLry of 
Education 

273 4 Department of Speciali- 35 Da Mu Chang No 

zed Secondary Education, Huton XI Dan 

Ministry of Education Beijing 



EGYPT 

MASS Serial Name of Institution Address Response Training Areas Remarks 

No. No. Received
 

091 1 Industrial Design P.O. Box 226 Yes 1. Industrial Management 

Development Centre Cairo 2. 'laintenance 

(I.D.D.C.) 3. ,laterial Testing 
4. lechanical Drawings 
5. Manufacturing Processes 
6. Welding 
7. Electronics 



GERMAN (DEMOCRATIC REPUBLIC OF) 

SResponse Tann ra eak 

MASS Serial Name of Institution Address ReTraining Areas Remarks 

No. No. Received 

274 1 Central Institute of Reinhold-Huhn- No 

Vocational Education of Str. 5 1080 

the G.D.R. Berlin 



GERM4ANY (FEDERAL REPUBLIC OF) 

MASS 

No. 

Serial 

No. 

Name of Institution Address Response 

Received 

Training Areas Remarks 

118 

275 

1 

2 

Print Promotion 

Bundesinstitut Fur 
Berufsbildung (Federal 

Institute for Research 
in Vocational Training) 

D-6000, Frank-

furt 71 

Fehrbelliner 
Platz 3 

1000 Berlin 31 

Yes 

Yes 

1. Offset course 

2. Reproduction course 
3. Binding and finishing 

Replied in 
German language 

276 3 German Agency for 
Technical Cooperation 
(GTZ) 

Dag Hammarsk -
jold-Weg 1 
6236 Eschborn 

No 

277 4 Deutsche Stiftung Fur 
Internationale 
Entwicklung (German 
Foundation for Inter-
national Development) 

Kothe-Kollwitz-

Str. 15 6800 
Mannheim 1 

Yes 1. Metal working 
2. Electronics 
3. Tool Making Jigs and Fixture 
4. Light and Power Installation 
5. Pattern Making 

278 5 Board cf Trustees of 
German Economy for 
Vocational Education 

Buschstrasse 83 
5300 Bonn 1 

No 

279 6 Bundesanstalt Fur 
Arbeit 

8500 Nilrnberg 1 Yes Does not conduct 
suitable trai­

nings. 

< 



IRELAND 

MASS 
NoM 
No 

Serial
Sr 

o 
Name of Institution Address Response

Received Training Areas
Ta in AraRe Remarks 

rs 

163 1 ANCO, The Industrial 27-83 Upper No 

Training Authority Baggot Street 

Dublin-4 



ISRAEL
 

MASS Noeia1 

MAS Serial 
No o 

Name of Instituzion Address 

Rsos 

ResponseTraining AreasReceived Remarks 

018 

105 

284 

1 

2 

3 

Israel Institute of 
Productivity 

Mount Carmel Interna-
tional Training Centre 
for Co=unity 
Development. 

Institute for Teaching 

Aids 

4 Henrietta Szold 
St. Tel Aviv. 

12 David Street 
34351 Haifa 
P.O. Box 6111 

43 Brodetsky 

Street P.O. Box 
17168, Tel Aviv 

No 

Yes 

No 

Business management training 
for grass-root community 
workers or neighborhood 
enterprises 

Z_ _ 



JAPAN 

MASS SerileReoark 

MASS 
No. 

Serial 
No. 

Name of Institution Address ResponseTraining 
Received 

Areas Remarks 

005 1 National Food Research 2-1 Nishi Shin- No 
Institute juki, Tokyo 160 

009 2 Asian Productivity 4-14 Akasaka, Yes Seminars, Symposia, conferences, 
Organization Tokyo 107 study meetings etc. on 

propogating productivity 
consciousness 

019 3 The Asia Electrics Uchisaiwai Bldg. Yes Referred to 
Union 4-2 Tokyo 100 other 

institutions 

020 4 Association for Overseas ToKyo No 
Technical Scholarship 

027 5 Japan International P.O. Box 216, No 
Cooperation Agency Tokyo 160 

(JICA) 

041 6 Kyoto Skill Development Kyoto No 
Centre of Employment 
Promotion 

!n 



MASS Serial Name of Institution Address Response Training Areas Remarks 
No. No. Received 

102 1 International Association Avenida Rovisco Yes Student exchange 

for Exchange of Students Pais 1096 Lisboa programe for 

for Technical Experience codex-Portugal practical 
training 



SUDAN
 

.ASS Serial Name of
N o . N o . Institution 
 Address Response Training ArEassR e r k
 Re c e i v e d T a n n Ar 
 Remarks
 

110 1 Management Development P.O. Box 2308, Yes 
 1. Business Management Conducted in

Centre 
 Khartoum 
 2. Industrial Management Arabic language
 

122 2 Department of Chemical University of 
 No
 
Engineering Khartoum
 

4 



TANZANIA (UNITED REPUBLIC OF)
 

MASS Serial Name of Institution Address Response 
 ni Areas 
No. No. 
 Received 	 Remarks 

109 1 	 National Institute for P.O. Box 2021, No
 
Productivity Dar-es-Salaam
 



TURKEY
 

MASSSeril 
 {Responsel
 
MASS 
No. 

Serial 
No. 

