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I. INTRODUCTION
 

At SADCC's inaugural Summit Conference, which took place in Lusaka
 

on 1st April 1980, the Government of Swaziland was charged with
 

the task of developing a regional approach to Manpower Development.
 

The Heads of State gave Swaziland the following mandate:
 

"...to carry out a review of existing training
 
facilities in the region and to make recommendations
 
for better regional utilisation of these facilities."
 

Since the Lusaka Summit Conference Swaziland has made considerable
 

progress in reviewing, in consultation with all Member Countries,
 

the needs and opportunities for regional cooperation in training
 

in keyT areas. The SADCC Council of Ministers considered a Report
 

on Manpower Development- at their meeting in Maputo in November 1980
 

and again at their meeting in Mbabane in 
June 1981. At the Mbabane
 

meeting the Council noted:
 

"...that shortage of technical skills at all levels 
is the greatest single constraint affecting economic
 
development throughout the region. Accordingly,
 
they agreed that the creation of training programmes
 
was a matter of the highest priority and greatest
 
urgency and directed the subcommittee on Manpower
 
to proceed accordingliv." 

At that meeting the Council also agreed to the establishment of a
 

Regional Training Council, under the Chairmanship of the Government
 

of Swaziland, as a subcommittee of the SADCC Standing Committee of
 

Officials to coordinate rcgional manpower development. The Government
 

of Swaziland was responsible for se-vicing this Council.
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II. CONSULTANCIES
 

The following nine consultancies were also approved by the Council
 

of Ministers:
 

Consultancy l:)Veterinarian and Veterinary assistance
 
training programme; suggested location:
 
Botswana; consultants to adapt
 
proposals to regional animal disease
 
control programme.
 

Consultancy(2 	 Veterinary medicine and livestock
 
production centre; suggested location:
 
Zimbabwe, Zambia or Botswana; to include
 
veterinary training, disease control and
 
livestock production training.
 

Consultancy 3: 	Sugar cane agronomy; suggested location:
 
Swaziland; to include training for
 
senior personnel and research facilities.
 

Consultancy(J 	Port management; study to be undertaker,
 
by the East African Management Institute;
 
to give special consideration to language,
 
expansion plans and relevant railway
 
training.
 

Consultancy 5: 	Mining engineering and specialised
 
technicians; expanjion of Zambian and
 
Zimbabwean facilities suggested;
 
numbers requiring training and ­
regional training plan are needed.
 

Consultancy 6: 	Health; to consider potential for regional
 
cooperation in training of nurses, medical
 
doctors, para-medics and nurse and doctor
 
specialists.
 

Consultancy 7: 	Teacher educators; to determine the
 
numbers required; ascertain whether
 
regional training is appropriate and
 
to recommend suitable training facilities
 
in particular in science and technical
 
subjects.
 

Consultancy 8: 	Comparibility ot education levels in
 
SADCC countries.
 

Consultancy 9: 	Manpower information; to review the
 
regional manpower situation with a view
 
to harmonizing the methodologies used in
 
collecting manpower data.
 

Detailed terms of reference for the above consultancies will be made
 

available to participants at the Blantyre Conference.
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III. PROJECT PROPOSALS
 

Is is anticipated that a number of project proposals in the field
 

of Manpower Development will be presented to the Conference for
 

consideration. Appendix I of this report contains a complete project
 

document for one such institution, the Mananga Agricultural
 

Management College in Swaziland. The College has a five year
 

programme of three courses per year. The courses run from one to
 

three months and scholarships are available for SADCC nationals.
 

The Collegp provides training for middle and senior level management
 

in agriculture. Training is also provided for people in related
 

institutions such as commercial and parastatal estates, credit and
 

development banks, extension services and cooperatives.
 

Appendix II provides a brief project document for civil aviation training
 

at the Zambia Air Services Training Institute (ZASTI). The project
 

includes the purchase of equipment and the construction of student
 

accommodation to allow rapid expansion of intake to various courses.
 

It is hoped to train from 50-60 non-Zambian SADCC nationals per
 

year. The institution's programme includes courses on flying,
 

meteorology, engineering, fire services etc.
 

It is hoped that support for these and other projects presented to
 

the Blantyre Conference in the field of Manpower Development will
 

be forthcoming from SADCC international cooperation partners.
 

October 1981
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The .Mananga Agricultural Management Centre (MAMC) 

1. Immediate Objectie
 

The project will provide agricultural management training mainly at 

middlu and senior levels to meet the needs of jovernment, para-statal
 

and conercial agencies operating in the agricultural sectors in Angola, 

Botswana, Lesotho, Malawi, Mozambique, Swaziland, Tanzania, Zambia and 

Zimbabwe over a period of five years.
 

The facilities for this training already zxist at Mananga Agricultural 

Management Centre (MAMC) in Swaziland, where mi.ny nationals from SADCC 

member countries have received training since 1973. Details of this prior 

participation in iIA1C training programmes are given in Table 1. 

The proposed project will provide places rn training courses for
 

managers with potential foi" senior positions and for whom the experience at 

an international centre will be valuable. It will also make available to 

the parti.cipacting countries an evaluation service to monitor the effectiveness 

of the training programmnes and a consultancy service for appraising, planning 

and implementi;-ig each country's needs for agricultural management training. 

This project will thus consolidate and extend existirg work carried 

out by MAM2 for S£.DCC countries. 

The objective is to increase the management skills of people organising 

and managing projects in the agricultural sectors in the countries listed 

abova. This wili be achieved through participation in Job-oriented, intensive 

courses of up to 3 months duration aimed at personnel with several years 

work experience. The training is designed for th.:ee main categories of
 

managers :
 

i) production managers on commercial or para-statal farms and estates, 

and in processing plants concerned with the production and processing of 

food or fibre; 



Table 1
 

Participation in MAMC post experience management courses 

by country, April 1973 - July 1921 

Bangladesh 


Barbados 


Belize 


Botswana 


Cameroon 


Cook Islands 


Egypt 

Ethiopia 


Fiji 


Gambia 


Ghana 


Grenada 


Guyana 


Jamaica 


Kenya 


Lesotho 


Liberia 


Madagascar 


Malawi 


Malaysia 


Mauritius 


Mentserrat 


Nigeria 


Papua New Guinea 


St. Lucia 


St. Vincent 


Sierra Leone 


Solomon Islands 


Somalia 


Sudan 


Swaziland 


Tanzania 


Trinidad 


Uganda 


W. Samoa 

Zambia 


Zimbabwe 


6
 

3
 

7
 

16
 

26
 

1
 

13
 
I
 

3
 

3
 

54
 

I
 

4
 

11
 

76
 

21
 

14
 

1
 

75
 

15
 

4
 

I
 

107
 

6
 

2
 

I
 

10
 

7
 

3
 

28
 

43
 

_86
 

1
 

2
 

1 

A7
 

2
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ii) managers and organisers in government agencies concerned with
 

land settlement, rural development, crop rehabilitation programmes,
 

extension etc;
 

iii) planners and controllers of credit for faymers, employed by
 

development banks, co-ope-atives, agricultural finance corporations etc.
 

By improving managerial capability within agriculture, the project
 

will (a) improve the effective administretion of curr2nt agriculture and 

rural development progiaTnes, (b) increase the ability of the sector to 

achieve change an, development in the future a-d (c) make a lasting contribution 

to the institution buildirn- process in the nine countrics. 

2. Backqrournd and Justification 

2. 11Hckground 

The African continent enters the 1980s with a profound food crisis ­

the continent can no longer feed itself. Although two thirds of Africa's 

population is engaged in agriculture, per capiLa food production has declined 

since 1960. In 197B African countries imported about 11 million tolls of 

gra n. Current (stimmtes suggest that this figure could be over 50 mlillior 

tos by 1990. (For detail. of SADCC couint:jres agricultural economies, see 

bibliogratphy ir 1). situation becomes increasinglyAnnex This serious for
 

SADCC cou,,t:rien when limited reserves are being increasingly diminished
 

through inflation ari rising food imports.
 
However, governments; are acutely aware of the need to improve performance 

in agriculture, and public and private investment in the sector ) 4s risen
 

dramatically in recent years. Despite this productivity remains low.
 



Increased physical inputs have led to disappointing improvements in output,
 

while schemes designed to encoursge production from small farmers have
 

frequently failed to produce the hoped-for results.
 

This huge programme of investment in the agricultural sector., together
 

with the intensification of agricultural practices 
 and the expansion and 

dev_-lopment of support services-, clearly calls for a substantial strengthening 

of anagement capacity within the sector. Management, and in particular
 

senior level management, is; emerging as a major constraint on the effective
 

execution of thli I s'.-rtnt P)rograimme. 

For the mot rart_, colleges and universities in tie region have provided 

sufficient numbers (of pkople who have been techni-ally trained in agriculture, 

to r;eet the demand for technically skilled anarr:igers from government service, 

para-stat:,.] and , : il. projectsri. These institutions are not, however, 

staffedI or e.q'ilped furt her to develop agricultural managers' skills. 

Colleges %hich ;re .involved in nianagement training are either oriented towards 

the needs of corrurce, ildussry and the civil service administraton system, 

or towards tha ads:;Lii1tration, isanj1Yigc1lrnL and busire,:S; colnponents of degree/ 

diploma st-udi a (for details of avai lal. e training within the SArJC'C Region 

see Annex 2). T-'e(. i. ; , thoi!fore, an urgent need to prIovide suitable training 

for senior cargc:',i nt 5;,t ff in the agricultural sector. 

It is be':;i i g geneill .y accepted that knowledge of agricultural 

technfquc s doe; not by itself equip an agricul.tural maniger. Effective 

man;ageilrcni. reqm. i p v(jmpovdail lities; in organising mcn, machinery, material 

and money. hierc! it MAMC !;uggests that these skills can be furtherJx 

developed, es:;pecjally in those who have practical experience of the problems 

encountered in work situations. 



2.2 Justificatic,,
 

2.2.1 The Demand for Senior Management Training
 

Previous participation by SADCC countries in MAMC international post
 

experience management courses is given in Tables 2 and 3. 
 (A breakdown
 

between type of courses is shown in Annexes'3 and 4).
 

Table 2 details attendance by country, comparing and contrasting
 

course attendance %ithothar regions of Africa and elsew,.here, whilst 

Table 3 details the proportional participation of SADCC countries as a
 

region in comparison to all others on MAMC cot..-ses.
 

Early years, 1973 - 77, 
in MAMC operation show an average participation
 

by SADCC countries of just over 50% of total participants, whilst more
 

recently this figure has fallen 
to about 30% during 1980/81. It is clear
 

from the number of applications received, however, that this decline 
has 

not been due to any lack of willingness to participate. Rather falling
 

participation ha., been the 
result of financial constraints, occasioned by
 

the twin problems of SADCC countries' strained economies and the falling off 

of Coiiunonwealth (CFTC) and British financial support (scholarship awards) 

Requests for total places from SADCC countries, conditional, of course, on
 

obtaining necessary support, have continued to run at a high level as shown 

in Table 4. 
 Further, these figures certainly underestimate the real demand
 

from SADCC members as countries knowing thoy cannot obtain funding may not 

even enquire about the availability of places.'
 

The management training needs of the nine SADCC countries is certainly 

as 
great and probably greater than those of many of the countries currently
 

able to participate in !4AMC courses. 
Such needs cannot, however, be met
 

without the wherewithall to finance key staff on.
 



Z.tYC Course Attendance on its Middle/Senior International.Management Courses
 

April 1973 - July 1981 

1973 1974 1975 1976 1977 1978 1979 1980 1981
 

Botswana 
 1 1 4 4 6
 

Lesotho 1 3 
 6 4 2 5
 

Malawi 10 15 14 12 9 7 5 3
 

Swaziland 4 3 
 6 7 6 5 4 3 5
 

Tanzania 5 13 1 6 
 7 16 17 14 12
 

Zambia 3 8 14 
 17 14 13 13 6 5
 

Zimbabwe 
 2
 

Total 13 34 36 47 46 48 47 32 38
 

Caribbean 1 4 2 
 5 3 5 6 2 3
 

SE Asia/Pacific 3 1 2 
 4 7 6 8 10
 

East/North Africa 1 9 10 11 12 
 15 16 30 24
 

West Africa 
 8 13 15 17 19 39 32 32 41
 

UK 1 
 3 5 3 4
 

Total 
 11 29 28 38 38 71 62 76 78
 

(D 



Proportional Participation of SADCC Countries in MAMC International Management Courses
 

April 1973 - July 1981
 

1973 1974 1975 1976 3.977 1978 1979 1980 1981
 

55 55 40 43 30 331/292
SPOCC 54 54 56 


1. Actual up to July 1981
 

2. Probable for the whole of 1981
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the 	required training programmes. Requests for booking, for 1981/1982
 

from 	SADCC countries (see Table 4} are currently running at a level of
 

over 	one hundred places per annum (lack of funding mentioned above will
 

drastically reduce and will continue to reduce actual attendance) . Planned 

developments within the agricultural sectors of fADCC members countries
 

(see bibliography Annex 1) indicates that this lovel of demand will at
 

least continue to be stable 
 in the short and medium term. In addition
 

increased participation by Angola and Mozambique over che next 
5 years
 

suggests that the overall 1.evel of demand for training courses of the MAMC
 

type 	 from the SADCC region will rise. The project envisages allocation of 

a minimum of 90 places per annum for SADCC member countries on MAMC 

programmes. 

2.2.2 	 Rationale for S-eni or Management Training
 

The project will focus on training for senior level managers and for
 

managers working in the range between middle and seiior levels. The
 

cost im!licatlon ; of trai'in, 
 large numbers of junior managers regionally 

indicate thoit thi level of training ;hould take place within each .i 

individual countLy, and mainly on the job. In addition, junior 

managers are often young and inexperienced and on returning 

from an intensive training course can have their morale severely damaged, 

and can considerabi y impair the effectivenoss of their section or del-rfrment 

when prio x sexctat ions of increa.ced autonomy and discrr tion are not realised. 

