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I. INTRODUCTION

At SADCC's inaugural Summit Conference, which took place in Lusaka
on lst April 1980, the Government of Swaziland was charpged 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 repgion and to make recommendations
for better repional 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 opportunitiecs for regional cooperation in training
in keyr 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 preatest

urgency and directed the subcommittee on Manpower
to proceed accordingiv."

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 Committec of
Officials to coordinate regional manpower development. The Government

of Swaziland was responsible for se-~vicing this Council.



II. CONSULTANCIES

The following nine consultancies were also approved by the Council

of Ministers:

Consultancy(é})Veterinarian and Veterinary assistance
- training programmej suggested location:
Botswana; consultants to adapt
proposals to regional animal disease
control programme.

Consultancy(@ﬂ Veterinary medicine and iivestock

\—" production centrej sugpgested location:
Zimbabwe, Zambia or Botswana; to include
veterinary training, disease control and
livestock production training.

Consultancy 3: Sugar cane agronomyj suggested location:
Swazilandy to include training for
senior personnel and research facilities,

Consultancy aj Port management; study to be undertaken
by the East African Management Institute
to give special consideration to language,
expansion plans and reclevant railway
training.

Consultancy 5: Mininp engineering and specialised
technicians; expansion of Zambian and
Zimbabwean facilities supggesteds
numbers requiring training and -
regional traininpg plan are needed.

Consultancy 6: Health; to consider potential for regionai
cooperation in traininpg 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.



ITII. PROJECT FROPOSALS

TIs 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 thrce courses per year. The courses run from one to
three months and schoiarships are available for SADCC nationals.

The College 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)

Immediate Objective

The project will provide agricultural management training mainly at
middle and senior levels to meet the needs of yovernment, para-statal
and commercial agencies operating in the agricultural sectors in Angola,
Botswgna, Lesotho, Malawi, Mozambique, Swaziland, Tanzania, Zambia and
Zimbabwe over a period of five years.

The facilitioé for this training already oxist at Mananga Agricultural
Management Centre (MAMC) in Swaziland, where mony nationals from SADCC
nember countries have received training since 1973. Details of this prior
participation in HAMC training programmes are given in Table 1.

The proposed project will provide places on training courses for
managers with potential for senior positions and for whom the experience at
an international centre will be valuable. It will also make available to
the participating countries an evaluation service to monitor the effectiveness
of the training programmes and & consultancy gervice for appraising, planning
and implementing each country's nceds for agricultural management training.

This proicct will thus consolidate and extend existing work carried
out by MAMC for SADCC countries.

The objective is to increase the management skills of people organising
and managing projccts in the agricultural sectors in the countries listed
above. This will be achieved through participation in iob-oriented, irtensive
courscs of up to 3 months duration aimed at personnel wiFh scveral years
work experience. The training is designed for th:ce main categoriecs of
manaqgers:

i) production managers on commercial or para-statal farms and estates,
and in processing plants concerncd with the production and processing of

food or fibre;



Tabie

Participation in MAMC post experience management courses
by country, April 1973 - July 1981

Bangladesh 6
Barbados

Belize 7
Botswara 16
Cameroon 26
Cook Islands 1
Egypt 13
Ethippia. 1
Fiji 3
Gambia 3
Ghana 54,
Grenada 1
Guyana' 4
Jamaica 11
Kenya 76
Lesothc . ET’
Liberia - .14
Madagascar 1
Malawi 15
Malaysia 15
Mauritius 4
Montserrat 1
Nigeria 107
Papua New Guinea 6

St. Lucia
St. Vincent 1
Sierra Leone 10

Solomon Islands

Somalia 3
Sudan A8
Swaziland 413
Tanzania _B6
Trinidad 1
Uganda 2
v. Samoa 1
Zambia 27

Zimbabwe 2



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 farmers, employed by
development banks, co-operatives agricultural.financc corporations etc.
By improving managerial capability within agriculture, the project
will (a) improve the effective administration of current agriculture and
rural development programmes, (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 building process in the nine countrics.

Background and Justification

2.1 RBackground

The African continent enters the 1980s with a proféund food crisis -
the continent can no longer feed itself. Although two thirds of Africa's
population is engaged in ayriculture, per capita food production has declined
since 1960. In 1978 African countries imported about 1! million tons of
gra'n, Current cstimates suggest that this figure could be over 50 millior
tous hy 1990, (For details of SADCC countries agricultural economics, see
bibliography ir Anncx 1). This situation becomes increasingly serious for
SADCC countries when limited reserves are being increasingly diminished
through inflation and rising food imports.