Name of Institution Address ReceiveReceived Training Areas Remarks 

093 1 Marmosa Scientific and Ankara No 
Industrial Research 
Institute and Technical 
Education 

'095 2 Cement Research and Ankara No 
Development Centre 

096 3 Erdgli Iroo and Steel Eregli No 

097 4 Sumerbank Bursa Yes Conducted in 
Research Development and P.K.-350 Turkish language 
Training Establishment 

160 5 Faculty of Technical Ankara Yes 1. Woodworking 
Education Gazi 2. Machine Production 
University 3. Plumbing 

4. Metal Works 
5. Foundry 
6. Electronics 
7. Automotive 

161 6 Medical Plants Research Eskisehir No 
Centre, University of 
Anatolia 

189 7 Bosphorus University Admission Office Yes 1. Business Administration 
Bebek, Istanbul 2. Industrial Engineering 

189 8 Technical University of Admission Office Yes Industrial Engineering 
the Middle East 06531 Ankara 



UNITED KINGDOM
 

MASS Serial Name of Institution Address Response Training Areas Remarks
 
No. No. Received
 

117 1 	 PIRA, The UK Centre for -leatherHeads No
 
Printing and Information Surrey KT22
 
Technology 7 Rd.
 



ZAMBIA
 

No. No.
MASS Serial 
 Name of Institution Address Received Training Areas e ak
Response T a n n Remarks
r a 


108 . Zimco Institute of Centre for Profe- Yes 1. Accountanv and Financial 
Management ssional Studies Managenment 

Buyantanshi Road 2. Marketing 
P.O. Box 31735 3. Data Processing 
Lusaka 4. Transport Mlanagement 

5. Purchasing and Supply 



APPENDIX Vi: TRAINING APPROACHES FOR SPECIFIC SKILL NEEDS 



In Chapter 	 most
IV types of trainings which could be developed to meet the 

critical needs 
 of the private sector were outlined briefly. This Appendix

provides more details on each training approach. It should be useful for
 
those whose task it is, ultimately, to implement the training project.
 

Recommended approachos to address specific training needs are discussed below. 
In some cases skill categories are grouped together when they are 
logically

linked to a similar problem or area of expertise. 

1. 	 -Working with the government/influence management
 
-Influence lanagement: source and force
 
-Knowledge of !1M( rules and regulations
 

Despite the fact tHint this skill need is not easily addressed through
training, it's importance, not only as identified in these skill needs, but
also in other areas such as inventory management (ie. obtaining necessary
facilities to import raw materials), technology procurement, and even
marketing strategies where the firm faces competition with government
corporations cr imported collmodities, cannot be ignored. Two questions
deserve attention: how can training help entrepreneurs and managers better 
cope with structural inufficlences in the bureaucracy? and how can training of 
civil servants reduce such inefficiences? 

A) Short, mobile traingin cour e; in working with the government to give
entrepreneurs exposure to W. rlwes; and regulations, stimulate discussion on 
how to work the system, od provide peer group support and resource networking 
among local businesspeople is high]y desirable. While most entrepreneurs are 
basically aware of the rul es and regulations, the major underlying objective
of mobile training would eiito stimul.,t networking and a mutuality of support
within the busines; c,rwunity in a particular locality. A one to two day 
seminar on this s;ubject i; if fficien;. 

A training capability with :>:pertise in 1) rules and regulations; and 2) using
the system to it's 'ptim;al extent (io influence management), should be 
organized within an in-country institution. In addition, the course should
draw on expjer t ise r thit priv. sactior: entrepreneurs, preferably from the 
locality, who have lon , :.;rion'. in business and are willing to share their 
views. Generou:; ilent I ev'nI lii ihnecessa;ry to persuade such individuals to
share' their sc Oot, L ', rerimplntiti yes of relevant government agencies

scould also he broughit ino the prim: cw . By involving repr entatives from
ING, the bu:s[ie S:.; coi: cii v would sctaind Lo strengthen it's dialogue with 

governmen t. 

It is not recoill, !,".,i t Ih, l-1; representative(s) le party to the entire 
training, but ratheri hIlt in terni.a 'lullp dialogue and group dynamic exercises 
which ht.il.dte group .1 ,'inn am identification of commian goals, preceed
meeting-; withi gov.rm,,nt 	 elt: Non-threatening could ber r,,n ivon. exercises 

adapted it-riami o'
to the ion ,ivernment represeutat[ves and the group,
 
to make it a poit ive ;aml ii I iv, ,xp.rionce
 . 

B) The hiauriie ; -f f',i;;:; - t- ind industries as well as Industrial 
Associationl .lccr:;; Ih, ,intry provide a viable, pre-established networks 
for conduct: ing cliert -i! cli lortim ''ii the subjects of working with the 
government, which w lid ,at i lmiilu.t hi nking and action on tile part of the 
private sector. If art i,': l!nLv, cl established and respected entrepreneurs 
can be ident ified who ;it'eOil I I i, to !;hare their strategies and views aboutdealing with govern,_ n t, a spieakiing tour for these individuals to various 
localities would ibehn Fi,: ia, t"u.:;antmlly, the goals of this as well as the 
previously des;cribed mob iilY t r;liningO courses are to generate a dialogue and 
sharing of ideas whereby tOn private sector can more adequately meet it's own 



needs by working together.
 

C) Many entrepreneurs have resorted to the use of fqcilitating 'agents' 
who have the necessary contacts with government to get their work done more 
efficiently. In a sense this approach provides the counterpart to a 'one­
window' approach, which many entrepreneurs feel would speed up their workings 
with the bureaucracy. The agent system allows Lhe entrepreneur to delegate
 
all of the necessary government jobs to one individual. At present, agents
 
are not available to most small and cottage industrialists because either they
 
do not know how to locate an agent, cannot afford to pay one, or both. 