The small:r number of middle to senior level managiers benefit greatly 

from wider contact and sha-ed experiences with managers from a range of 

countries and backgroundS rather an ,,y from a single country. Many 

problems expe rienced 1,,',,.iferent countries in the further develop;,ent of 

the agricult,,.,," sector have a similar basis. The opportunity to compare 

and contrast modes of problem solving across the developing countries, as 

well as to concider different strategies of institutional building miust 
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stimulate cross ertilization of ideas so essential for successful
 

administratire and managenjment practice. Such an opportunity is available
 

from attendance on an international course held at MAMC.
 

3. Outputs 

The aims of the project are (a) to improve the performance of senior 

and middle level managers in the agricultural qector in the participating
 

countries, (b) to raise SADCO countries' participation in MAMC management
 

training courses and (c) to further develop SADCC countries own management 

development activities throuih consultancy help from MAMC staff. In each 

of the five years of the scheme there will nolfldlly be three courses of 

eleven weeks, one of five .,eeks, and one of six weeks. Thus, in each of 

the five years, courses will cover a period of 44 weeks.
 

The current residential capacity at MAMC is for a course size of 35
 

mnumberE-. To meet the second of these objectives the intention is to bring 

participation of SADCC countries up to the proportional level oi at least 

50% of total course attendance, thus an allocation of 18 places per course 

to the nine SADCC countries. 18 places per course would give 90 places per
 

year. The total 
nu.mber of training places over the whole five years availablc
 

for the nine SADCC countries would be 450. In pracoice it may be desirable
 

to vary the number of places avilable annually and it is important that a 

degree of flexibility should be retained so that training can be designed
 

to meet changing situations. Apart from fle.:ibility in content, flexibility
 

in timing is also important, so that courses take place when participants
 

can best be spared from their duties.
 



I0
 

Vacancies are clearly wasteful and uneconomic but may arise, e.g.
 

because the seasonal cycle of agricultural activities can prevent some
 

managers from being released to attend a specific course. It is therefore
 

desirable for MAMC to retain the right to 
fill such casual vacancies with
 

students from outside the region. 
This would also provide latitude for such
 

regional managers to be accommodated at more convenient times.
 

4. Activities
 

4.i Courses
 

The following three courses comprise the main portfolio of MAMC
 

residential worY and 
are likely to form the basis for the project over
 

the five year period,
 

For senior managers the course offered is 'Senior Management in
 

Agricultural Development' (see Annex 5). Senior managers include general 

managers and directors of agricultural p'.ojects and their deputies; training 

at the same level is also appropriate for other managers who are about to 

be promoted to the most senior positions. Normally the course will be of 

five weeks duration, held annually, hnd those attending will be of 35 to
 

50 years of age. 
 A major objective of this course is the consicieration 

of problems in developing and running agricultural development projects. 

Fo- middle to senior managers the course offered is 'Planning and 

Control in Agricultural Management' (see Annex 6). Miodle to senior managers 

carry most of the responsibility for carrying forward the policy determined 

at a higher level and they" operate under the broad supervision of the most 

senior managers. it is at this stage of a manager's development that 

management- training can be most usefully given. 
Their work experience will
 

usually cover 7 to 15 years, and they will be 30 to 40 years of age. 
 Courses
 

will be of 11 weeks duration and held three times each year.
 



a three month per.od, has a significant impact on the potential of
 

individuals attending such a course.
 

The course 'Credit for Development' (see Annex 7) is designed for the
 

needs of senior and middle staff employed by lending agencies invc,'.Ved in
 

agricultural and rural development. The duration of this course is six
 

weeks and, like the senior programme, is held once per year.
 

The design of'these courses and philosophy underlying the teaching
 

methodology 
 are seen as fundamental to the effectiveness of MAMC work. 

Options, special area. of study and a tutorial system enable training 

to be adjusted to meet the needs if the individual of a particular 

organisation or a particular country. Thus one course can cater for a 

range of sepcial interests.
 

Studying together and working in groups are the basis of the Mananga
 

approach to craining 
 (See lnnex 6 for a full statement of this philosophy). 

4.2 Assessing Traininq Needs 

MAMC staff have an extensive programme of consultation with agencies
 

working in the agricultural sector within the 
 SADCC reon and elsewhere
 

to review management problems and to ensure 
 that MAMC training programmes 

meet the specific needs of member governments. This consultation programme 

is utilised first to discuss with clients their training needs, how such 

needs can best he reflected ir. :IAMC course design and in the type of manager 

who should attend MAMC, and secondly to monitor the effect, as shown by 

performance back at worz, of MAMC courses on 
students sent for management
 

training at MAMC. 

4.3 Consultancy 

Staff from MAMC have prepared plans Icr national management training 

institutions in Indonesia, Nigeria, Egypt and Zambia.. It is the policy 

of MAMC to encourage individual countries to develop their own agricultural
 



Requests for places on MAMC International Management Courses
 

in 1980 and 1981 by SADCC countries as against actual participation
 

Course- PC22 PC23 

1980 

SM3 PC24 PC25 CD1 

1981 

SM4 PC26 PC27 Total 

Requests for 

places 

19 16 23 14 15 31 24 25 26 193 

Actual 

Attendance 

14 8 6 8 10 15 7 6 
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management training capabil.ity and to offer help to achieve this. By
 

maintaining a high standard and by practising improved teaching methods,
 

MAMC provides leadership in agricultural management training in general, 

as well as providing the facilities of an international centre for training 

at middle/senior levels. 

Under the project ccnv-ultation and assistance will be provided to 

countries within the SADCC region to help them establish management 

development schemes suited to their own requirements. It is envisaged that 

M IdC'will be involved both in the preparation of plans and also in the 

implementation phlase. Assistance will also he givci in training suitable 

teach' ag staff, either by attendance at a special course at MAMC or by 

secondment to serve as a member of MAMC staff for a period of up to one 

year. 

5. Inputs
 

There are two main ipputs into the project, (a) the centre itself with 

its educational and social facilities and (b) the resident and visiting 

teaching stai f of MAAM;. 

5 1 The Manaqoment Centru 

Mananga Agricultural Management Centre(MAMC) hince 1973 has uffered 

agricultural inimnagement training to the three categories of managers 

referred to ini pazgraph 2 above. It is an international centre for 

residential 1-'cst exper i erace management training courses within the tropical 

and sub-tropical agricultural, agribusiness and rural development ;ectors. 

It has drawn students from 37 countries, of which 29 are ACP countries (see 

student/country list in Table 1). 
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MAMC, which at presei::. is funded and managed by the Commonwealth
 

Development Corporation, has offerd 
a range of courses varying in duration
 

from one week up to three months. These have been designed to meet the 

needs mainly of middle and senior managers, but the occasional course has 

been arranged foz junior managers with limited work experience. 

Student accommodation for 35 is in single study-bedrooms, with central 

dining arrangements and a competent chef in charge of food preparation.
 

Leisure and sport facilities are of a high standard. Apart from lecture
 

rooms and smaller syndicate rooms, there is a well-stocked library. 

Teaching equipment includes projectors (cine and overhead) and video­

tape equipmr-ont-. The video equipment oonsists of TV caimnras as well as
 

monitor screens.
 

5.2 W.MC 'I'ahing .;taff 

There is a resident teaching staff of six, all with experience in 

developing countries in a range of tasks outside teaching. Teaching 

expertise covers not only i-he broad management fields )f economics, 

finoncu, qoneral minagcemen , human relations ind organ isation, hut also 

the agricultural organ i nation strategies; of estates, settlement schemos, 

outgrojweri;, extension and special rural development programmes (see Annex 

8 for MANC staff li-;t) . 

'or nosier manager,;'and spe-ialist courses it is de ;irahle to 

sup 'lement fu]l -tim., re;ident staff with one or more visiting lecturers 

IL, I outside wa::iAand. l;-tending on the nature of the course and the 

expertise required, such visiting lectureres arc invited to participate in 

a course for up to six weeks, and may conje from Europe (Britain or other 

EEC countries) or from an African country. For middle level r.ni'.r' 

courses, managers and directors of projects within -%wi and are invited 

to spend a day, or part theieof, discussing their plans and problems; this 

would normally be assciated with a visit to their project. 
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6. 	 Work Plan/Schedule of Activities 

The project will cover a period of 5 years beginning in 1982. 

Consultation with the nine countries for place allocation can start
 

immediately the project is accepted for funding.
 

There are three basic activities in the required work plan. 

i. 	 Selection of candidates/assessment of training needs. 

ii 	 Course operation
 

iii 	 Evaluation. 

It is envisaged that the initial allocation of places, selection of 

candidates and as:, usunnt of training needs will cover ;i period of three 

month,;. There-fter these presessos will operate J.n sequence with course 

operaktion throughon t the five years of the scheme. This initial activity 

of all ocation and 1election will require travel by MAMC staff to the nine 

countrie a-ai di-: ri d in paragrap l 5.2 

As st~at-,d in la'ralgI'dj) 4, in each of the five years of the scheme there 

will normally he three courses of eleven weeks (PC cot''ses), one of five 

weeks (:g cour;e ) anc one of s ix weeks (CD course). A elan of the sequence 

of cour,-; throughout. a given year, in this e:'anple 1982, is given in Table 

5. 

Evaluation of a particular course's effectiveness in meeting individual 

training needs cannot he undertaken until a Mananqa candidate has had 

adequate ojjiutunity to rr-settle Lack into his work situation. Evaluation 

of achievelme'nt will normally be initiated six to nine months following 

participation in a course. 

A work plan, in diags-ammatic form, to describe the initial stage is 

shown in Table 6, whil.st Table 7 develops these activities for the full 

5 years of 	 the scheme. 



Probable 1982 MAMC Course Progra.-nme
 

11.1.62 - 26.3.82 5.4.82 - 24.5.S2 - 6.8.82 23.8.82- 4.10.82 - 17.12.82 
14.5.82 24.9.82
 

PC 28 CD 2 PC 29 SM 5 PC 30
 

ON 

I-, 

http:17.12.82


Work Plan to Initiate the Scheme
 

< 3 7onths > 3 months > < 6-9 months > 

Allocation 

Selection 

Assessment 

Course 
Operation 

Evaluation 

(D 

C% 



Work Plan for Overall Scheme
 

<3 months > 

Allocation 

Selection 

Assessment 

Year 1 Year 2 Year 3 Year 4 Year 5 Course Operation 

Continuous Evaluation 

Ij 
0 

-



7. Pre-reguIsiteq for Project Inplementation 

Once the financial agreement is signed the crucial pre-requisites
 

for project implementation will be (a) an agreement on the allocation 

of the 90 places per year within the scheme acros the nine SADCC countries, 

alnd (b) thw developmont of a working relationship between each country's 

manpower developmrnt sectri, the SADCC Regional Training Council and MAMC. 

In the ca:;e of f;;% of the nine coulntries sucl a relationship is already 

avai Il M. areeent the(c) a g Letween individual countries and onMAUMC 

crit:,'Ja for aelectiny candgidate to bnefit from thO SCheme. 

MAMC is well used to operating3 acholarship/award schemes with 

international agqancie; and haS an, internal administration system desig,-ed 

to adSUiniteranch awards. 

8. Evaluation, lmnitoringc and Review 

Evidence gathered from past course members and client organisations, 

plus a formal ovaluatx1on invest igation by AINCICteaching staff into tw 

major c-to inca, and the con lln hg commi itment to MAMC of a large numbe-r of 

major cie-ta, show clfdr .ndiCsa tiona of honefits to those who have 

parti ,lpated in MAMICt rainiing programmea. 

MAIIC will develop and ex:tend the evlluation scheme currently in operation 

particlna rly ill the direction of closer- lnoal vonlt dlpioyers.wi ipth 

Effective evaluation regu i-es a col lahraLive effort by t:eachnrs, trainees 

and empl.yers;. It is important that employe:sa should realise that assessment 

of success can aily be done on the 
job and not by measuring achievement in
 

the classroom. 
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It is anticipated that, after training, individual managers will
 

show a better understanding of their ro'_e in their employing agency and
 

a better performance in their job. When significant nunibers of managers
 

within one agency have been effectively trained, an imp-.,vement in the 

overall efficiency in utili zing resources I t;appsrent. Changes in
 

all on-going organ isation a; a res!ult of training of personne 
 i aeso low and 

difficult to mea;ureisdopesdsntly of charige;; that occur for reasons other
 

than training. Evaluation is therefore crUci. 1 the
a cojonen t. of 


impI.rme,:tatio!n o' the whole project. it is the device 
 for measuring the
 

success or of overall investment.
other,.-ise the 

A formal and continuing evaluation programe will be designed into
 

the scheme. This will entail the monitor-ing (, course participants in
 

their jobs at specific periods prior to and 
 fol]owsing their participation
 

in a course at MAM('. This eve] ustolp Jran:ms , .]co.;ist of fiv: stages
 

(see Table A) in the impliementation procer.s. The first 
 ptepinvolves the 

detai]ed appraisal of the potential cours;e c irilirdate in his paosItion at work 

and and other;', percept ion of hi s tra ining need:;. Thus a clear and 

unambiguous; train inj objcctive or objective, will be required for each and 

every cand idato prior to participation in aiMAM,,' courise. The second ;tep 

will be to marry the conte.-nt of a given course to a cindidate'!s training 

objectives. This will. be accomplishod by a joint tn tol/candidat:e selection 

of option/project programme, as we.1 as well a; the type of cours;,: to attend. 

The third step is thc continuons monitoring, through the close f1AMC 

tutor/course member relation.vhip, of the learning exper-i ence at MAMP. 

The fourth Step co iQiri;sn the end of coU 150 review. Have the 

irdividual train inr objectives; been ichieved, in part or in whole? To what 

extent does the course member perceive his training need to have been met 

at this stage? 