However, governments are acutely aware of tho need to improve per formance
in agriculture, and public and private investment in the sector Fus risen

dramatically in recent years. Despite this productivity rcmains low.



Increased physical inputs have led to disappointing imp}ovcments 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 management capacity within the sector. Management, and in particular
senior lcvel mannqément, is emerging as a major constraint on the effective
exccution of this invescment programme.

For the mo:t part, colleges and universities in the region have provided
suflicient numbers of people who have been technically trained in agriculture,
to meet the demand for technically skilled managers {rom government service,
para-statals and cormerciael projects.  These institutions are not, however,
stafled or cquipped further to develop agricultural managers' skills.

Colleges which are involved in management training are either orionted towards
the needs of comnrree, tndustry and the civil service administrarion system,

or towards thoe aduwinistration, management and business components of deqree/
diploma studirs (for details of available training within the SADCC Region

sec Annex 2). There is, thercfore, an urgent need to provide suitable trainihg
for senior management staff in the agricultural sector.

It is beosming generally accepted that knowledge of agricultural
techniqucs does not by itsclf equip an agricultural manager. Effective
management. requives improved abilities in organising men, machinery, material
and money. bBExperience at MAMC suggests that these skills can be further
developed, especially in those who have practical exporience of the problems

cncounterced in work situations,



2.2 Juétificagigﬂ

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 courscs is shown in Annexes 3 snd 4).

Table 2 dctails attendance by country, comparing and contrasting
course attendance with othcr regions of Africa and elsevhere, whilst
Table 3 details the proportional participation of SADCC countries as a
region in comparison to all others on MAMC cou.-ses.

Early years, 1973 - 77, in MAMC operation show an average partcicipation
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 applicactions received, however, that this decline has
not been due to any lack of willingness to participate.. Rather falling
participation has been the result of financial constraints, occasioned by
the twin problems of SADCC countries' s;rained cconomies and the falling off
of Commonwealth (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 they cannot obtain funding may not
even enquire about the availability of places.'

The management training nceds of the nine SADCC countries is certainly
as great and probably grcater than those of many of the countries currently
able to participate im MAMC courses. Such needs. cannot, however, be met

without the wherewithall to finance key staff on.



MAMC Course Attendance on its Middle/Senior International Management Couxses

April 1973 - July 1981

1973 1974 1975 1976 1277 1978 1979 1980 1981
Botswana . 1 | 1 4 4 6
Lesotho 1 3 6 4 2 5
Malawi 10 15 C1¢ 12 ° 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
Wlest Afxica '8 13 15 17 . 19 39 3% 32 41
UK 1 - 3 5 3 4
Total 11 29 28 38 38 71 62 76 78

Z a1qeL



Proportional Participation of SADCC Countries in MAMC International Management Courses

April 1973 - July 1981

1973 1974 1975 1976 1577
SANCC 54 54 56 55 55
1. Actual up to July 1981
2. Probable for the whole of 1981

1978

40

1979

43

1980

30

1981

331/292

£ a1qelL



the required training programmes. Requests for bookings 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 SADCC members countries
(see Biblioqrnphy Annex 1) indicates that this level of demand will at
least continuc to ke stable in the short and medium teym. In addition
increased participation by Angola and Mozambique over the next 5 years
sugyests that the overall level 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

programnes.

2.2.2 Rationale for Senior 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 implications of training large numbers of junior managers regionally
indicate that this level of training should take place within each «
individual countiy, and mainly on the job. 1In addition, junior

managers are often youny and inexperienced and on returning

from an intensive training course can have their morale severcly damaged,
and can considerably impair the effectiveness of their scction or depsrtment
when prior expectations of increased autonomy and djscrqtion arce not realiscd.

The smaller number of middle to senior level managers benefit greatly
from wider contact and shored experiences with managers from a range of
countries and backgrounds rather (nan w.iy from a single country. Many
problems cxperienced by cifferent countries in the further development of
the agriculte: ! sector have a similar basis. The opportunity to comparc
and contrast modes of problem solving across the dcvufoping countries, as

well as to coneider diffecrent strategies of institutional building must



stimulate cross f~rtilization of ideas so essential for successful
administrative and managenent practice. Such an opportunity is available

from attendance on an international course held at MAMC.