Thus, one alternative would be to strengthea ihe capability and number of 
marketing agents, which might reduce the cost of such services, legitimize 
their role to some e.tent, and make these services more widely available. The
 
use of such agents, for instance in shipping, is common and effective in 
India, which provides a reasonable, nearby model for the 'routine' use oz 
agents for Nepal. In terms of training, this could be efiected Dy: 

1) drawing existing 'agents' into formal t:r;,ining courses to share their 
expertise and advice on working che :'ystcil with other individuals, 
particularly from small and cottage industries; 

2) similarly, involving 'facilitating agents' in dialogue sessions with 
entrepreneurs and governrment officials; 

3) assisting in The institutionalization of 'facilitating agent' firms by 
providing training grants. Such training grants would be allocated with a 
concomitant commitment on the part of the ins titution to provide a specific 
volume of services to the private sector. 

D) In line with this approach, an institutionalized and locally availabile 
capability for assisting entrepreneurs and .an.gers in dealing with the 
g;overnment is highly desirable. Proposals from institutions vhich could offer 

Sadvice' and assistance in obtaining facilities and solving problems should be 
solicited. Training of coun.ultat: S t o operate such ll 'assisting' function 
could be suppo-ted under this project. 'Iils consul ting service would include, 
for instance, advice to the oentrepreneur on who to see and what to do in 
obtaining necessary faci ilit is as well ;i;iegal1 opt ions. The consulting group 
would need to haive strong tie; with government!: to le able to help the 
entrepreneurs. 

The time and money which the private sector An a whole expends in dealing with 
government indicates that were sich a s:rvice availabie, and if the 
institution were able to develop a track record of being able to expedite 
problems in working with goverlnent, entrcpreneours would ie willing to pay for 
such services, and the 'assisting' aereicy could become financially 
independent. Futhermore, if tihe iWMt tul ion organized a board to oversee it's 
act:vities, which included governmient repreeiltat ivo:, it might be more 
effect:ive.
 

This activity should be carr:ied out on a pilot bmsis, nay in one locality or 
for one type of ind,;try to begin with, to see whether the approach is viable. 

E) Study tours to other coumntrien for civi I servants are not reconmnended. 
Many civil. servanrt:s have been sent on ' olerva Lion t -ourswith the objective 
of resolving internal policties throughr example; the real impact of such tours 
is questionuable. 

VI.3 



2. 	 -Delegation of responsibility/supervision of staff
 
-Staff motivation
 

Because the issues of staff motivation and supervison are so closely allied, 
they are considered together and it is recommended that they should be 
addressed in tandem in the context of training. 'lhi3 skill need has both 
personal and structural aspects. 

The hierarLiical nature of supervision and communications, the lack of two way

feedback within firms, and the absence of explicit criteria for promotion
 
and/or salary increases, are all structural problems; related to delegation and
 
supervision which contribute to low motivation. The issues of motivation, and
 
even 	 of supervision, are embedded in cultural modes of communications and 
relationship in Nepal. They are, therefore not 100% amenable to change
through training. 'le problem of staff motivation manifests in terms of 
absenteeism, underperformance, and high turnover of staff. Many
 
entrepreneuers fault Nepali laborers for these characteristics and rationalize
 
their preference for Indian labor. However, there are examples of firms which
 
do not rely on Indian labor or management and boast economric gro :th and 
diversification. Thus, solutions exist. Entrepreneurs and managers alike
 
would greatly benefit from the findings of other entrepreneurs in Nepal, and 
indeed from some basic organizational management theory. 

Communications and employee motivation within indu;tries is not a concern 
unique to Nepal. it is a major issa.ue in many developed and developing 
countries. The Japanese model where interna I cohet;ion is generated through 
strong ties between management and labor Ws gnerated considerable attention. 
These models from other countri,,s may inform training in Nepal. In 
addition, entrepreneurs and mungers ilike would greatly benefit from the 
findings of other vit repreneurrs in Nepa. 

Because the private :ector has identiified moivation and personnel management 
as important (at least indirectlV through the recounting of critical 
incidents), it is anticipated that wet, trainig in these subjects available,
the private sector would Ih, toer to partnt i p;tte. courses onict Training 
personnel management liould intgriLti' i heoty ani practise into an overall 
proble-l-solvin , arpproach I this isscar. 

'h'lere is no insitut. anal caphbilit v in Nepal wlhich can readily address this 
training need. Thus, before.,, i i cMitrin ca for the privatearmmm e offered 
sector, training of trai ne s is; ,"':asrr'y. 

A) Trai.ning of rainersi in pra-t i cal ther es.; related to personnel 
management, organizaLioil 'lvelapsrit , ';taiff motiv ation, incentive schemes 
are recouiirlended. 'lhe, :rin ni gs sitr l lsao provide the trainees with 
diagnostic, ,rnup d[ynamic: aindI galo; playing tyechliiql ;ainl practical, problem­
solving rkitla. Trainerts sholdt 1,1, ,nt in gotips airnimum two soaf of 
that- upon retlniu they cai r it forc, rat1 !miittanr ol' irotler. In addition, a 
collllnitmliont oilthe pair in, joli Ictuallyof t nn r i ao condict trainings must 
be elicited in advanie. 