Evaluation, Monitoring and Review
 

Phase 1 Phase 2 Phase 3 Phase 4 Phase 5 

Identi fv Course 'ronitcr Progress Review Evaluation 
individual Selection. thru.ghoct course of achievement of transfer 

no.raini of training of trainino 
Needs Dhre

Projact co-
:ne u er objectives at 

end of course 
to the work 
situation 

Selection. relationship 

The monitoring, review and evaluation process 

(D 
CD 
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The final s:,-op in the evaluation process requires en assessment of 

the degree of transfer of training from the experience at the training 

centre back into the work situation. This component is clearly the critical 

assessment of the worth of the whole scheme. 

9. Budget 

Cost estimates have been prepared based on MAMC 1981 revised estimates, 

and then assumini and incorporating a continuing inflation rate in Southern 

Africa over the five year period of the project of 15% per annum. Details 

are given at Annex 9. The three courses described in paragraph 5 have 

been used a.r the basis for the costing - the 5-weel: course for senior 

managers, the 11-week course for middlte/senior managers, the 6-week course 

for credit/loan managers. The figure of 90 places (18 per course) within 

the project annually is used for purposes of estimating aniual costs. In 

fact, a total of 450 places -aver the 5 years of the scheme may be distributed 

somewhat unev-nly each year to meet particular needs. 

Summary project costs for 1982 and over the period 1982-86 are
 

given below.
 

1982 1982-86
 

Senior Course - 5 weeks 61,200 412,633
 

Middle/Senior - 11 weeks 365,580 
 2,467,878
 

Credit Course - 6 weeks 74,181) 500,149
 

Staff Tiave] in Region for 12,550 84,616
 
Consultation
 

Students Travel/Air Fares to Manzini 
 34,200 230,589
 

Students' Allowances 
 15,480 104,372
 

Total 
 563,190 3,797,237
 



23
 

Annual estimates will be prepared, with specific estimates of cost
 

and training content for each course, normally from three to six month's
 

in advance. MAMC will finance all internal costs (including students' air
 

fares and allowances) and present a final accounting for payment on
 

completion of each course. An annual report and accounts will also be
 

provided.
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 Annex 


Agricultural Manaqement Training 

within SADCC Countries
 

Botswana
 

Quoting the Botswana 1979-85 National Plan, 'the constraint on 

iimplementation of the agricultural development programme is likely to 

be not finance but the capacity of the Ministry of Agriculture to prepare 

and implement project';. Accordingly, very hfgh priority will be given to 

staff training a-1 development, and effici ent manpower deployment. The 

Ministry of Agricilture w-Il be allowed to expand its staffing, particularly 

at the dipl.oma aII grads.)te _evel, faster than most other ministrie!. The 

Botswani. Agi-icultural College is being expanded to increase the intake of 

agricultura], certificato aid diploma holders. Much of the e.'i)ansio, 

however, must conie fror retraining and upc rading of existing staff if it is 

to be consi.tent with continued localisation'. 

Currently the Bttswania Agricultural College offers courses in agriculture 

for junior technical officars, whilst diploma courses are undertaken thi:ough 

the College'; ssociation with the Agricultural Faculty of the University 

of Botswana and Swaciland at Luyengo in Swaziland. Basic degree training 

is also given at luyengo. 

Adminisftrtion and management training in Botswana is offered, through 

a range of courses, by the Institute of Development Management (an institutior 

jointly owred by iiot.wana , Lesotho and Swaziland). Other than a one week 

course called 'Programme rPnagerment in Agriculture' and a one week course 

called'Project Minagement in Agriculture' both held in 1979, specific 

training programmes; for agricultural managers have not been mounted. There 

is' thus no in:,titutjonal framework at- present in Botswana to satisfy the 

recquiremen ts of the curront demand fot forml mianagement training for 

experienced agricultural. staff to operate in the new strategies earmarked 

in the Government's development plan.
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Lesotho
 

The Lesotho Agricultural College offers diploma and certificate
 

courses in agriculture, rural domestic economy and agrirultural engineering.
 

It is the training centra for all junior extension agents in the country.
 

The Lesotho Institute of Public Administration, besides offering a 

diploma in public administration runs short in-service courses on administration 

for the Civil Service.
 

Lesotho is one of the participating countries in the Institute of 

Development Mana(,oment (centred in Gaborone, Botswana) and the comment as given in 

the previous paragraph on Botswana also holds true for Lesotho. Thus Lesotho
 

has at present nc formal management training facilities specifically designed
 

to cater for the needs of experienced agricultural officers.
 

Malawi
 

Agricultural training in Malawi is available at degree and diploma
 

level from the Bunda College of Agriculture (a constituent college of the 

University of Malawi) and at certificate level from the Colby College of 

Agriculture. Specialised foresury training to certificate and diploma level 

is available at the Malawi College of Forestry (Dedze). 

Administratimi and management training is offered in the form of a 

3-year diploma in Riiqinrs.s Sludier- or a 5-year B. Comm. programme at the 

Malawi Polytechnic. Courses are also organised in the areas of management 

to cater for the needs of commerce and industry. The Government Staff 

Training College offers industrial, commercial and administration in-service 

courses for the Civil Service. Whilst the Department of Public Administration 

of the University, besides offering a 3-year diploma and 4-year degree course 

in public admini tration conducts ad hoc courses in development adminin tration 

as required.
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There are no progranmioes or coursrs offered by any educational 

institution specifically for the further training and development of 

experienced agricultural staff in the areas of administration and management. 

Swaz i land 

Currently all certificate, diploma and degice agricultural training is 

centred at the Luyengo Agricultural College campus of the University of 

Bot5-.,an, atnd S:wazi 1aad. 

In-service adlministrativo training within the Civil Service is 

available to some extent at the Swaziland Institute of MK;hgoemrnt and 

Public Admini ,traton, whilst more compr elen!;ve fac liLies for such 

training aire availalle at Gaborone through .vi:iland's involvement (as one 

of the thro, ce.,rre) in the Institute of Developnont rI:nement. Such 

institution; do not cater specifically for the developiment and training 

needs of e:.:perienced agricultural staff. 

Tanzania 

Tanzania's aim is to achieve self sufficiency during the 1980s in higher 

and nidtile level manpower. To this end the Ministry of Agriculture has 

expanded training facilities for field assistants. At the certificat.e/ 

diplor. level five traininq institutes provide three-year fu1]-tj'ne courses 

as wo]ll as in-service trairing. he I'orestry Training institute provides 

certi ticote and diplom,-r courses whilst the Faculty of Agriculture of the 

University of Par-es- Cal m offer.-, a first degree c- rse in agrjculture 

together with a 3-year diploma programme. 

The Co-operative College offers a 2-year diploma course in management 

and accountancy a; well as a one-year certificate course. Hoth programmes 

are designed to develop basic training in co-operative management. 

A 3-year diploma course in Community Development is offered by the 

Institute of Development Management besides its normal. 3-year diplomas in 
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public administration and business studies. 
b number of short courses
 

are offered across a range of 
management and administration subjects. 

Though the Eastern and Fouthern African Management Institute offers a 

range of progiammes ana courses in administration and management, other 

than a course called "industrial and Agro-Industrial Project!.. Project 

Planning and Imp]emontation", none seem to he designed s[,ecifically with
 

the needs of agrisulvusa staff in mind. Overall. there are 
no specific 

programmes; or cour.ses offered for the furLher- training and development of
 

experienc(.d agricultural staff i-i the 
area of administration and managcment
 

other than as reflected 
 in the coar::es or comulntnity dev].oimen t and co-operative 

management. 
The management of direct production in agriculture is rot
 

available as a subject in any of 
 the above institutions. 

Zambi a 

"The ten local educational and training i;istitutions which contribute 

to managrment development and training (of whi h only two have this as their 

matin feanct ion) iro juite unab]e to m,?et the needs of industry now or in the
 

fore:~eab.', future. hcecause af the sriou :; slurtago 
of manajement training 

!rtaff and facilit.ie 'uihla, in:;tAtitutoLins cannot be expected toillZi; these 

begin to meet evesn a port ion of the need i'll the future unless there is, a 

major ,xp-nm ion cf their facilities or unl.ess additional educational and 

trai ning reseurrco: are att] i shed. 

1chwas the conC] mini of a recent survey into the Zambian managerial 

inanpower need. 

ho !Situation in the agricultural sector is even more critical, for though 

the :School of. Agricultural Science in the University of Zambia, the Natural 

Resourcf-.; have21c-;momnt: College and the Zambia Colleges of Agriculture at Mone 

and Mpika cover the needs; of degree, diploma and certificate levels, there 

is no institute other than the Pan African Institute for Development, with 

http:facilit.ie
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its course in Integrated Rural Development, which meets the training and
 

development needs of experienced agricultural staff.
 

Zimbabwe
 

The present facilities of the Agriculture Faculty of the University 

at degree level and the two diploma colleges of Chibero and Gwebe are 

inadequate to meet the needs for basic agriculLural training let alone 

the further training and development of experienced agriculturalists in 

administration and managcment skills. 



MAMC course attendance on its 'Planning and Control in Agricultural Management' course
 

'PC courses) April 1973 - July 1981 

Botswana 

Lesotho 

Malawi 

Swaziland 

Tanzania 

Zambia 

Zimbabwe 

1973 

1 

4 

5 

2 

1974 

10 

3 

13 

8 

1975 

15 

6 

1 

14 

1976 

3 

14 

7 

6 

17 

1977 

1 

6 

12 

6 

7 

14 

1978 

1 

4 

8 

3 

12 

11 

1979 

4 

1 

. 

2 

10 

10 

1980 

4 

5 

3 

8 

6 

1981 

2 

2 

5 

5 

2 

Total 13 34 36 47 46 39 34 26 16. 

Caribbean 

SE Asia/Pacific 

East/North Africa 

West Africa 

UK 

1 

1 

8 

1 

4 

3 

9 

13 

2 

1 

10 

15 

5 

2 

11 

17 

3 

3 

4 

12 

19 

1 

4 

10 

28 

2 

3 

4 

12 

25 

1 

6 

23 

25 

5­

16 

23 

Total 10 29 28 35 38 .45 44 54 454 

x 



MAC course attendance o- its senior (SM) and credit (CD) courses, 1978 - 1981 

SM Ccurses CD Course 

1978 1979 1980 1981 1981 

Botswana 1 3 

Lesotho 1 3 

Malawi 1 2 

Swaziland 2 2 2 3 

Tanzania 4 7 3 4 

Zamb ia 2 3 

Zimbabwe 

Total 9 13 6 7 15 w 

Caribbean 4 3 1 2 

SE Asia/Pacific 3 2 2 4 1 

East/North Africa 5 4 7 5 3 

West Africa 11 6 7 9 9 

UK 3 3 4 

Total 26 18 21 20 13 

xx 
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Annex 5 

Outline of a 5 week course, in May/June 1981, for senior managers

at Mananga Agricultural Management Centre entitled "Senior Management
 
in Aricultural Development".
 

The following pages are extracted from the Course Progr, me handed 
to students on arrival for a course May - June 1981. Notes on the use 
of the library and a daily timetable of lectures, seminars, discuss;ions,
 
visits etc. have been excluded.
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COURSE OBJECTIVES
 

This 	course is designed for :enior manacjeis with broad responsibilities 
in major agricultural projects. In addition to &n examination of managemeri. 
practices called for in the normal running of an organisation, there will 
he opportunities to consid,.r the special difficulties faced by manag( 1-s 
responsible for 'tarting up new projects or in expanding those : Iready in 
operation. 

The main purpxose of tlic course is to help project managers and 
senior agricult i.,l ;tiff to be more aware of, and to understand roru 
fully th ' ,mmy It:i and problems in tihe development and running of 
projects thcou';n. ­

1. nde La. ii rig t1- need to build an organination structure and 
an ads ni!tratAiye system hand-ir ied with the techniolog ical 
devel opment (, the project. 

2. 	 Undoe .saind1. isgor, clearly their role in relc tion to the project's 
environmlent dm51 oj)i-ict iv'ei and to he ready at all times to 
modify work ,rog ramA,; to heet urfoling c;ituations. 

3. 	 Becom ing ari:, ar,.'mo ca tU,< need for human dvelopment in the 
growth ol agricultu.ai projects. 

4. 	 Increa!;.ing their amwa erio;s of melevant financial information 
and of OW fjrru-01as efUfect's of their dcecisions. 

5. 	 Evaluating their own .xporience and comiiparing it with that of 
people droing !imi]ir work. 

6. 	 Improving their ability to assess what is important in unfamiliar 
situati nn!; and in deiciding what action to take. 

http:agricultu.ai
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COURSE PROGRAMME
 

GENERAL PROGRAMME 

During the first two weeks of the course a series of plenary sessions 
will be held. The purpose of these sessions is to present ideas 
and concepts for exploration and discussion. The focus will be upon 
the following subject areas --

Corporate S;trategy 3 sessions 

Coriorate strategy is concerned with the study of issues and problems 
u nou'nteri: by management whose prime responsibility is the long term 
duve]opment of a project or oiganisation. We will examine not only 
the process cf policy formation (corporate objectives) but also the 
planning procese, and the implemientation stage. 

These early sessions wall be fully developed through the major group 
project 'Mnaqer',il Work' 

F.N. Youdale
 

Organisational Behaviour 6 sessions 

Through experiential exercises, films, selucted readings and group 
discussion: four important concepts usually identified under the 
title orgaiisational behaviour will be explored. 

The four areas will 1e: 

Work Performance and Motivation 
Conmunication and Perception 
Leadership 
Working in groups 

D.C. Marshall
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Financial and Economic Analysis
 

In these introductory sessions, course participants will consider the 
relevance and usefulness of financial and economic information to
 
sound decision-making. 
 Using a major case sti~y, course members will 
be given the opportunity of developing their ability to analyse the 
strengths and weaknesses of an organis,-tionu, as revealed by its 
annu.il accounts. They will explore the rationale of investment 
appraisal ancl the potenti al contribution of financial and economic 
analysis to long-trm investment planning. 