3, Outpupﬁ

The aims of the project are (a) to improve the merformance of senior
and middle level ménagers in the agricultural sector in the participating
countries, (k) to raise SADCC count;ies' participation in MAMC management
training courses and {c) to further develop SADCC conntries own management
development activities throunh consultancy help from MAMC staff. In each
of the five yecars of the scheme there will nornally be three courses of
eleven wecks, one of five weeks, and onc 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 éourse size of 35
mombers. 1o mect the second of these objectives the intention is to bring
participation of SADCC countries up to the proportional level ot 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 number of training places over the whole five years availablec
for the nine SADCC countries would be 450. In practice it may be desirable
to vary the number of places Jvailable annually and it is important that a
degree of flexibility should be retained so that trainina can be designed
to meet changing situations. Apart from flexibility in content, flexibility
in timing is also important, so that courses take place when participants

can best be spared from their duties.
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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 thereforec
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.

Activities
4.1 Courses

The following three courses comprise the main portfolio of MAMC
residential worl and are likely to form the basis for the project over
the five year period.

For senijor managers the course offered is 'Senior Management in
hgricultural Development' (sce 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 arc about to
be promoted to the most senior positions. Normally the course will be of
five weeks duration, held annually, and those attending will be of 35 to
50 years of age. A major objegtive of this course is the consiucration
of problems in developing and running agricultgral development projects.

For middle to senior managers the course offered is 'Planning and
Control in Agricultural Management' (see Annex 6). ﬁiddle to senior managers
carry most of the responsibility for carrying forward the plicy determined
at a higher level and they operate under the broad supervision of the most
senjor 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 threé times each ycear.
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a three month period, 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 ;ending agencies involved in
agricultural and rural development. The du}ation of this course is six
weeks.and, like the scnior programme, is held once per vyear.

The design of these cuurses and philosophy underlying the teaching
methodology are scen as fundamental to the effectiveness of MAMC work.

Options, special arcas of stud? and a tutorial system enable training
to be adjusted to meet the needs of 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 Tnnex 6 for a full statement of this philosophy) .

4.2 Assessing Training Needs

MAMC staff{ have an extensive programme of consultacion with agencies
working in the agricultural sector within the SADCC reqa.on and elsewhere
to raview 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
neecs can best be reflected irn @AMC course design and in the type of manager
who should attend MAMC, and secondly to monitor the effect, as shown by
performance back at work, of MAMC courses on students sent for management.

training at MAMC.

4,3 Cconsultancy
Staff from MAMC have prepared plans fcr 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
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Requests for
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Attendance

Reguests for places on MAMC International Management Courses

in 1980 and 1981 by SADCC
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19

14
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16

1980

SM3

23

countries as against actual participation

1581 -
PC24 PC25 CD1 SM4 PC26 PC27
14 15 31 24 25 26
8 10 15 7 6 ?

Total

193
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management training capability and to offer help Fo 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/scnior levels.

Under the project ccrsultation and assistance will be p;ovided to
countries within the SADCC region to help them establish management
development schemes suited to their own requ{remonts. It is envisaged that
MAMC will be involved both in the preparation of plans and also in the
implementation phase. Assistance will also be givern in training suitable
teachiyg staff, cither by attendance at a special course at MAMC or by
secondment to scrve as a member of MAMC staff for a pefiod of vp to one

year.

Inputs

There are two main irputs into the project, (a) the centre itseclf with
its educational and social facilities and (b) the resident and visiting

teaching starf of MAMC.

9.1 The Management Centre

Mananga Agricultural Manujemont Centre(MAMC) kince 1973 has offered
agricultural minagement training to the three categorics of managers
referred to in pavagraph 2 above. It is an intcrnational centre for
residential post experience management training courses within the tropical
and sub-tropical agricultural, agribusiness and rural development sectors.
It has drawn students from 37 countries, of which 29 are ACP countrics (sec

student/country list in Table 1).
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MAMC, which at preseui., 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 scnior managers, but the occasional course has
been arranged foro junior managers with limited work expericnce.

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 facilitics are of a high standard. Apart. from lecturc
rooms and smaller syndicate rooms, there is a well-stocked library.
Teaching cquipment includes projectors (cine and overhead) and video-
tape equipment.,  The video cquipment oconsists of TV cameras as well as

monitor screcns.