''tre isinnovat i ye work bet nr done inn the 11.', on or'ganizational psychology,
including collimilliI tos ~woiI liowever, relevance such;itir;u; t irs',. the of courses 
to the NepaIl , C;ie nirs be a c,.rtn!iild 1Llfoti-e i llivi duals are sent for 
training. Tns;t ilto ;hol I i''b I r ifi od wh re -,uch training could be 
imparted wI ihi ; utot. jr;rt focl.stI 'imrt li neio sa;iry ski.l ls, but is also 
relevant to the Nepali contt.xt. 

Alteriatively, it: te rt c 1.;iitl crl Ititl effect- ive 
training coirtise in Nepal. In tis cetrioIa, expatriat trainers would be 

iay moln" t I y to hold this 

A&
 

http:contt.xt


brought into Nepal and individuals who could provide a cultural 'bridge' could
 
also be drawn into the training of trainers. The latter might include 1) ex-

Peace Corps Volunteers, 2) senior members of the business community who have
 
successfully resolved some of these issues in their firms, and/or 3)
 
individuals who have done management courses abroad who are also involved with 
the private sector.
 

Candidates for training should be selected based on their firm grasp on the 
theory; training should enchance the trainer's ability to extract the 
elements of the theory which are relevant to a particular group, and build his 
or her training course around that. tLis recommeded that only individuals 
with both a management (or, alternatively, psychology) background, and some 
experience in a training situation be selected for training. Those with long 
years of university teaching experience should only be considered if they 
demonstrate an ability to work ineractively in a group process. 

B) Curriculum development is an equally important aspect of meeting this 
skill need. Once trainers have been trained, they should be in position to 
apply what they have learned to tihe development of training course curriculum 
which are tailored to large and small scale enterprises respectively. 

C) Because this skill is no important, and based on tihe vertible vaccum 
that exists for providing training in these skills, it is recomiended that the 
training provided above he followed by another tra ining of trainers, including 
individuals already in the field of business consi ulting (eg from SBPP, DCVI, 
CIDB, and private sector consultinLg firms). This skill need is so critical, 
that ,..ill training in techniques for addressing it: should be made available 
to as many individuals as poss ible. 

D) Once tru iners are avail alle, training courses could he provided in 
several frmalts. Work-hops to .scuss persoinel m iljeirien t and motivation 
techniques could be de:signed tor iisajor urbln areai. II particular, training 
should include at:tention on job allocatioi, superVis;iol, coMMunicution skills, 
r'ilrpl oyee evaluat-ion appra , r',adjusoiitments provideaid iisal :tructruai which 
profess ional growth potont ia1 wit:hin an ILndus try tLC. Since most entrepreneurs 
and managers lave not belien expid t:o soi'me of th Interes'ting and applicable 
findings ini tihe f Ild of innrgeii iriu iA is g,siend training, , u that courses 
incororat:e both th(wiry slI jimacli e. For i nt.rn'e, in an intensive 4 day 
workshop, tvwo days coind h, spo't ,ni preurit ing, succinctly important 
1niirageneat coircepts telited tio s:; iI meti ivatoi r . +lihe o]low ing two days could 
be engaged in ptroble :;slvLnjl,--not rvjntittica problems from a text book--but 
the real day to day prob erim; of tie particip;init:i . 

E) Iecause of tbllf, elrvironr',n1t: of- ;(,crecy' ird suspicion in the private 
sector, it is highly r'comm+ienrdl ti it trIasi ng Courses t:o address this skill 
need, particularly for Liiie arnd ijit!iii:: setale inruoi;tries, be available for on 
sri In-house basis.-Tri ii;, Ih rinii i irirst:illirion would organize a short 
course (eg 2-4 days) iii r''-poli to r-i';!;ts: fron:; iri jvidual industries, which 
colid be tailored to the' roil or t irf sinlrpse. 'he fiocus of such courses 
shoul (I be to work on tlhe irtr. ,i 1,11 prolllmii s of Ili,- sjpecilc rindustry, and 
shoulId i avolye eiii o yeen;i t wi , ','s. Ivi I ': 1lliir )r i ate. Staff should be 
al Lowed to voice their ciltC0 l:; f;nr ha t I,:ii;Pi'Iirt Cin relalisticalIy address 
tie pmoil)ems if' siupervi sjion i :.ot i v;it ii, 

For sinalll er and or tol.,',' if rlrh ;Iri' i,' , it girt ' lin'e effective terins ofllii h (in 
Cost , sAf t: line andil im) gInip- ;Illjirt ) to rgairi we seirriruirs in i ,articulP . 
locality ril iliiIt individu l; frolli 'I varitv of iniulir;trieOs. Since the skill 
needs a;.e not speic ic oi ar, i cular typ'ye of idriu tr'y, tile dialogue between 
a cross section of 1lirliMigi'i'siir silan I ibor lnihy lie pi'olictive. In general it is 
desirable thi at: 1( iL two liidivi'hlis ; froi ;i Elrlii tt:lelid, so thlat they can 
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help each other to impart their findings from the training to others in their
 
firm.
 

In the context of all training programs on this skill need, it is recommended
 
that management be required to assess it's organizational structure in the
 
context of information provided on theories of communication and group 
cohesion, and that they be encouraged to redesign management plans and 
incentive schemes on that basis. 

In addition, the expertise of large scale industrialists in resolving some of
 
the internal management constraints through structural readjustment, should be
 
tapped, even if this is only by providing case study readings or lectures on
 
how other Nepali firms have overcome problems dealing with motivation and 
delegation of responsiblity. Once the theory has been covered, guided problem
 
solving exercises, wherein the trainees are encouraged to work out creative
 
solutions themselves (and engage employees insofar as possible, to generate
 
more commitment to the outcome and. indeed provide a wider range of options) 
should provide the focus of the workshop. 