D.V. Coy/
 
T.J. Hardii-ig 

Roles and Cultures 

a) The .anager's Roles 

The concept of role is a useful way for an individual to 
increase hi; uncloertancling of how he fits into the organisation 
of which he i' a ;a-t. Thif. sess.ion will introduce participants 
to the el uilmont-,. of role theory. Those who wish to explore the 
area mor-e doeply will have a chance to do so in Option D.2 

b) The Culturt;i; ind .;tiructure; of Organis;ations 

Organisations are ve-y vared: they vary not only in such 
obvic: -; ;ize output but alsoas or in more 
int-angil, -;0ect.-; such as ways of c-rgalisirig work, i)rll 
of behaviour, tr, ,i Lie::;, O'rorelirs! and )eve1.t oC 
motivation,. Th{,ee i (5; can 1tn0iblLu sUrId utp a5 the 
culture of thi;, urgan ation. During these two eussions
 
participant,; wijl 'xariit thi(:'i own :gani nations 
 to identify 
the prevy 1 n t culture and wi.] Ltihen look for the reasons 
why it hiv; d.''lic.ud it theft ,ay and what the implications 
are for tht. efficie t working of the organ-sa tiun. 

J.L. Marjoribanks 

http:d.''lic.ud
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DEVPRO
 

Devpro is an interactive business game based on a tropical agricultural
 
production and marketing model. 
The game has teen designed to consolidate
 
understanding in the area of finance, arcounting, production economics, 
and organisational behaviour. In particular, Devpro helps to develop
 
appreciation of the interaction of decision making - a decision relating, 
say, to production rarely affects production alone, but will have important 
consequences for other areas, such as marketing and finance. 

Participants will become involved in a lively and, at times, exciting 
activity - working in groups, the interaction invariably provokes further
 
reflection on group behaviour. 

Managerial Work Seminar
 

Many contemporary writers continue to define managerial work as 
the
 
process of Planning, Organising, Command, Co-ordination and Control, and
 
so forget or do not even know that Professor Carlson in 1951 so sensibly
 
wrote that
 

"... concepts like planning, co-ordination and control are 
of very limited use when we want to describe in an observational 
study the daily work and actual patterns of behav.our of managing 
... most of the concepts do not fulfill the qualification of 
operational conceptrl that they should be synonymous with a 
clearly defined set of operations ... if we ask a manager when 
he is co-ordisiting, or how much co-ordination he has been doing
during the day he would not know, and even the most highly skilled 
observer would not know either. The same holds true of the concepts
of planning, coisdlhcl, organisation and control . 

This group project is desgi med to help you take a fresh look at the 
fas~cinatting concept of man-,gerial work and to offer ideas and approaches
th:t enable you to reapqraise how effectively you work, and how 
eff- _tiv l.,' you run your project. 

F.N. Youdale
 

Cost: Control Seminar 

Managers in t -oil agriculture are often criticised for their lack 
f cost roe-c ii,, ;ne::s. 'Achieve the objective regardless of cost' seems 

to h the motto ',f 1,ny. Drawing on the combined knowledge and experience
of sevtral senior managers in the Swaziland lowveld, this sreminar will 
focus attention on the problems of improving cots control in tropical
agriculture.
 

DVC/NPSH 
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MANAGEMENT STUDY GROUPS AND TUTORIALS
 

Two structures have been provided to assist learning during the course
 
and to monitor progress.
 

MAMC Staff
 

Tutorial Structure
 

Course members will be allocated to a tutor on arrival. The task
 
of the tutorial group will be to 
assist all gruup members to obtain
 
the best they can out of the course. There are many resources
 
available at MAMC and in the locality. The tutorial group is the
 
mechanism whereby the learning needs of each course member are 
matched to the learning resources that are available. During the 
last week of the course the tutorial group meets to carry out a 
self evaluation of the period spent at MAMC.
 

Managerial Study Group
 

A group of course mosbers, with common interesLs, meet with a member of
 
staff to explore any aspect of management ,whichhas been mutually
 
agreed. 
The direction and depth of the discussion or e::ploration will
 
be left entirely in the hands of the group.
 



39
 

ECONOMIC AND AGRICULTURL DEVELOPMENT STRATEGIES
 

It is very hard for managers in any part of the agricultural economy
 
to find the time to sit back and 
 think about the broad issues that
 
affect 
 the way the country and in particular the agricultural Fector 
is developing. A combination of lectures, discussions, field trips,
 
visits and debates over most of the fifth week will give all course 
members the chance critically to examine the following important 
issues:
 

What factors affect a nation's rate of economic growth?
 
What sociological and demographic trends accompany economic growth? 
Why is agricultural development so important in the developing countries?
 
What strategies of agricultural development available government?are to 
How should governments choose the most effective strategies for
 

agricultural development?
 

To most of these questions there is no single answer, but a deeper
 
understanding of the factors involved will givc 
you an enhanced
 
level of insight into your own role in the agricultural sector of
 
the developing economy of your own country.
 

All Staff
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OPTIONS
 

This section of the course gives course members an opportunity to
 
examine topics of specialMised interest. Two o" three options will 
run simultaneously and an attempt has been made to provide a range
of subjects to meet the needs of many specialising in agriculture. 

Block A
 

Project Tdentification 

Many of the problems; encountered in attempting to implement agricultural
development p1'oqrammes can be traces to poor project preparation and 
an inadequate consideration of those technical and operational factors
 
likely to contribute to unsitisfactory project performance. This
 
option will cover an appreciation of the basic process and procedures

involved in the identification, 
 design and devclopment of agricultural
 
project.!;.
 

Sir Roger 6wynncrton 
T.J. Harding 

The Orqanisation of Extension 

Extension is onr of the se:-vices offered to sm1llholder farmers in 
the attempt to stimul,it(o. change in their farming activities. This 
option will. look at the sel vice from the viewpoint of the manager,
examining in part l atr the organisation ef an extensio service, 
planning extensien programme, evaluation of exf-nnsion wr'rk, co-ordination 
with other farm.r ;ervices and back-up of field peIrsonnel. 

Visiting Lecturer 

Esttatear,<lic..n laourIla ': -ning 

To examine with o::ercis,. th!u fundamentals of labour planning, the 
decic;ion:; that hrave to bI, m.ale in the areas of permanent 'V' casual 
labour 'V' mechanisation. 

N.P.S. Hetherington 
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Block B 

Project Appraisal
 

Project Appraisal is the detailed evaluation of alternative ways of 
achieving policy objectives. Appraisal should not be regarded as
 
the final stage in project development, to be undertaken after its 
design and principal fe,itures have been fully determined. Project

appraisal should be applied at all 
 stages of project selection and
 
analysis, from proliminary identification to the preparation of
 
detailed d:iign.
 

By means of a major case study, this option will explore the basio
 
concepts of economic 
 project appraisal, introducing the followiny
 
analytical techniques:­

- pay-back period 

- cost-benefit ratio 

- net present value 

- internal rate of return 

- sensitivi-y analysis. 

Sir Roger Swynnerton
 

Role Ana]ysis 

The concept of Role is a useful way for an 
individual to increase
 
his underst;indfng of how he fits into the organisation of which he 
is a part. This option will allow participants to ecamine their own 
jobs in terms of Role Theory in order to bring to light any conflicts, 
ambiguities, stresses or strains that may be inherent in their job.
This elucidation should assi.t participants either to come to terms 
with their situation or to see more clearly how it might be changed. 

J.L. Marjoribanks
 

Critical Path Analysis 

Critical path analysis is the organised application of reasoning for 
planning, scheduling and controlling practical situations where many 
separate jobs, which make up the whole task, can happen simultaneously 
or in sequence suchi that it is difficult intuitively to establish the 
relationship lctween separate jobs. This study will cover one of the 
basic techniques in netwo7k analysis. Examples wil] be taken from 
typical agricultural development projects. 

N.P.S. Hetherington 
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Block C 

Budgeting and Estimating for Estate Work 

To learn or re-le-arn the components of budgeting. The implicaticns 
r: init zozt computation and the use of these: 

Cost implications of variances in production against budget assumptions. 
Phasing of budget and cash flow analysis. 

N.P.S. Hetherington 

Interactive Workshop I 

The aim of the workshop is to explore by means of experiential 
exercises, readji-g and discussion aspects of organisational behaviour. 
The concepts of control supervision, appraisal and rewards will be 
the main focus of our attentieu,. 

The depth of the study will be in the hands of the participants 
bearing in mind the constraints of time and resources. 

D.C. Marshall
 

Development A,;-ncies 

Many countrie!; have seen in recent years a prolification. of agencies 
involved in Fural Development. From Ministries of Agriculture, 
through Crop De'.ioI>i'!,st Authli:rities and Produce Marketing Boards to 
Integrated Area I)evt.lop ;meut Projects, there have been a wide variety 
of organi :ational .trcture:- created in an attempt to achieve rural 
development goal ;. This; option will examine why this should be so and 
attempt to identify some of the structures which aIve been associated 
with success or, alternatively, failure. 

%'siting Leaturer 
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Block D
 

Irrigation Management
 

Irrigated agricultural projects are a growing feature in the technology,.

of agriculture. These sessions will cover the important components

and problems which must be considered in the preparation and implementation
 
of such projects.
 

Sir Roger Swynnerton
 

Economics of Smallholder Production
 

Why do peasant farmers sometimes ajpear to rer-ond in an "economically

irrational" manner to increased income opportuniities? What motivates 
the traditional smallholder and what are the major constraints to 
his tconomic progress? 

Using a range of economic techniques, this option explores the
 
hypothesis that peasant fanmers are indeed rational in the allocation 
and organisation of their limited resources and that, to improve 
present farming practices, personnel involved in the provision of 
services to peasarnt farmers should first identify their resource 
constraints and understand the economic, social and institutional 
environment .-ithin which they are required to operate. 

T.J. Harding
 

Accounting for Inflation
 

High rat,!s of inflation cause conventional historic cost accounts to 
give a misleading view of the financial position of the organisation. 
During the seventies, accountants have devoted much time to accounting

for inflation but they have so far failed to find an acceptable solution. 
In this option the various alternatives in this current accounting 
dilemma will be explored. 

D.V. Coy 

Planning Airicultural Surveys 

Planning of agricultural development prcgrammes aimed at the traditional 
sector cannot he properly done unless a sound data base is available to 
the planners. This option looks at some of the factors involved in the 
design and implementation of agircultural surveys aimed at providing the 
necessary information. 

J.L. Marjoribanks
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Block E 

Problem Solving
 

We often like to think that the decisions we take as ma,,agers are
 
totally rational ones based on a sound consideration of the facts
 
releva.:t to the problem. 
 Reality may, however, be very far from this 
ideal. This optbin will examine some of the reasons why practice 
so often diverges frnm the ideal and will look particularly at: 
emotional involvwment; the need for both creativity and analytical. 
thought; stages in problem-solving; group problem-solving. 

J.L. Marjoribanks 

Workshop in Creativity and Probltem solvinq
 

This option if; designed to help people to learn to use their potential 
more effectively In working through continual ofthe stream problems 
that face u5; in our normal life at work. The programme is highly 
participativ., and self directive. 

F.N. Youdale
 

Interact*ive Work!;hop; TI
 

This workshop %.rill be run along the same lines .jsC2 but the focus 
of attention will he upon -hange, development ,nd training. 

D.C. Marshall
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Annex 6 

Outline of a 3 month course for middle/senior managfers at Mananga

Agricultural Management Centre entitled "Plaiining and Control in. 
Agricultural Management". 

The fol.lowing pages are extracted from the Course Programmc handed 
to stiudcnts on arrival for a course July-September 1981. Notes on the 
u.c of the library and a daily timetable of lectures, seminars, discussions, 
vieits etc. have been excluded. 



46 

COMC OIJFCTIV'dES 

1. 	 Educat. onal Dovelopinnot aims to oroadein your knowledge of management 
theory, tccl'niques*cnd practice through the use of the facilities,
 
resources aid indiv Juals which make 
 up the centre. 

This coursec is not concerned with providing training in the techniccl 
problems of agriculture. We shall not discuss ielative en.rit-, of 
varieti e; of sugar cane, or what lerbicide to usu to control weeds in 
ricc. We shall devonte thii tirre to conside ring row to muke econumic 
ducisiors to eo;uru profitable product ion; how to corlhine mon , inochinery 
and 	 mabtez,ils so that objectves can be ronchod efficiontly; and how 
recordf; ( ,n h dnr;iuncd tn help in planning and control. In seckino how 
to oohga ,i"e[ or people! bottfoi, you v.1l. find that you wil be ;nle to 
exam[rio youi:o] f in your role as manager.a 

2. 	 Individual *.wvul am-lt To prov. criyou not onrly with a structurJl 
geanarjemuipr'rr am e,hut a] 5:e with tltu opportuniby of following in 

depth your nece.cary f'or your future careers. 