5.2 MAMC Teaching Staff

There is a resident teaching staff of six, all with experioence in
developing countries in a range of tasks outside teaching. Tecaching
expertize covers not only the broad management fields »f ccononics,
finance, general managemens, human relations and organisation, bul also
the agricultural organication strategies of estates, scttlement schemes,
outgrowers, cxtension and special rural development programmes (sce Annex
8 for MAMC ctaff list).

for senior munagers' and spe~ialist courses it is desirable to
sup *lement full-time, resident staff with one or more visiting lecturers
L. a outside Swaziland. Dopending on the nature of the course and the
expertise required, such visiting lectureres arce invited to participate in
a course for up to six weecks, and may cave from Europe (Britain or other
EEC countries) or from an African country. For middle level nanagers!
courses, managers and directors of projects within fwaziland are invited
to spend a day, or part theweof, discussiﬁg‘their plans and nroblems; this

would normally be associated with a visit to their project.
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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/asscosment of training needs.

[os
[

Course opceration
iii  Evaluation.

It is envisaged that the initial allocation of places, selection of
candidates and assessaent of training needs will cover 4 period of three
months.  Thereafter these processes will operate in sequence with course
operation throughout the five years of the scheme.  This initial activity
of allocation and selection will require travel by MAMC staff to the nine
countrivs au is described in paragraph 5.2

As ctated in paragraph 4, in each of the five yecars of the scheme there
will normally he three courses of eleven weeks (PC covrses), one of five
weeks (SM course) and one of six wecks (CD course). A nlan of the sequence
of courses throughout a given year, in this evample 1982, is given in Table
5.

Evaluation of a particular course's effectiveness in meceting individual
training nceds cannot be undertaken until a Mananga candidate has had
adequate opportunity to re-settle Lack into his work situation. Evaluation
of achievement will normally be initiated six to nine months following
participation in a course,

A work plan, in diagrammatic form, to describe the initial stage is
shown in Table 6, whilst Table 7 develops these activities for the full

5 years of the scheme.



Probable 1982 MAMC Course Programme
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Pre-requisites for Project Inplementation

once the financial agrecement is signed the crucia)l pre-requisites
for project implementation will be (a) an agreement on “he allocation
of the 90 places per year within the scheme across the nine SADCE countrics,
and (b) the development of a working relationship between cach country's

;, the SADCC Regional Training Council and MANC.

manpower developmenl secte:
In the case of six of the nine countries such a relationship is already
available. (¢} on agrecment between the individual countrics and MAMC on
criteria for selecting candidates to benerit from the scheme.

MAMC is well used to operating ccholarchip/award schemes with
international agoncies and has an internal administration system desigaed

to administer such awards.

Evaluation, Monitoring and Review

Evidence gathered from past course members and client organisations,
plus o formal evaluation investigation by MAMC teaching staff into two
major courses, and the continuing commituent to MAMC of a large number of
major clients, show clear Indications of benefits to those who have
participated in MAMC training programmcs.

HANC will develop and extend the evaluation scheme currently in operation
particularly in the direction of closer involvement wWith employers. _ .
Effective evaluation requires a collaborat ive effort by veachers, trainces
and cmployers., It is important that emnloyers should realise that assessment
of succesns can aly be done on the job and not by measuring achicvement in

the classroom,
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It is anticipated that, after training, individual managers will
show a hetter understanding of their role in their cmploying agency and
a better performance in their job. When significant numbers of managers
within one agency have bheen cffectively trained, an imp,ovement in the
cverall efficicncy in utilizing resouvces boecomes apparent. Changes in
an on-gyoing organisation as a result of training of personnel are slow and
difficult to measureindependently of changes that occur for reasons other
than training. Lvaluation is therefore a crucial component. of the
implrmentation o the whole project. It is the device for measuring the

success or otherwise of the overall investmont.

A formal and continuing ecvaluation programme will be designed into
the scheme. This will entail the monitoring ¢l course participants in
their jobs at specific periods prior to and fellowing their participation
in a course at MAMC. This cvaluation programme will consist of five stageg
(sce Table 8) in the inplementation process.,  The first ctep involves the
detailed appraisal of the potential course candidate in his position at work
and his, and others', perception of his training neceds. Thus a clear and
unambiguous training objective or objectives will be required for cach and
every candidate prior to participation in a MAMC course. Tho sccond step
will be to marry the content of a given course to a candidate's training
objectives.,  This will be accomplished Ly a joint tutor/candidatce selection
of option/project programme, as well as well as Lhe type of course to attend.

The third step is the continuous monitoring, through the close MANMC
tutor/course membor relationship, of the learning expericence at MAMC,

The fourth step comprises the end of course review. Have the
individual training objectives boon achicved, in part or in wholc? 7o what
extent does the course member perceive hig training nced to have been met

at this stage?