It is anticipated that as more workshops of this nature are conducted, the 
trainers themselves will be able to refine and package their courses more 
effectively. Certain solutios and techniques will suggest themselves, in the 
course of the trainings, which can then he incorporated into curriculum. 

F) Training courses like this tend Lo generate a lot of energy, and 
personal commitment to follow hronih on wtat has been learned. However, 
there is a threshold after .hich tralnees--.ia this case both management and 
staff--will tend to revert to their old way's. Thus, tie coimmunications 
training course should in ldeh preareedtpon follow on sessi.ons--which need 
only le -2 hours-- to review the resolations reached in the initial meetings, 
and reinforce new forms of lehavior. lehviora] monitoring based on simple 
feedback mechanisms could lie introduced in the it itl workshop and provide 
the basis for foilow-on disusionsa. 

G) As meati oned above, ri-i,' xe_,rienced entrepreneur s have developed 
organiizational :solut ions th, '-r,o and Forumto p,-0ot,, 'oftuprvision motivation. 
for sharing ideas and ,ipproach:; t:o the;se issue;s are highiy desirable. These 
could be organ ize, 1by IoerIT7TTI h'rl,;, t7Coirr;i;rc,' and rillisltries. 

11) llecause liot ivat; lo and cohlruicaa teions are suc important skill needs in 
the private :;etor, they :-;feila W fniicorpirdttid as i coiiponent of training 
courses in other fields;. (their !;::il needs such as manpower planning and 
recruitient, inventory manai m'o:nti, and markot r;trategies, depend on 
coiminiiicatil:;s s;kill s, informti jll ietlwor:i rid schemes to beang incontive 
effective. It is ant icip!tei I hr after short term coursesr are initiated in 
the areas of coiirni tlca o ; -it lr 'Vi; on eic, tr;iiners themselves will be 
able to identiiv the mr;t '-nrit 01 -I, rr'nt r of effective training in these 
subjects, and Lu -di err of* other In thisthereby thi ; componrenlits courses. 
regard, the possrribility of int r-in..--u.im;l ii iki,;e; whereby the lead firmf 
which is providing Lrainin , in )i te uibject., ;uibcont.racts with another 
institution to c')rilln ivation tlra lliug , should beprovide ;tl ion:-/ miol 
encouraged. 

3. -'Tr;in er iii.a nd f;fall' dov ,,;innii 

'iTe skill needr; flocu; ,intwo ,Njol r;sue; : 1) identifying suitable tmangersii is 
- technicians; and 2) holdin,, antd ptomotigs taff. The' fact that training 

itself ranked as h igh a.s;it did f poitli:tive on the part ofihicati perception 
entrepreneurs allt o'rr Lrailinig -taiff, indirectly,Inriglrsi ewilrf of" and, a 
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willingness to support such training. However, the fact that 
the private

sector 
perceives a need for training implies that training institutions must

be able to identify 
the areas of most crucial need and provide training

courses which are optimally relevant in terms of logistics and substance. The
training capability in Nepal must overcome 
tne 'credibility gap' which has

diminished it's potential usefulness to the private sector. Some
recommendations for how this can be stimulated through trainiing grunus was put
forward in the previous chapter. In general, it is suggested that anatmosphere of healthy competition between institutions whereby a client­
orientation would naturally arise, 
 be promoted. 

While training in itself is one step towards staff development, internal
structural changes and incentive schemes, discussed above, must also be
considered in this regard. Several other training strategies suggest 
themselves:
 

A) The problem of recruitment, which is linked to availability of trained 
manpower, points to a need for more organized employment rosters whereby
entrepreneurs and employees could more easily find a match between necessary
skills and employment vacancies. No organized, effective employment agency
exists in Nepal. While the Department of Labor has this as one of it's
mandates, to date the effort has not been effective. The experience of the
Business and Professional Women's Cluib, which at:tmted tc provide suchservices to women met with mixed results. ,'i1e many vacancies were
identified, the coordinator of this service had a hard time gettingprospective candi'lates to show up for interviews. This goes back to the
motivation issue and the generally personalized business culture in Nepal. 

The creation of a viable employment agency would ip to professionalize the
employment process in Nepal, and facilitate job placement for the graduates
and technically trained individuals. This agency might also coordinate anapprenticeship program, leading to job placement. The agency would be
required to maintain strong linkages with industry and in order to be abta torespond to employment needs. Linkages with Chambers of Commerce and Industry
and Industria! Associations would stremqgthen the networking aecessary for this
service, but it should be organized b : private, sector agency with a built-inincentives for placing the maximum number of candidates. Payment by the
individual searching for a job as well as the employing agency would be 
collected by the coordinating agency. 

Proposals to develop this kind of service should be ,olici ted from the private
sector. At the outset, individuals could be sent for t aining or study tours 
to nearby countries where such an approach is being succesSfUl l implemented. 

B) The issue of high turnover of staff was admrssed in sect ion 2. above.

Both structural and comunications skill trainings would ;mdre.ss this issue.
 