Our 	 ohjr it in Ihe ttiro., monthr thait you a rn at MAIM: is to creatn a 
uitu ition it, which you will develop and rinprove your ability as a manage.r 
in agr.iculturr .'We havi, in rrind a [apicti: ' f your work and reslainsibSlitie 
and Ihiii whole p0o11rt: :, reiatrd to thi;. e','Edo not try to includer 
aver, irt!,in it r,,lner hu'trirl'hy mLthunrth ec and prsct en; theft you 
c nr uo;f!4c hrmcp. Throgi(Jh tt the! cCirUT5 we s;hall discussL,' 
prisncipl,,., -,,d then .'eel<to c' hue ue are apl,d. A roal ffcirt 
wi.l , n r erAddfim ye to p re-iVt?I0io yoL CCIulJ apply the pri .cs 
tndo r your n-is f unriV iiio.,. Thiv , P .P . al;o ht:]p in din a' r io 
but 11 ,C) itt.it tii _!11 "'(J -x:c:L what yrU cho ld dD FtY.u C~i os 
or c: A. iii e' r l F.' - -l' I i ci,;rw in sna 1]1 mr upe iiJno ;io' ,ne"to 
iil; y,'i cot-

1 
ii.i to, "pl r,. 	 Jrm. cimicap irtuaL!.'Lt.utl 

3. oof ,i,::.' riTrt To pryovidr youi -ithr the ch,'llec-n e of worl:ing, 
e !thi iiidi ,/ m _ l 1Ti, a] -(mr i 

, groups, nrl L .'oir17 ty oDf educatjonal 
ar bvit:i.. To eroisile yhu to have fuir,,I and io-FrITZra! discuss ions in 
a1 mnrlari ,:trnipMorn .i enc1ua,-gos the ntuvloprnt of nor-agrjyr-oszive 
eu P-corF i dirr t:,. 

4. 	 Soc~il Im:vn'lr--nnt To provide a small community where yOU will live and 
work, lee rnijf:r ,J.th and frnm athc.r t-xpr rioncod mirlaig rs from a broad 
rcng of conrtAries, organ];at]on- arnd speciailisations. 

5. 	 [ni]vnnmrnt! e irips t,) crift: a learning environment away from the 
everyd y pla: of vbolu, wi ,0 fret, froin inturruption, you con:­

- thiok 03out yiiUr work
 
- develop new ideais
 
- learn from your Own resnurcos 
- learn from tlur resources of MAF. -rid its staff 
- und ahobm aill. lorn from living a nd working closely with 

participants from differe.nt countrius and 	 organizations, 

http:differe.nt


47 

6. 	 Our lvarninn phi.losophv. You may find our app.roach to teaching different 
from what you expect. Wc do not attempt to tell you how to do your job, 
but holp you to learn for yourself how to do it. This calls for a 
sustai ned effort from you to see how to use what you will I.arn about. We 
are riot lookiny for the one correct answer, because it. does riot exist; by 
exercises, discussion and argumert we seok to give you understanding.
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COURSE PnnGRAMMC 
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COURSE ' PROGRAMME
 

r.EITAL. PROGRAMME 

The first four weds of the course will consist ot a series of plenar./ 
nessions in which all course members will together examine a single 
topic which has been t;tiggcsted by a members of staff. 

In addition timc will be aillocatcd for course members to begin to 
examine al ects of m:iI)agerkl work as they affect him at work and to 
discuss thsu with his follow course members. 

1.1 PU.EHURY 5E hh IhhJ 

The purpno" cf theo :escns is -to present ideas and concepts for 
exploration and ditscussioii, The focus will be upon the following 
subjoct area5: 

1,.2. E rnnsr-s nd F_ nance 

Using the case sLudy of a local egricultural enterprise 
course membrrj will explorr many of the fundamental 
principlos of econo:ai.cs and -finzincn. Cash flow state­
mor.ts, balance, !jhee to, profit and loss account gross 
margirins and fijro planning till hu considered. 

1.1.2. Thre Sttjuv of r'annationns 

We all work within an orgo!niistion of some kind or another. 
Arm undnro;tandirrj of the tructre of that organisation can 
help uS to work moe effectively. Theso sessions will 
exam:;no soss of the csicupts underlying the theory of 
organif;atLionr; and will encoUrQge participants to take a 
reflective look at their: own organisation and their role 
within it. 

1.1.3 Huimin Iriteraci:irin 

It is accepted tOvt a major p-Irt of a managcrs work life 
involves a series of interactions with other people who 
come from both inside arid ouLtsid the organisation. This 
intri.duction to what is in effect a large subject will 
exam:ine some aslects of this human interaction which should 
be applicable to many situations,; that managers face. 

http:econo:ai.cs
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1.1.4. Tnformntion .nnd Control Syntrms 

The nend for a nanror to 'manage'i all aspects of his work 
area is the paramount requisite of his job. 

It hao been ,tatfd Lht "lie who contro.ls the inforiiation 
will in effect control i ,i Job". Givl '!IL! ned for the 
manager to he the person in control, these plenary oe.a.ons 
wil.l allo'.J u: to explorp tiP i.i area arid Uvaluatu the con rol 
needs-, of lnly cale .f eirgarnisation. 

1.1.5. Tram LuiH !:ineq ( G-rn fi),VIMll- lI) ,! 

Ind. virhia. pevrtns wiLhin on organisatlions become part of 
many qr Some arre f'orinetd informally, others are formally 
appo l 1!d Tai; qralep are formnud for man y o jcctive ; arid 
rc--ells I li MU LWL dayS, a-10 ' si to eXam'linle hM na tlre of 
work g iun, ii the, aSid [If' the video tape recordr.r, an 
expli rat:i on of Lhe pricnc:.s and interaction whielc taukre place! 
within groups is rarll.Sd out,, 

11..6. r.Q~gen. -aL: eni.l isa 'Jevkolnhpjs_ 


These %jorkeltops will htlJAd upDl- thln framework laid in 
[umar: Interas~i.in, Teaam fuil ding and the Study of 
Organisa Lion . They will lok ai thi. pra Ai cal impl:i, tions 
of solne a.c cencpt,;of !.L h:-i tappliud to the mannrjnttiert 
of sLaff w ithin an e rqaniAaiLon. Part.cularly Lead ership
and Motivtstifn wi.l ie e-xcmiried. 

1.1.7. Csl; C intro.l 5r,,in,r 

Middl.e man ii r in tropica! agriculturn are often critici.,d 
for their lack of oust cori;cjouesn,.a;!. 'Achieve the ohjuctive
regtjrdlea.a,. of cost.' seem t.obe Uhh motto of many. Drawing 
on thi coinhiita kniowlcdge and uxperience if"several senior 
managr .;in the 5wazilan lovlveld thi a seminar t-i.ll focus 
atLe-ni on ol the problems of iiproving cas;t cuntrnl in 
tropical eqlrJ aullure. 

1...Visits
 

A list of' possible visits is presented to course.' memibers 
and trips are orgai!sed, according to the response, during 
afternoon; throughoiut the 
course, for visits to prujuct;a il 
the locality, an,d oi Tues-day .. Ith Auuust for thaue situated 
further afield. 

http:Interas~i.in
http:contro.ls


51 

1.2 EXAMINATION (IF MANAI, IAI. WORK 

These sessions will afford the course member the opportunity to
 
think about hin organisation, his job and himself. They will be
 
carried out as follows:­

1.2,1. Grou_ Pr nhiut --Mlanagerial Work 

Many contmprornry writers conrtinue to define managerial 
work an th prucc.; of Planning, Orgnnising, Comirnrid, 
Co-ordinaLiun and Control and so forget or do not even 
know that Pio fpso or Carlson Sri 1951 so sensibly wr-oto 
tha 

concoptn .like p.an noing, co-ordinai; on and control 
are of very 1: ito.d o when wu want to duncrihnb in an 
obro rent .i ,,a2. tiudy thu doi.ly work and aICtual pa t(trns 
of h1Aa viour of managing .... moot of thr concept.; do 
not fulf.i I Lii oolif.notion of opmra lionul cncup-ts 
tha L they hi! with o nlr'arly defined setbloln ymynyumcr; 
of' opurotiu .; ... if t-.k-ii mancigo r wh rn he is 
co-. '(io 1ti.,oOr how luJh C --ordJir1,n r' hO Ia be n 
doing 'dorng tin dy hc would not know, .nJ 0v n the 
mo ,..l ig1,Iy ,Aki.11, d obsu rv r ua?..d rlmt know uiLhor. 
Thu ,imi htirl; trLi' of th. concup,tt;of pla fnij, 
corfilld , oirmli o ton and contel .,.. 

Thin grraip pruijcn, i5 doh-.inocd to Ihi-l 1p you take a frnth lofk 
look at Lhi; Cn: af work and tr,ir~a .lig.once!pt manayrjurial 
off'or CI'l.; ,-, thot yu to reappraisneno app)iOaihtOs enablu 
how of Irnciley yol work, nd how effectively you run yoc­
departimrt, soction or projecL. 

F.N. Youdalc, 

1.2.2. ma* ,-.rrr' . Case Stiudins 

Many nonoigimnint courss explore managerial work with the 
aid of cao.o buliom. We hove developed at Manongo a process 
whermhy wu con >:nimno soe of your own rase rnather than 
present. i fictititou5 and oftin irrelcvant case for memburs 
to r>:pl ore, 

This method also ossists the. individual course membor to 
reflect upon his organisatin, and his job. 

Each connie;rmher will he an:ed to subini L a duscri pti on 
of thrco particHiar incidrit.-; t yrk It could ho' som- thing 
whiCl, is -,ni;inJ thc courotr meinr a priblim at this very 
momi:nen. in tic- or a prohJ.uma hr- hos .solved in a partciJar 
way, or a in stood , nncrilIily r. utle case. 

The case studs are them categorized arid 3 repre,;Unfotivo 
of each "Citnory inspresented .to the whole course for 

oxploruticon and discussio. 
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1.2. 3. Mannqruiront Study Grnunn/Tutorio.l.s 

A small group of courne members arrange tu work with one tutor 
during the poriod of the course. The purporc of the group is 
twofold. 

Firstly the course member will. have the opportunity to 
individually discuIS the course wurk with a member of staff. 
By reviewiny tnderstanding Lnd relevancu, the course •rIg 
member can hL heIpcd to monitor his learning and enhance the 
benefit from the course. The member of staff will be available 
as a resotirce, guide and helper to any.member of his study 
group. 

Secondly thu course moibers comprising the study group are 
free to explore end e>:nmin any aspect of manageria2 work 
whiczh is mutually u.reeod. [his vehicle will allow course 
membors to >xamine in depth, with the aid of one or two 
colleagues and his tutor, some aspect(s) of management which 
inturests or challenges him. 
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2. OPTIONS 

The plenary sessions during' the first four weeks of the course 
(and the subsequent workshops and seminars) have been planned
by the staff to examine topics which they feel may be relevant 
and uoefui to the course members. 

From wek< 5 to week 9 the decision as to which topic to 
study is now made by the course mewber. 

This deciioin Ls taken in two ways:­

a) The timctib. in so arranged that at any one time three 
separate groupS will be meeting to examine three different 
arean, of study. 

b) Althfugh the toaff have cutlined the broad arc as for 
exploration and discusnion in these three separate 
groups. It can he seen, on closer examinition, that 
they are ;o hoid that they will need to ho renegotiated 
before work can !)e carrifed out. This negotiation as Lo 
exactly what topics will be examined during the option 
will he the responsibility of the individual course 
members comprising the option and the member of staff 
who will a-t as a resource to the group. 
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Al Induninq Change in Smallholders 

At the centre of many governments' strategies of rural development
is a commitment to th stimulation of smaelholdpr developrment. 
,Why do farmers appear to resist change? Conversely, why should 
they change? Members of this option are encouraged to explore any 
factors which they fPeel have an influence on the change process. 

A2 Manni ngj People 

It is ansumd that the Course melmqbers will wish to examine such 
problems as motivation, communications, performance appraisal etc. 
during these sessions. It is also assumed that people woriing in 
large organisations will be attending these sessions. 

A3 Finance : Plann.nr 

Course members will hUle the opportunity to study aspects of 
agricultural planning that involve a finanoial input. The actual 
areas to be studied w.ll be negotiated by the group.
 

http:Plann.nr
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Acdinistratinn of Service Acponie. 

A largr part of the rural devezlopment uffort of any govornmenL
consists of the provision of survicus (extension, input sipply, 
marketing, health, educatinn utc) to the rural population. The 
administrati'jn of theus service.; is not COsy, which only ServeS 
to umpl~j-ii!,Q 1hSL n[Acd for t hU clrIe examination of this area 
wlhi iLiL .i;expucted th,,t meubers of this opLion will wis'h to 
mak. A Ia tur ,ptin (DI) will look at the particular problems of 
credit adiin!i,trotion. 

132 5;tnffR' i :rc.n.. and Troiennq in .ron~it.i.ens 

La rg organisa L On, usuSIlly set up trnining departments which 
develo-p pc..iricr;. This npLion is to enable course participants 
to xpilOrr he problems involved with the developirient of staff 
and tl, , vanriou; trairning systerns %.+ich a:- in operat:inn. 

B3 Finarimc :Cont.rri. 

Effe.'ctive C tunrol .sys;'.cm!; are an "essential part of efficient 
aoricultnjral productIon. In this option, course menmbers will ne abI 
to e.xplore Lhe aspec L of financial control systems they identify 
as b'.Inrj partictiarny relevant to themselves. 
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C1 Decision Making Process 

"All my 'ducisinns are ba!ed on rational thought". Are they?

"I ncver allow emotioi. to influence my ducisions". Don't you?
 
"A good manager decides for himself". . But group decisions ensure
 
commitmo.int.
 

How do you reolly take decisions? This option invites you to 
examine the decision making procuss and perhaps to reflect on 
your per,,onal style - do you think you could imprrve it? 

C2 Econoinirs of Liiriw 5cnlfo Production 

Economic principle, have long been applied to large-scale 
agricu.ilture. Many sooi fic 'roots' have been developed to 
improve the predictive qua lity of inforoation avai]able to 
the nanoger .io wishes to plan his farminiri activities for the 
optimicoLiun of reterns to availzble resources. Members of this 
option arN invited to study some ,f these economic tools. 

C3 Planning of P:-njeft. .,o1isrentatinn 

The roots of uuccs-.ful project imptlementation lie in the core 
and attention given Lo pliinning. In this mption course membcrs will 
be able to uxplore problem areas of planni.ng and study techniques 
that may help in the planning process. 

http:planni.ng
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D1 Credit fnr 5millholdpr Development 

Courser members WiAo have an interest in 
smallholdcr development, partirularly 
interest in credit provision, may wish 
providud by this option to explore any 
or admini!Arution. 