4. -Inventory management 

The skills required for inventory management ;ire not os str;ightforward as
they appear. While it is true that entrepreneurse and manager: do not alwaysproject raw material needs based on an organized production plan, an equally
important dimension of inventory management has to di with working with the 
government. As an increasing number of indus tries rely on imported raw
materials, 
 the problem of obtaining facilities to import- raw m;aterials become 
increasingly important. The recommendations presenled in ,s;ect ion 1 above
will be useful in this regard. Courses on inventory management should include 
discussion of rules and regulations as well ns working tte system. 
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The following approaches for addressing this skill need are proposed: 

A) Training of trainers in techniques and tools for diagnosing and 
training in problem solving may be appropriate. In paiticular, trainers 
should he trained in simple, straightforward approaches to inventory
management, forcasting, procurement etc.; skills they could then impart in 
particular to smaller firms, taking into account the manpower and literacy
 
constraints of many small and micro entrepreneurs. 

B) More short-term training courses on inventory management should be 
supported. Again, mobile trainings which offer short seminars for 
entrepreaeuers and managers in an urban area, or alternatively in-house 
trainirig/consultinp for a specific industry would be well received. Such 
courses; should be as practical as possible, taking into account the time and 
liter.civ constraints of the trainees. 

() This skill need also lends itself to training through correspondence 
courses. The first step would be to identify a training institution which 
could develop and test such a course. One advantage of this approach is that 
the major investment is in the curriculum and materials, after which 
administration is relatively cheap. Another advantage is that correspondence 
courses can reach a large audience; it also fits in with the time lim'tations 
of ent repereneurs and employees. To maintain a level of motivaL-*, and 
involvement in the course, it is recommended that local meetings be organized 
of those who are taking the course to discuss the contents. 

5. - Marketing: strategies and research 

Marketing becomes more critical as the size of the industry decreases. For 
smaller firms, 
 it is more difficult to assess the demands of the marketplace,
and to keep up with changing tastes and needs. In addition, many firms are 
frustrated by the reality of having to compete with imported products, either 
from India or China, or, in the case of outlying enterprises, with goods from
 
Kathmandu. For small firms, major marketing research efforts are
 
inappropriate. However, simple techniques whereby the entrepreneur and/or 
manager learns how to read the signs in the market, and develop product lines 
and marketing strategies appropriate to local demands are needed. Ideally,
this report would recommend that an agency be given the task of collecting

market information, or conducting market surveys for individual firms. 
 The
 
experience of one agency, Interface, 
in trying to market such a service,
 
indicates that at the present time even large and medium 
 scale enterprises
 
are unwilling to pay for this service. 
 It would be appropriate, however, to
 
explore at what price and at what degree of sophistication, such firms would
 
be willing to pay for such services.
 

To meet this training need, it is recommended, that: 

A) Training courses of short duration be conducted in marketing
strategies. The component of the New Business Creation Course (under SBPP)
developed on this subject is a reasonable model to adopt. Training coursus 
should ie developed for various sizes of industries, as their needs and 
abilities 
 are different. Such courses should not be concentrated in
 
Kathmandu, but should be available to enterprises in other urban areas as 
well. Again, these trainings should minimize theory and focus primarily 
 on
 
the paricular problems of the trainees' industries.
 

B) Training or study tours for trainers would also be appropriate on a
 
limited basis in this area. In particular, marketing assistance and
 
strategies for small and micro scale industries which are being used in India,
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Bangladesh, and other nearby countries could provide new ideas which would be
disseminated through trainings. 

C) Correspondence courses 
 in tle basic theory and practise of market
 
research are also appropriate. 

6. -Technology: cloice, procurement and maintenance 

Problems related to technology are inversely related to size of industry. Itis difficult 
 for smnall industrialists to identify the optimal technology
buy because of limitations in information 
to
 

availability. Difficulties 
 in
prochirsUNlnt are also linked with working with the government--obtaining thefox ci l currt,_" 'Ind paperwork necessary to import a machine is often a time
 
coild;imit1 il aumd troub. 
-some experience. Maintenance of technology relates tothcic;mie of- trained manpower and motivation. However, it also relates to the
issc f) I' inkages between institutions. Local institutional capabilities

which cain be tapped, on call, to repair machinery 
are scarce in Nepal, and
maiiv industries are forced either to retain a full time mechanic in house
(which is feasible and desirable only in large and medium 
 scale industries),
or to hunt up an indian mechanic when a r.achine breaks down (which is common
 
'E7101 so 1' and industries).
1l micro 

\) Re maintenance: If tle project could stimulate the creation of small,
local, but highly skilled 'repairing firms', this would benefit a large 
numberof industries particuarny those who cannot afford to retain an in-housemechalnic). The institutionalization of such firms could be achieved by

provi(Iiing training grants to 
firms which propose to establish themselves as
repairing institutions, or to create a 'service wing' within machinery
production or training institutions. This 'wing' would respond to the needs
of local enterprises on request. Institutions which already conduct technical
trini ng, such as tile Butwal Technical Institute, Mechanical Training Center,
or institutes of Enginneering would 
 be the logical umbrella agency for such'service 
wings' though it is highly recoimended that they be established with
 as much independence and internal flexibility as possible to avoid the
bureaucratic malaise 
 that has hindered the interaction of these and similar
institutions with the private sector in tile past. 

Beause of the dearth of technically trained manpower in the country, such a
repairing institution could be expected 
to provide mobile services as well.
Such an agency, located 
in Butwal, for instance could be tapped by

industrialists in andPokhara Bhairahawa as well. 

Such 'repairing agencies' would also be an ideal site for apprenticeship
training, and it would be anticipated that individuals could move from the
 
agency to jobs in specific firms. 

B) Re maintenance: because this issue was mentioned so frequently undertechnical skill needs, it is likely that were practical, short-term trainingsavailable for mechanics, engineers etc. they would be in great demand. The
long term recormmendation is to up!rade and expand tile training capability
providing such manpower in Nepal. However, in the short 

for 
term, it is
recommended that proposals from industries be solicited 
to train in-house
mechanics, The 
 procedures for such proposal solicitation and selection weredescribed in the last Chapter. Essentially, funding, or partial funding would

be previded to support the training of an individual technician, in theclosest locatIon where relevant training would be available. To build in some
sort of mul plier effect, the selected institution might be required to
commit itself to taking 
on an apprentice in that or 
another field once
 
training has been supported.
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C) Re choice of technology: like marketing strategies, this is essentially
an issue of information availability. Analogously, 
 the smaller the
enterprise, the more important this skill is. 
 Centralized resources for
information 
gathering exist in Kathmandu, 
 but not many micro enterprises are
 aware of them. 
In addition, voluminous inventories of machinery manufacturing
firms in India are on 
file at SBPP. While the identification of technology is
largely industry-specific, 
the skills required to identify the optimal type
and source of technology are not. 
Several strategies are recommended:
 

1) One day courses for entrepreneurs in various 
 localities, specifically
related to the identification of techology. 
 In these courses, procedures,
literature ;und networking 
concerning technology would be 
 disseminated and
discussed. 
 In the process of these courses, participants would be asked to
develop a br-:if strategy 
for identifying technology. Assistance from the
trainers, and follow-on 
support would be incorporated into the training
process. 
 Thus, the training should be conducted by a private sector

consulting firm which has the capacity and linkages with external firms whoproduce technologies. If the entrepreneur is unable to identify a suitable
technology through the mail, with the help of the assisting firm, study tours
to explore technology sources could be sponsored by the project. 
 The lead
consulting firm would be required to coordinate and prioritize such tours. 

2) The information network concerning the identification of technology
could be strengthened, at little cost, by providing local consultants
institutions with more information on how to identify and 

and 
contact industrieswhich produce machirnery. This could be done by a) supporting an in-country
data base estahli ;hed and coordinated through a central office (perhaps eventhe coordinatiiig idy for the project could organize this); b) training of in­country trrainers by those who are already providing services in other areas. 

7. -Productiion lj aiming 

Prodlict ion pllnnirig necessarily incorporates many of the issues discussedabove. However, beciuse it was identified as a discrete, and important skill
lie-:I, ItiJ-lt e i ii rig courses in production planning would be appropriate.Ag;iii, t h-ii i-uiinr for such courses should be planned with the client in
Illinh; wl d t it; ii-u )Ie ;id feasible for large and rnedium scale enterprises,gre:; a.'i 

appr priat, Ior ,ii 


which ) I iit.tintatnr accounts and inventory records, may not be
saIand micro level enterprises. Thus, an importantcoinponrIll i ni t rutn igl, for" this skill need will he curriculu planning. Asdrove<, it Il Io F er i!d towards problem solving, whereby tire trainees useUthir , 1 1!p i-;; ' .. 1,;ic ;, ;tnilies and apply the techniques taught in tilet r liun< tp .,,- ii t iion pLins. Segments of the N.B.C. model could beid;st-
 iiirll ii . Such courses would probably be well receivedb. ' i, ;li in i I localities of Nepal, and shouldottr.. be,,ve.,+ 
 .', + ,j ;ibh,. 

S , ' , 1 ien. of smal and micro industries, trainingrU,r ,
it~iit+, 

thIi poIuiation. The Achievement Motivation' ,t..' .- 'Si'db [Pi' Ior tire same type of audience is mostpp:-uulr ii .t , 1,++, io. I" ored to of fr smal] and c attage industrialists 
shrIt I ,T III , I ,II n,1,11i i Iyin thei r personal strengths and weaknesses in 
bu:Vi." . O 
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APPENDIX VII: OPTION: APEX: PROS AND CONS
 



The substantive and 
logistical efforts required to effectively implement the
recommendations put forward in the MASS r-port are considerable. 
 The overall
approach indicates the need for a 
s-ound monitoring and coordinating

component. The coordination function was a major issue in 
brainstorming

sessions with representatives of Industrial Associations, donors and IMGwhich followed the data collection method. While no definitiverecommendations emerged from these meetings, they raised several alternativesolutions and, in particular, identified major concerns in this regard. Tnthis section, therefore, several alternative institutional arrangements for
coordination and monitoring of the training project are discussed and the prosand cons of each approach suggested. MASS has recommended that thecoordinating/monitoring 
be 

function (referred to hereafter as the Apex agency)
carried out by a private sector agency, selected on the basis 
of
 

competitive bidding. 

However, because the role of the 'Apex' institution is so essential to thesuccess of the training project as a whole, it may be helpf'il to look at the 
other institutional and organizational options as well.
 

flexibility, motivation, 

1. The 'Apex' institution should be based in a private sector 
consulting firm 

It is generally agreed that the private sector has the administrative 
and, ( in many cases) linkages with the clientele,

necessary to carry out this task. One scenario then, would be to give aprivate sector firm the task of undertaking the advertising, assess.lent,
logistics and monitoring functions required to coordinate the traininggrant allocation. This consulting firm would be guided by a Board composed of
representatives of 1) the Federation of Chambers of Commerce; 2) the donors;
3) !MG. While the consulting firm would be involved in the day to day
logistics of coordination and monitoring, as well as preliminary selection of
candidates, final decision-making on strategies and training grant allocationswould be made by the Board. Linkages with agencies represented on the Boardwould further strengthen the networking ability of the consulting 
firm in
terms of information dissemination, identification of human and institutional 
resources 
which could be mobilized in th, context 
of specific training

courses, and evaluation of the impact of training courses 
vis a vis continuing
 
suppor- to specific institutions.
 