D2 Finanrie : Ini,'r)prflaton 

the stimulation "of 
those with 6 direct 
to take the chance 
area of credit policy 

For rinny ,ncjn-.gers ain impor ont quulity i. the ability to read 
and jnt.r[rc.. fininriiJ. information. In this option course 
mCmburm will be abl. iu and study aspects theit) Xploru o-f 
intnrp:.,isntI.i, of f:inini l informALion, which they idotify 
as heinrJ roi a'y rJluvt to thcniselves. 

,ij , ir I.iD3 ''uoJi " '1 \,-Thr. 

From rfniry c hiIdaohjr otn-ird; we learn tb conform 'o certin 
soc.i a]I y~-,c i., hch cviijur pa ittrns. 1his is very necessary 
for U5;to bonomrrio ir.,1 IIiriinTers; of sOeipnty. It dous have an 
unfortuna Li, S h,-- ffr:. */W Ida o arqu-re zi tremendous numhur of 
inhib Li ns3 iilhsi, tAh2 wy and thuse inhibitions can bc a rtel 
barr ur n or c ii;iI, jiw,,iiti ve and creative thinking. This option 
invites you 10 ti:f,i p)aZIr ill a pogrn1r'imC deSignud to help you to 
break throullih ,om of the hzarrjers. 
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El Managin poople in Selvi.re Anencies 

It is assume that managers who work in public service agencies will 
face slightly diff.nrent problems in the managing of their staff. 
Thos, course members in the public services agenci. s who wish to 
explore the problems they face in working with people are inviled 
to attend this option. 

E2 Administration of Estate Agl'iculture 

The proheums of controlling a large estate labour force, of
 
controll g stores and a machinery fleet and of running the
 
ancillary fervict.,s necsssary are largely centred round the
 
design and implement-t ion of sound control systcms. Members
 
of this option are invited to .tudy aspects of estate administration 
which they feel urn particularly ielevant to their needs. 

E3 ProijicL Icn1i.ficnat.on and A.raiistA 

Before any financing agency, whether it be the domestic government, 
a bilater,,l or a inul ilateral agency, will consider investing 
any morney in driclUlturo.i development, specific projects have to 
be identified and apprai.ied to determine whethier or not investmont 
is lik ly to prove worthwhile. The need for this is urgent in many 
cases, nu; zi.d agcncicsnre often very keen to dicbur e funds and are 
only held up by thme lack of proper project identification and appraisal.. 
Memhers of this option are invited to examine any of the specific 
techniques which have heen developed for this purpose. 

http:Icn1i.ficnat.on
http:Selvi.re
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3. CONCLUDING SESSIONS
 

The whole course come togethnr during the lost two weeks of the 
course to work on two large exorcises; one involving visits to 
various agricultural devclopments in Swaziland and the other 
involving a farm business game. 

3.1 Stratoqi rs for Aq.icu.lu;ara1 Duvelipiiment 

It is often very, hard for mianagrrs in any part of the agricul­
tural economy to finld the tifmt t) sit hack and think abotil, 
the biad issues tha t afffct thm w'iriy thm cou,,try and in 
particular thu: ag ri uuire! 'tar i.a dfrw-].Lping. A comli:ition 
of leciurcas, dia.cur./.i fifuld trips, visits arnd dehat.u.., ovr ' 
most of t I I tcnth musk wI gi.vY I l] coursn m i alr ti.h11:ch incr! 
critica ].Iy to scaii.; rr Uhf fral.ow irOpnI :.flit ::.aUr; • 

What faci r: ; a ffucL a nalior's; ra tu of ucioromir growtih? 
'..hat snu(.iolor]i a 1. aind rlurcJ raihi c trur ds acuciprlny 

economit or twli? 
Why is agricaltirual divclrpunt so important in tih 

dcevclaptilq CnaIi us? 
What .yt i A c .i:5 of a r.ir ]tarn]. dt\'lpr.orLnri L arc! 

availablerl to ow;vuni1,'nt? 
HOW shirritild govFci rl1!s ahoos a thu! MOnsI ffcct..iva 

ut ra .aL~i ur far agrjr~iuUtirNl dCvl',.snt? 

To most of tha.c crrucst ions thure is no singl, answer, but a 
deeper Undurstmding of th,.- fzactors involved will give you 
an enhanced loyal of insight -inoa your own rn]r. in thu 
agricultural sector of the dnvop:>ig economy of your own country. 

3.2. Devpro
 

llovpro is an imteractivU husiness game based on a tropical agricul­
tural production and marketing model. The game has beon de;igned 
to consolidate uridcr.standinj in the areas of fi.nance, accounting, 
producti on economics, and orga rijational behaviour. In particulr, 
Devpro hclp:; to develop appreciotion of tl-. interaction of drcision­

making - a decision relating, say, to production rarely affects 
production alonu, but will have important consequoncs for other 
areas, such is marketing arid finance. 

Participiant;s will br.come invo].lvd i.n a Lively and, ait times, 
exciting activity -- working in groups, the interaction invariably 
provokes further reflection oni group bUhaviour. 



60 

3.3 Manannrial Work Surinar 

This seminar is the culmination of the group project in 
inagerial Work. Papers producod by groups of course members 

will b- discu;sed and appraised in plenary session. 

F.N. YQudale 
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AIDS TO LEARNING AT MAME
 

1. It ruy be useful to state the underlying ph.losophy of
 
learning which has govurnod the design of the 
corsso. 

.I.]. Luaining i, a rernial activity. When considering adult
 
learring it is pr:reiui 
 to for the eustablishment of an effective 

ritdlmanjg elvilol'm :l)L1lhihr each individual takes re!ipoi, ih-.i ]Jity

for hie owll procco-. Thu otrLlcttlrU Of Z) COLITrco and Li,
]i .oiliijigj 

pimir';ol involvi!d in org inii. rig it. can.only be loou'd upon as
 
rO~ecitrcP i. 
 h(! tj;t,:dat th: discretion of the iFrdividi:rl lJ:, rr,1r.
 
It i; Ith ,'yofi Ir 11)(1 inn eich coon:1,P icnr!r cri ticali , to
1 rliiriL 

cXilrI:i o 1iii,i ",n il of . rii
r;!; illrj aZ!d fully to ti1 i1,1 ti0i!t- r;:;OLa(-r. 

c .
I', I IwViIcih .V ljl (if VJil.LiP i im. o;U"lbi.:, cotiit;t t.i . to fici- H I C 0cn-L 

irir~i~iliij n . (AL 1. -1NI 0~l J)L'Cir.iou ar'-il of eg~nf
hIiln', , h, n' ,i [C ; 'iri y of I1now.Iri0;W.P ' I,iC has LU 1) ,'got (vC 
and wii h i i; e'i Ia..,liv n i 0r of ri exa.m ln:rtic.:. I t i.i inclJshllt
 
upon it i,t.oatt~l-Vpt 
 ,(jmuakei thir inpIt. and tie ;ntrr:etnrri or
 
ti l!r 1,'llI'ling :lcti [vi Lircs Z,; chilli!riginr. its po si i . w.ith t eII [xproe;.
 
alinn of gJv.nni tln coir,e pi b iCipunt!; ;in [ ilor iri ty to widen t~hi jr
 
view,; on curt.lli cirijn][a l1 topics.
 

1.2 Tire ,cioff at M rl:,ia !:.(- tie flloF. . ass Uscful learinrg
 
recourr , dcvii:hli; Lc.Lourel, participantn.:
 

lri - FCl" ci 1prIriod of elovour wetk.; you a rn away from the
 
norma vi:in;:- of tv(ery day work life. An oprportunlity jn there for
 
you to th ii.; hruLehinng Ce' to ref1lect upon yourse.lfp your
 

r ofidCaJ(' ,:'r yr (I" .jtjl) Youtr orcjaJni.30tioll.
 

fOl.].eOuu:; - rlyvirttJt of tho fact that th cotrrio is cofnprised of
 
co~lrrer: intinil 11j'; fr'M 
 a va'vel y of noamLioi; organrisations, cci plirr:s

culL ure!; tc, an rertuni:i Ly is pre;;nted for you to compare and
 
cun tlna;t ;mi:iny e:Ic(of your manjgerizl activitice.
 

i:ivLu :; tudy arid it'cor'ing - For thuse of you who ha e oftem

louk tl1 frrrr 
 I to ITI oi I)o tuni ty to t Iti up on sonime reading around
 
tire, rainaeri] iife' that is now.
c'jurn [,iorhaps time 

Staff' - Thu. Mni,, ga ;L;iff hive gainud a certain exprrtire in structuring
itlL)ii.JOi in, whiJin (oil(lirtll'] (:onJrE;e membcrs to que'tion, djcuroc; and 

deba.te vrltU . Ticir role is seen as one01 irnr:reir- which hilpf to 
creatyu .i 'riiiii cmvii ormorn to. They nao can be viewcd " toji a,; tirridiotir' 
maly ov;o iin::; inl MAPC itulf and in 5wazilaid giur lya Vii lic. 
(opur irly ' ill tLIt, Imowve d). ihi: !t~aff in additio to tlh; 'Hl.lls 

assoccatori w.iLl Irn;ianjerml rrt lea rning a lso have a grcat ciea], of 
expuricurcc ir,various !;"eects of the agricultural industry. 

http:itlL)ii.JO
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1.3 !.earninf in n sma1i qroujp_ 

Thidin n of thu most itiprtant learnirg structure! and a maorc
 
do tailv. diCILSsion of this approach is doomed 
 to be nvcc:oary. 

It is corion lknowledg that being in a 01-op can frequently iea .Ui-naccr,[n.vory frunt ra j iq 0XIN rieerncU. Nauor is sie-stIppo d 

j'itimmil tirL~mTnno cani apoiently he swaoyed hy irratinin.. putints,

.lungthiy r!;perch wil1 In
.; nadc on :rivial i sues and somn inlcriem; wil.l. 
say noLhnqI at all. [n-i the other hand, ho:i ng a ..n rnher of a dynami I: 
and of ffctivr group can prov'dr a very niL:.rn.laL. ng and dcw,l.op:,mnrta. 
ni-Lin itin, Itonding ui ahit erion totaoirsii [Acant n.orl In a todlyting 
a tubj t atam mIqag, ho ni ;outrcu of in ['ammrn nn",p becomes a pr.mv: 

for we heuli!ic- indl rnemlhir. can ,
that ividtCIa .nari to he moro fiuc tLive 
in manaqigaa group, r- cotri h Ling to or,[. 

1.3.1. Nt-hod of WnrkJlrig
 

Grogp learning in esntially sointh;ng which can he uxpor'encvd
 
.ill!;t.ad (IF lj!il g studios5 acadorin 
ca .ly. Consegueritly, the maimr 
noure. of .infnier, rinncfofrom the intcm-roa It1or and bohavioL,-of ti. 
roip :Lo . fV. No mzit.!t . .,hat ui-j ent ar,i - M engh ern 0 tul:; i pin r

whci hy mnor:ia'.-' Pn tiu- grn p 
 €'.latr!, .inur. 't1,.i!.:ror d.is-.l.Ii tor
 
otilICT, hll1) Of hirl:IC Ptici Oi~iri i.! rin ou5 It m ti n
, (-nriu i.i 10 
p1CICrIo; wi.ich r-co-:lao thuo Wiril:lg of a g c i and provduo; thu 
riciurrt r Ounc- lo :lrl:iii fi)r lic ri ng (and ef ;I ly)nf g McorI -!;n , l .:t;pt 

about. l i:; o.'n g . i iM11. 
 Thlkni are critLjit Lhir .cinwhrich f/''.r:uni,
 
(iCcU . ii IjFrelJ , '11101 cn;Powir, Atul;itrnrity, Inac il , Aff'ic Li n awid 
ID:l'i.;I:iar. il, Fi,ly i Or:;ot:Lhr []UnLi t OtL 5 ~inkLh[h op(mrr, 

an -ri;e 

have to ' i..'tnl ry harn lialr 


hut they have: iinnm nr ffecti; on the gr1'1!;p '2 "t01*Foe t \ii :, Yo 1i 
f i to this 'TIJ7 In hC i.icF; the W0cinl, llrinj

lpokli W ].L up;'p r! no m -:on i tihrseo 

gr'aduilly you hig-int Ln r~ai:j.r. tha,'t the: 


tILy ha r nn tmorut Li trh;ri: [Ih t, 
todi: on Lh agnacndr,[chi


SuLijec i rioctucirin is hoing u:ed as a cloak tndr MAI:h
uiierr th"un
 
driving farcU;.cif hirari ernot, c)Un!; and nucd; are bing playe:d out 

1.3.2. Soni.,c Loin at Work in the Group 

Whil;t any gmoup inis niute, there is enough ovidence to suggeul that
 
thore aio likely to b curtain cominion factors at work.
 

1.3.3. Authotity and Leadurship:
 

Who is irrchag? Who s tho .ir'ndrlr? How cal I get; my point nf view 
accLp-Lrd? lhcy're g.rlirgi ipi r on me;. The theme of atithority arid
 
luadurrhrip in bcurd in[it.ially to affoct 
thu group's working aud tiii[:1
it is brougtit iii toie ipon it will duminait, and f 'iviitothe group, 
IL may nevor he fully rt:no].vcd but ts recoyrritir i at:a powe,rf'ul. forkr 
as a landmark in the group:s devvlopinunt. 

http:d.is-.l.Ii
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1.3.4. Affection and Dislike: 

can't st'cd suede Ahooc. Look at his fair' What Ln accent. Typical 
civil srvant.',roduction manager/ma rketing man. Foiseemns a decant
 
sort of chap. I think wu have ,inilar ptroblem- lie's an uxcel]I nt
 
chairman. Wlih:t a repurt; The need to like and be liked risL awaiyn
 
he a .srong fatl Ol: ill aj group, tagi:Lha with tiru aippao;i:e (f (3all: ng

and being Lad, TIre cosy' -i!rarely if C tihe group
1 d Ie group .nr 

where there i llirl. ll .'ng and triwal. It is usualty a divicf: to
 
prevrt eit i !AtrinirI ffliq ; rom emrryirng -in(, frieunt] y.nire.,
.x n;Lring 


by evinq rUl noit l.f , ri ar i,,.,ritL th ft ia liall .a, anyt.I rig 
liextenao, na: a f the l. to bL 


]5 d xpre to ltir lal.iilwnafil off
 
OimaOFnOw li~r rnt in; how to rr(:equijb ead ' ltromil 

for] . ;im ici,:l wi l their × r n,ioi, "Lr 
inldiVi rrraa aila1 th! gerollp. The rtcognit.in id ptw;rc, a f feielig;
 

a- Jl uijTraiLi iIr;t all 1intiurI OF rmli y. Only t.tn1 Cll rlat 
 ia[ lehipr!; 
b' fallmed a Lhr erla.rti" of co-nlwetiv. workin ci a a ta.<. ]IIee'h'
mlay evcIr I1J , l eelhmn;; lil-.ir pi.are cmi('ni,'ror iqs! noa o 

1. 3. i. s[u.lmii".i-t:ip aind Accepltince 

At wuxi . p cr.r i. raleuly able to c hOU ts[- groip in wiiiuh Ila works 
and it i.e tlh: naimt, it MAM. Neverrtuhe].e i-, once a person -il in the
 
group :it it an a tin1 that thlat pereol fe, lol tccoptL d an a full irrainhe.
 
In o(in1 
 tu Firtl ve Lthin3 all g rop memheys need great !nenm itiv.Lty
 
tO Laraat . in crcrfi Lud, for ir pernon wh felS rcj:'U.Lad
ltI VaryiTirr 
i5 lrn].k ly [U 1"12rlt ra' h contribirtior to thU gZ'[eIJ ; Ill:in;irlilJi rcran
 
likely tr' hI al f'Or.A; "'Or cci;.,L . anid _i,.iv(; whi.hlr
non-prn- helivitar 
Iime.r'o..1 aLii 11i: aoid I'narn, of lengthy end irr-le raniL conntr.butr' ni;Ie r1 


or 1'el;irILal hAtL LCOitilnarrLen5 oppoca tion.
 

1.3.6C. Thre Cliiliate of thii r0ep: 

It [icomrn, atir :rcmit; that in order for the, gr-01-1) to davelop and learn
 
lOtL itelf', tirt'ra7 it, be a climate in which thin is more likely
 
to iap i
 

1.3.Y. Frranknimm.i. 

1ie- girup mnnrst be able to give and rrceivu fact; and opinions at a 
parr;i i in.1 le;vl. [,or tis. to happri, the group mant (nco Liralc franlknesn 

1.3.11. link-te;lririg 

For learnin] ILotll.' pleec, peopla nmut be able to experiment with 

different tnrLimi;i I of [im av.nur arid wnorlig. 1-iEttokres neat lie ceen an 
part. of Ii a lr,. in i riraIire;:; r 'turinr tihan tin Occmi!ir a; fur j l rarnrtand 
gai. L. h[ !- i.]H '.fIr C lr I.1 a ti ard poiratirrr<n pror.:m ,t f -i is ind ia ilnl. 
and lhie, i; why li;:jiir]i can take riu-h an effort. litLI Lire e al; lin 
t rraliof gFrmiJ f'fC Liv ,ne, nt;li pairl om, ClOvul]i ai t calla be deeply
onltiafyi rlJ ai I hel ]Chlealing [CCIjac i c iiL-ien tly inLeg r-ted into onIn, 
total body of kriowledge. 

http:rtcognit.in
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1.3.9. C'nr ,usion 

In studying a suhjnct, the group Ihucoie's a microcosm of the worl: 
situation. Th hopjis mid fears, aspirationn and expecta tinns you have. 
ns a nanager in your j oh nrn also presunt with you os you :ftmli o 
subject in a group. It pro'iden on opportunity for you to dinru'r 
how peoplr worl in g roupsu and morn espucial.ly how you work in a 
group. The uridur].y-ir Feelings and emoinns which affect azll of 
u, cannot ha irOood. It is by the recognition of thorn that we 1'airn 
and bmnco .iwpcrow our ability to with peopic arid walkdeal with thfi
 
more fFec Live]ly.
 

1.4 Locai iiy 

Thrn ] argu nolirlircia.l CDC projects serve ac a background to thu
 
MhAMiC [ These irmCludO the growing of fruit tru-e
LrW rororn-o 

crops and .miga r can imd,-r irrigation, a largo cattle ranching
 
0ctiViL y Irrd a 'Maia] hulda,r suttlent schume involving sugar cane,
 
maize, coLhiri and veyetilu.
 

1. 5 Swaz ia : ,r 

Swaziland ha ,-ome irtt:resting agricultur 11 schenus covering rurt 1 
dev.1opinunctL, sott.limant, necohnniation of' both siall and large " 
estate s, irrigaLion schemes and largo 5caleo food/fibrO rIuducLiol,. 

1.6 f~piivii 

he period r-purrt at Mananrga is one of oppcortunitiun and clinires. (A
ruflectin of thi, world of managerial work). The use made of the 
opportuli iif!ra will depend grualily upon the commi-ent arid motivat ion 
you bring Lo beamr tiOr, yuotr choicf! pruouc a. May I wish you a prodmu.L iw. 
and usemful [uriod of tilne spent with us. 

D.C. Marshall 
Director of Studies
 

http:espucial.ly
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Outline of a 6 week course in April/May 1981 for middle senior
 
managers at Mananga Agricultural Management Centre entitled "Crudit for
 
Developnent". 

The following pages a-'e extracted from the Course Programme handed 
to students on arrival for a course April - May 1981. Notes on the use
 
of the library and a daily timetable of lectures, seminars, discussions,
 
visits etc. have been excluded.
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LO1IRrE OlJFCTIVES 

Staff engaged in the provision and mnaricent of credit for detvir.Jormunl:
 

Ijeave a particalarly 
 ,re oU5 task. "Thy need wl developed skil'is in
 

the use 
 of tLhe wriitn and spokenrr word; facility with accounts; wi.l,.
 

knowl.odge of thc rural, cormnircial. and b:iiki.ng OnvirenmP: t; 
 all ahi.i Ly
 

to handle ,;tuff and ters
costn rffpctively and a keen .arld well develope!d 

sen:e of jwnchJlen L. Ail].ied to this is a repeonsihility fow bank fund; 

which inw.r: almount to suh.ta'-tiial porLfu.ios tpreed ar-i;glnn.y :t s.sny hundroc 

of clients ,!ll to be carefully appraised, moniiored and controlled if 

the agency is to operate effectivwJy. 

The overal., coarse objorLive is to help participants become effectivemore 

members of their organisations by: 

- developing awazrenes,s of the role of credit in the develpl-ment
 
process;
 

- improving knowliedgj, ,kills and Judgment in credit appraisal; 

- broadening appreciition of tli" essential policy issues in
 
tho provision of egriraltural credit;
 

- emphaejoisng the red for care in human rolationshl.;.ps and
 
developing abilities .in with and
dealing clients staff. 

11 

http:rolationshl.;.ps
http:b:iiki.ng
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COJRSE PROGRAMME 

The Role of Rural Credit in Economic Development 

In these sessions there will be a review of the main social and econom! 
factors, which affect economic development." Following a survey of the 
contrasting strategies for development, partLcipants will consider such 
questions as:­

- is there a cor.flict L5tween governmont objectives and
 
rural development?
 

- is a lack of criudit a constraint on rural.progress? 

- are credit agencies contributing effectively to rural 
devdlopmont? 

All Staff
 

Asseesinq Credit Needs 

During thiz part of th course, we will identify and explore the 
assistance which credit staff can render to prospertive borrowers in 
assessing the Petential costs and benefits of credit use. The
 
viewpoint considered will he that of the borrower ratlher than the
 
lender, giving emphasis to an exploration of the role of credit in
 
developing rural enterpiise. The following topics wi.ll be covered:­

- the farmer a- resource manager.
 
- farming systeris and farm level planning.
 
- the farmer's choice of a farming systcn.
 
- the farm busirness environment and credit requirements.
 
- farm business analysis.
 
- records and accoumts for farm planning.
 
- partial and whole farm budgot.*ng.
 
- investment planning.
 
- balance sheets, profit and loss statements, preparption for
 

loan application. 
- introduction to investment appraisal. 

T.J. Harding, F.A. Wilson, D.V. Co,
 

12
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Prnrticai LoLnn ,'2 PL.sa 

Credit will ho viewed from the lender's angle. Those sessions will
 
review the factors making for scund loan Z-ppraisa) and a number of
 
case studies illust~atind different tyr,n of loan.will be considored]
 
The followinj t:ill be LxiiAned:­

- importance of sound rFvaluat.ion and the rost of lending.
 
- inforeation collection and Lho appraisai of 
 farmer efficiency.
 
- .interpretation of balance 
 sheets and profit statements.
 
- cas studies of seasonal medium and lung term loans.
 

D.V. Coy, F.A. Wilsot-L, T.J. Harding 

Credit De] ivnr \ Amdni5tration and Crntrol 

Thu fundam-entals of sound crcdit administration and control will be
 
cors idered. Th different methods of lending, maintenance of adequate
 
sLupurvit;a;o and thu handling 
of arrears ard defaults will be explored. 

- Cost effective loan administration.
 
- Repa/ym2r,' t : s and p occ;dures.
i( lh 

- Corintral its, in effective delivery.
 
- Group lerdicr.
 
- Assesing lan delinquency.
 

F.A. Wilson, T.J. Harding, D.V. Ccy
 

Workinq with Pecsno. 

Someone once defined mnemagcment as 'getting things dune through othcr 
people' While this may not necessarily be true at all times, ther 
is no doubt that the ability to work successfully with other people 
is a major factor in the effuctiveness of a manager. *A series of one 
day workshops spread throughout the course will examine varioun aspuctn
of' work.r,. with people. They will allow particip:nts to examine certain 
behavioural concepts which may he used to interpret and under!::iid thu 
relationships and behaviour patterns that exist within an organisation. 

Thu areas covered will include perceptiun, communication, roles, 
leadership and motivation. 

In on optionziu exorcise using OudJio-visun] equipmnt, course partHcipamd,!i
will bre given the opportunity to develop their interviewing ohi.lities. 

J.L. Marjoribanks, N.P.S. Hotherington 

13 
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Manaqnrial Work 

Many contemporary writers continue to define managerial workmas the 
proccoss of Planning, Orgonising, Command, Co-ord nation and Control,
 
and so forget or do not even know that Profusor Carlson in 1951 so
 
sensibly wrote that
 

concepts like planning, co-ordination arid control arn 
of very limited use when we want to descrih. in an oh3e.rva­
tional studiy thf! drily work and actual patterns of behav.iour 
of mariagirnq ... most of the concepts do not fulfill the 
qualifica i, rn .ur:-Onr1.1 thatOf '-L cn1suepts thev should be 
synonymous *With a ::leilrly de find 5et of opernt ns ... if 
we oE;k a manjg. ,r when he in co-nrc!inating, or how much 
co-ordinlt inln hli il,. '_en droing during the day he would not 
know, ald even tihr mcast h:ijily skilled hobsrver woald not know 
either. ;ame trun of',he ;,rilde of the concepts planning, 
command, o3.jon.i!3tinri ind cont-ol ..... 

Thin group project, is designed to help you tak& a frosh look at. the 
fscinating ccor t of manage-rial work Lnd to offer 5deas and approach6s 
that enahiu yea to reaippraise huw effectively you wor . 

F.N. Youdale
 

The bfplicontion! of Credit Policy 

ADBAN.K 

ADFANK is on expnirutia] managrment game designed to develop on 
awarene.-s of the full implications of various asepccts of credit policy. 
Prticip,-ote rpe requi rod to develop an operational .etatomnnt for a 
newly cons Litoted Agri cultural Deve opment Bank in a developing country. 
Po] idcy aspects requiring decision and justification include interest 
sh sidi c, eigibility vi d security, repayment scheduling and the 
hand irg of loan dIefault, delivery systei!s and channels of credit 
din tri hution. 

T.J. 1arding and Staff 

14 
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Mannqgoment 9tudly Groups 

A small group of course members work with one tutor throughout the
 
course. The purpose of the group is:
 

(i) 	 to provide opportunity for the group,' either individually or
 
colluctivly to revi-w course work er, that learning might he
 
Lnhar 	ed; and 

(ii) 	 to enable the gro,,p to ex 1 lore further aspects of credit and 
management,*which are i.utually agreed. The individual course 
member can pursue an area of study (f direct interest to him 
or herself. 

Visits 	and V.i itin sapeaker 

The visit and visiting speaker will focus the attention of the course 
on the role credit plays in the rural and economic development of 
bwLziland. The visit will be to the Swazilpnd Development arid Savings 
Bank (5wazibank) and course members will he able to discuss with 
senior officiails an the Head Office and also visit a rural branch. 

Mr. Fion de Vlutter, Senior Lecturer in Economihs of the University
of fotswane .-nd Swaziland has agreed to be our visiting speaker. 
Mr de Vltter has undertaken research on the economic development of 5wozila 
arid will provide us with an insight of the progress oade and the 
role credit has played in rural development. 