The 
board would also provide monitoring on the efficiency of the consulting

firm, and could be in a position, at, say 2 yearly intervals to 
review the
performance of the consulting firm and to terminate it's contract if
 
necessary.
 

The advantages of this approach are 1) the private sector 
 consulting firm

could draw in resources to provide this 
 service, and would, potentially,

institutionalize an in-country 
capability for identifying and mobilizing
training capabilities for 
 the private sector; 2) the consulting firm is
inherently most administratively flexible; 3) the fact that the Board would be
composed of key agencies insure participation and linkages which are critical
 
in mobilizing training.
 

The disadvantages of this approach are that 1) the agencies proposed for theBoard have a relatively limited role, 
and so may be disinclined to devote

significant time 
 and/or lend their political clout to the effort; 
 2) no
private sector consulting firm is as yet geared up to mount this type of

efforts; 3) a private consulting firm may lack 
 sufficient credibility the
fact that 
 monitoring and in particular decision-making under this scenario

would 
 rest primarily in 0he private sector may be objectionable to HMG, 
 and
 
possibly the donors.
 

VII.2 

\iv 



2. The 'Apex' institution should be housed in the Federation of Chamber of
 
Commerce
 

Since the Federation represents the 
 major network of private 
 sector
industries, and, is, 
in principle, established to coordinate and 
monitor
efforts 
oa behalf of the private sector, coordination of training could be
based with the central Federation body. Under this scenario, a cell would be
established just 
 to manage the necessary monitoring and selection 
 process

required under this project.
 

The advantages of this approach are that 1) the Federation has a significant
pre-established network in the country, 
which it could mobilize and tap; 2)
tle Federation itself would be strengthened through this process and would,theoretically, be in a stronger position to assist it's members 
along many
dinensions as a result of this project; 3) the Federation is well accepted byboth the private sector, 1MG and donors. 

The disadvantages of this approach are that 1) there is no in-house capabilityin the Federation at the moment to carry out such an effort, so thatoutsiders would hOve to be recruited and trained; 2) the role of theFederation or it's member chambers of commerce and industries as a realadministrative and political lobbying agency for industrialists has been
questi.oned; 3) internal favoritism may bias the decision-makingFederation; 4) within process of thethis scenario no outside monitoring has been providedto insure that the Federation is carrying out it's job in an equitable andefficient manner; 5) the Federation may not he able to reach down to the
lowest 1eel of inlustries. 

3. A marriag hetween the Federation and a local private sectorirtitut oll should lie effected to coordinate the 'Apex' agency
funct ion 

This approach takes into account the network potential of the Federation andthe adminis;rt ive capability of a private sector consulting firm. In a sense
it im N ,niii roni,Si, ietween 1) and 2) above. 

The vainltai; of this approach are 1) it capitalizes on the relativestren, ths of hot h Lypes of institutions and provide for the deficiencies ofenih; 21 the Federation may leg:i.timate the role of the private sector agency;3) there would ho an institutional balance so that favoritism can be
 
milli51 ':id 11 ff Ic ill 
 a xlnXlized. 

The vin , of,it tis approach are: 1) it is bureaucratically cumbersomebecame it rtfqui re.; coordination and cooperation between two agencies which may hav.', different N,yontas ,and goals; 2) there is no easily definah.le chain of
cOm MIf, ill tlnll of non itorjng, the relative performance of either body 
 in
 
thl i s -c .10;Ir .
 

4. h 'Afi,fex ' a-,iecy he housed• flll fl_ ii:- n~ I 
s
;hfellc 

bld under a existing project, or 

In lii; !;cetla rio, Ilhe logistics of coordination and monitoring would heal locat d to ;;,v :i ;ency with direct investment in seeing it work. Thea',elncieN; t ntlgg=l themselves are SMI3P, in whatever institutional
it ulima.elv a;liuies , or wi hin GTZ, USAI1), 

form 
or ovon ILO etc. While none oftlesi aunci,; have coimonent.s to do this task at the moment, theadmini trtive and technical capalli]ity exists to manage it, and other staffcoul he recruil:ed to form an in-house cell. Again, a board miade up ofFederation, I1MG, and private sector representatives is highly desirable. 
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The advantages of this scenario are: 1) the funding agency would be in direct
 
control of how resources were being allocated, and have direct access to the
 
process of implementation of the training project; 2) in the case of SBPP, an
 
infrastructure which includes a board, a focus on private sector training, in­
house expertise etc already exists; 3) the number of administrative layers is
 
minimized.
 

The disadvantages of this scenario are: 1) the donors themselves may not wish
 
to take on this task; 2) if a donor carries out this function, it reduces the
 
potential for institutionalizing this capability.
 

Because thL role of the 'Apex' agency is so central to the success of the
 
training projcct, it is highly recommended that whichever avenue is selected,
 
the commitment to the agency or agencies be made on the basis of biannual
 
recurring contracts. This will give the donor the opportunity to review and
 
revise the ageihcy's performance, and to amend the approach or even select 
an alternative institution, if necessary. 
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