15 
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Annex 8 

Mananga Agricultural Minagement Centre 

Teaching Staff 

F.N. Youdale, B.Sc. (London), D.M.S., M.B.I.M. Principal
 

Development Chemist and Plant Manager, Albright and Wilson Ltd. UK 19513-64;
 
Manager, Process Inv stigation Section, Agricultural Division, Imperial
Chemical Industries UK 1961-66; Part-time tutor in Management ;;tudies,
Conntwl t'ativ\,e Tec)mical College UK 1965-66; Assil;tant WOr:! 'anager,
Becks Ltd. UK 1(9C(7-68; Sonior Lecturer in Management Studiuen, Univers!ity
of Maliwi 1968-71; ap~ointed to MANC in 172, Deputy Prijcipail 1976 ­
Auru';t 1980 when he wan apopajnto d Principal 

D.C. :AiI1, ..5::. (Manchester) , C.D.A., Cert. EduC. (Birmingham), 
H.I.T.D. , Director of Studio.; and Senior Lecturer. 

Farll M;na ' r , Chilpcl, Training Farm, Zzmnbia 1960-64; Principal, Chipembi
Pai-1 Cal locje, ,109668; 1 StuldieCs TeIacher UK 1968-69; ChiefX, )a ,acail 

Trajning l :i of I<ural. Development, Zamnbi a 1069-75; appoint I.d
0ficer, :;itry 
to IlAifl in 1975, Lecturer until. August 1980 when he was appointed Senior
 
LecnLrer and Director of Stuldies.
 

J).V. Coy, 8.A. (Nottingh i) , A.C.M.A. , A. C. I.S. , Cert. Educ. Senior Lectn '-1: 

Vo.:-ilary .;(rvice Overneas, Si erra Leone 1963-64; Fur thr:! dOUca ton lect'urf-

UK 1964-7,C; Lcturer in 1-'conm ;cs, Evelyn flo:JhCol e-.., Zambia 1970-73;
 
AccountitA, Zwenbia Sugiar Co. Ltd. 1973-75; aplj oi nt,-, W.o IAI-IC in 1"1/7 ,
 

a:t.'J 1980],ect; Iarel- Alguv;t when he was appointed snior Lecturor. 

..L. 1';-'jarl.,,n , B.A. (Cantab) , Lecturer 

]Devlapmne;t Officer, Scotti's:h Agricultural Industries Ltd. UK 1965-73; r. 
Exten;ion Training Off ic(:, Ministry of Rural De'velopment, Zambia 1973-78; 
appointed to MAMC iii 1979 

11.-. ffird i:q, B.A. (Notti.n,:hamn) , Lecturer 

Proj,.-ct trc',aoi:nt , (Nigeria) , Agricultural Planning Associates 1974-75; 
Aeri ctilltora]. Eronomisnt. (11igteria, S. America Sudan) , W.S. Atkins and 
P'artn~r:;, Con:ultin.l: Eriin(.ers 19,15-77; Project Econoni:,t (Iran, lKenya 
D.lJzo, W. Indies, Sudan) U.L.G. Consultants Ltd. 197--79; appointed to 

111\14C in 1979. 

P.D.5. iothoernrit:on, N.B.A, C.D.A. , C. & G. , Lecturer 

fLnnager, Anirm;l Nutriti(n E':.:priiental Farm Ul" 1961-62; ,ssi stant Agricultural
Offico r ad Planning Officer, Department of Agriculture, Uganda 1962-67;
Manaqgr, Coffee Pulping mnd Coffee Estate, Uganda 1967-69; Field Crops
AdI ser aad As!;istant Development Manager, Bi.ds Eye Foods (Unilever) UK ­
3969-77; Deveolopment Manager and Estate Manager, 1l Palm, Unilever, Ghana 
and Caneroon 1977-80; appointed to MAMC in 1900. 
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Estimates of Cost
 

A9. 1 Direct costs of three courses for 1982 'programme 

Details of costs (taken from the MAMC revised !stimated for 1981 
dated I June 1981) are given below of the, three residential courses 
currently oporated at MAMC. Apportionment of c )sts has been based on 
a hasic student week cost at IIAMC for 1982 of PS28.9 per week. 

Item of Cost: 	 Senior Middle/Senior Special/
5 weeks 11 weeks 	 Credit 

6 weelks 

Tuition - 5 leot ser:;, support
 
staff; upervi!;','n and planning by
 
Prirncipul ; inc be ro:; paration,
 
teaching i t.-ori- I , toaching and
 
tutour al;. 47,582 104,681. 	 57,099
 

St~a t ionery , t<e.:t-kok{individua].
 
ise;les) , ,.uc. t.i .nu]. mate ~l 4,060 
 8,932 4,872 

Accorrmlaticn. in inr](, study bed­
rooar;, .Roc [acljlt.iO!;,
 
(do tllLc.,;1i c r.vie,; - lalllry, food
 
preparati:i, clf,..: u 	 13,'190 30,338 16,548 

Food ar do: e.:;t c s:upplies 	 8,365 18,403 1t;,038 

Loca I. trnie;j.5 ; I and froim a i rport, 
trai, int ,,i inii I; ' it 	 7,84n 17,240 9,401 

Campus re(rvi cc;;; flectrici ty, 

fuel and ,wter 7,787 17,132 	 9,345 

Adminir;trL i ,i - international and 
local trave , rocruittent and enrolment, 
evalu;Itn (,t traininof and ofg ifs'une 
reports, fjflm',i] adniitration ­
pO:;tufg, telex, t .(phrsfu 14,857 32,686 	 17,f,29
 

M.sce]..,murs:. II seuram-mlc< .en 

medici] clre 	 3,165 7,623 4,158 

Visiting I!cturo.re - fees and travel 11,500 -	 14,950 

Total 	 119,246 237, 043 144,247
 

http:I!cturo.re
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A9.2 	 Students' Travel 

Estimates of cost under this head are made on the basis that: 

i) travel in every case is from the capital city to MIanzini; 

ii) travcl is by air with no intermecdiate overnight stop .. 

Cost of travel from Manzini Airport in Swaziland to MAMC by road 

is covered in paragraph A9.1 above. 

E 

From Tan:zania 700 

Zallbia 385 

Malawi 330
 

Zimbabwe 325 

Botswana 225
 

Lesotho 200
 

Stiaz i ]and ­

Anqa.I, 730
 

Mozambique 80
 

Average cost: 330 

1982 cost 34,200 

A9. 3 Other Costs 

Student's allowance. Presently set (EDF, British Council and CFTC) 

at El7 per student per week. 

1982 cost would be E15,480 

Staff travel in region for consultation - see paragraphs 

1982 co.-t would be E12,550
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A9.4 Total Costs of 1982
 

Cost per person altending above courses at a total course
 

occupancy of 35. 

cbnior Middle/Senior Special 
5 week 11 week 6 week 
(SM) (PC) (CD) 

E3,400 FG,770 E4,121 

With an allocation of 18 places per course to SADCC countrie's (see 

paragra.Thf ) and a .AMC annual proguaimc, of I senior, 3 middl 

senior- and I p,.c.ial/credil.. 

Total. annual co:t-.!; -or 11582 would be
 

Rinior ,M 61,200 

3 x midle/senior PC 365,500 

Special CD 74,180 

staff travel 12,550 
in region for 

consn]ltation 

Studrnt travel 34,200 

Student a] lowance 15,480 

563,190
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A9. 5 Tc~a' P'cject Costs ov: r the 


1i52 19M3 

Senior (SX),
 
5 week 61,200 7:,,380 


Middle/Senior (PC) 
3 x 1' .ee- 365,560 420,417 


.ee- 74,:*0 135,307 


Staff --ravel
 

in reai.n for
 
Cons-.tation 12,550 14,432 


S.t......e
t s
 
Travel 34,200 39,330 


Students
 
Allo%..ance 15,480 17,302 


Total 563,190 647,668 

9eriod- S6t982 

1924 

80,937 


483,479 


98,103 


16,597 


45,229 


20,472 


744,817 

1935 


93,077 


51r,001 


112,818 


19,087 


52,014 


23,543 


856,540 


1986 


107,039 


639r401 


129,74: 


21,950 


59,816 


29,074 


935,021 


Total
 

412,633
 

2467,878­

5CO,1A9
 

84,616
 

230,5S9
 

104,372
 

3,797,227
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Zambia Air Services Training Institute (ZASTI)
 

1. General
 

The Institute operates tinder the Department of Technical lducation 

and Vocational Training, Government of the Republic of Zambia (G;tZ). 

ZASTI was established in 1965 and has grown steadily over the 15 years 

until at the present time the total value of its facilities is about 

K3,000,000 (US$4, 00,000). Teaching staff totals 35, and there are 100 

support staff - technicians, administrators tc. Teaching: wd'orkshops and 

classrooms havr 'Vn ppose-built on a spacious sit adjacent t~o Lusaka 

International Airport. It has a maximum rapacity to accommodate 140 

students in double rooms. I'sially there are fewer stuident s in residence 

and many rooms are used as single rooms. Additional students could thus 

be accommodated al: once, tut in the lonfger riu extra acOmodatior for 

about 50 students would n',ct to be providrd. GCIZ IlinsaMways m°ado available 

5% of the places for stuident-s from ouitsiIe Zamutbia. In view of the potential 

of ZASTI for tra ining students from all SADt( courntjies, GI. Z shou'd be 

requested to revise t:his figure ui.taards. To enable an inerirased intake 

in the next: yar or so, as an inltrim asluo au moderat:e cs pit:al expend­

iture is requiod,and is d iscusseud hlow. \dditional running costs could 

be met by st:udents tees, amd t:hse should he set: afLne consiueration by 

ZASTI and the DoparLment of Technical Ebiation and Vocational Training. 

Iin the short term the intake of students from outside Zambia could probably 

number about 60 per annum on a langt;e of courses. In L:he near fluture one 

or mete consultants should be appointed to assess accurately the number )f 

students in various categories who require air services training over the 

next 10 -ears in rh, ine SADiC:countries. Based on this information the 

facilit ies at ZASTF should be built up to serve the training needs of the 

region. 

2. Flying School 

The course foC ommercial Pilots Licence, Twin and Instrument Rating 

currently runs for 1-24 months according to the ability of the trainee. 

With an increase of two single ent'in. aircraft: (in addition t:othe existing 

four) and of one Lwin engine a ircraft: (in addi tion to the existing one) the 

trainirng capa ity of this coluso coild he doubled, to 24. Additlional 

instructors are availautble anud are already budgeted for in, 191. The 

existin, maintenance facilities could cOpe wi. tb the additional aircraft. 
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3. Air Traffic Control (ATC)
 

On three courses held each year, artadditional 6 places can be made
 

available in 1981 at no extra capital cost. Demand for these courses
 

within Zambia is now falling, since the peak demand is now passed, and
 

additional places in 1982 and subsequently can be made available. The
 

three courses are:
 

ATC Assistant/Inddction course 1 months 

ATC Basic/Aerodrome course 9 months
 

ATC Approach/Area Control course 2 months
 

4. Meteorology School
 

Currently one 6 month course for Meteorological Assistants is given
 

each year for 12 students. This throughput could be doubled, tomake an
 

additional 12 places available each year. in addition, 3 month refresher
 

courses can be given. No extra equipment would be required. 

5. Aeronautical Telecommunications Operators
 

Three courses are provided of 6, 3 and 2 months duration, currently
 

normally attended by 8 students each. This attendance could be increased 

by 50%, thus providing an additional 12 places spread over three courses 

each year. These extra numbers could be catered for with additional 

equipment (t:eleprinters, and associated typevriters) which has been already 

requested but not yet supplied. Two extra two extra teaching staff would 

be required.
 

6. Engineering School
 

(a) It shouild he noted that after qualifying from the course on 
Aircr,1ft Maintonance Engineering, a "type-rating" licence would be required 

in addition to the basic licence acquired at ZASTI. (This takes a further 

6-12 months according to type.) The course at ZASTI takes 3 years, and two 
courses each with 16 students run concurrently. A third course could be 

started, thus making another 16 places available (i.e. equivalent to an 

annual intake of 5). For the most part, equipment now available would 
suffice, but some additional items would be required, and some strengthening 

of teaching staf f would be desirable. 
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b) In Aeronautical Electronics Engineering, one course is run,
 

with 16 participants, and lasts for 3 years. Starting in 1981, a second
 

course of 16 could be mounted. ZASTI has recently started three new courses
 

on Instrument Landing Systems, VHF/OMNI Range, and Distance Measuring
 

Equipment each of two months duration. It is likely that up to 2 places
 

could be made available on each for SADCC nominees. Arrangements are
 

currently being completed for a 3 month course on Airborne Radio, and up
 

tc 2 places could be made available. These extra places would not call for
 

additional equipment or instructors.
 

7. Rescue Fire Services School
 

The basic course is for 4 months, and 12 students are enrolled.
 

Three subsequent courses of 4, 3 and 2 months duration take 8 students
 

each, and are required for promotion in the fire services. With a very
 

moderate amount of extra equipment and two more instructors the throughput
 

could be doubled i.e. an extra 36 students annually.
 

8. Additional Courses
 

The facilities exist for training flying instructors, and could be
 

brought into use at short notice if required. As a long term project,
 

facilities are being prepared for training for Airline Transport Pilot
 

Licence, and is expected to be operative in 1981. Flying Operations
 

(i.e. the general management of Air Traffic) is an important part of training
 

in air services. This is not currently available at ZASTI and consideration
 

should be given to providing it as a matter of urgency. (Currently GRZ
 

sends its nationals to Beirut for this training.)
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9. 	 Additional Capital Expenditure
 

Preliminary consideration suggests that the followLng capital
 

expenditure would be required if the increased number suggested above
 

are to be trained.
 

(a) Student accommodation K 70,000 
(b) 2 single engine aircraft ) 

1 twin engine aircraft plus spares 1200,000 

(c) Engineering workshop equipment K100,000 

(d) Telecomm:;,ication equipment K 20,000 

(e) Fire Services equipment K 50,000 

(f) Staff housing and furniture K225,000 
(NB: rent would be charged for 
this accommodation) 

(g) Office accommodation and miscellaneous K 50,000 

K715,000 = US$1,072,000 