Evaluation, Monitoring and Review

Phase 1 Phase 2 Phase 3 Phase 4 Phase 5
Icentify Course Monlitor Progress Review Evaluation
n cual Selection. nroughout course of azhievement of transfer
Yraining . . of trainin of training
T Op=icn/ through tutor/ . g
Needs Sl objectives at to the work
Projac course menter . . .
. I . end of course situation
Selection. relaticnship

The monitoring, review and evaluation process

12

8 a1q®L
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The final st<p 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 clecarly the critical

assessment of the worth of the whole scheme.

Budget

Cost estimates have been prepared based on MAMC 1981 revised estimates,
and then assuming 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 as the basis for the costing - the 5-weck course for senior
managers, the ll-week course for middle/senior managers, the G-week course
for credit/loan managers. The figure of 90 places (18 per course) within
the project annually is used for purposces of estimating anuual costs. 1In
fact, a total of 450 places over the 5 years of the scheme may be distributecd
somewhat unevonly cach year to meet particular needs.

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

given below.

1982 1982-86
Senior Course - 5 weeks 61,200 412,633
Middle/Seniocr - 11 wecks 365,530 2,467,878
Credit Course - 6 weeks 74,180 500,149
Staff Tavel 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
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Anhual estimates will be prepared, with spécific estimates of cost
and training content for each course, normally from three to six mont:s
in advance. MAMC will finance all internal costs (including students' air
fares and allowances) and present a final accounting for paymen; on

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

provided.
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Agricultiral Management Training

within SADCC Countries

Botswana

Quoting the Botswana 1979-85 National Plan, 'the constraint on
implementation of the agricultural development programme is likely to

be not finance but the capacity of the Ministry of Agrjcultu£e to prepare
and implement prejects.  Accordingly, very high priority will be given to
staff training and development, and efficient manpower deployment. The
Ministry of Agricalture will be allowed to expand its staffing, particularly
at the diploma and graduate -evel, faster than most other ministries. The
Botswana Agricultural College is being expandoed to increase the intake of
agricultural certificate and diploma holders. Much of the copansion,
however, must come fron retraining and uperading of existing staff if it is
to be consistent with continuced localisation'.

Currently the Botswana Agricultural College offers ~ourses in agricultere
for junior technical officours, whilst diploma courses are undertaken through
the Collecge's acsociation with the Agricultural Faculty of the University
of Botswara and Swaziland at Luyengo in Swaziland. Basic degree training
is also given at Luyengo.

Administration and management training in Botswana is offered, throuyh
a range of courses, by the Institute of Development Marnagement (an institutior
jointly owned by Botswana, Lesotho and Swaziland). Other than a one veck
course called 'Programme Management in Agriculture' and a one week course
called'Project Minagement in Agricu’ture' both held in 1979, specific
training programmes for agricultural managers have not been mounted. There
is thus no institutional framewory at present in Botswana to satisfy the
requirements of the current demand foo formol management training for
expericnced agricultural svoff to operato'in'thc new strategies carmarked

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 agricultural engineering.
1t is the training centre 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 Management (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 decigned

to cater for the needs of experienced agricultural officers.

Agricultural training in Malawi is available at degrec 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 forestry training to certificate and diploma level
is available at the Malawi College of Forestry (Dedze).

Administration and management training is offered in the form of a
3-year diploma in Runsinness Studics or a S-year B. Comm. programme at the
Malawi Polytechnic. Courses are alse organised in thé arcas of management
to cater for the needs of commerce and industry. The Government Staff
Training College offers industrial, commercial and administration in-service
coursces for the Clvil Service. Whilst the Department of Public Administration
of the University, besides offering a 3-year diploma and 4-ycar degree course
in public administration conducts ad hoc courses in development administraticn

as required.
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There are no programmes or courses offered by any educational
institution specifically for the further training and development of

experienced agricultural staff in the arcas of administration and management.

Swaziland

Currently all certificate, diploma and degree agricultural training is
centred at the Luyenyo Agricultural College campus of the University of
Botsvana and Swazilaad.

In-service administrative training within the Civil Service is
available to some extent at the Swaziland Institute of Management and
Public Adminictration, whilst wore comprchensive facilities for such
training are available at Gaborone Lhrough Swaziland's involvemcnt (as one
of the threo owners) in the Institute of Developnent Management.  Such
institutions do not cater specifically for the development and training

necds of experienced agricnltural staff,

Tanzania

Tanzania's aim is to achieve self sufficiency during the 1980s in highcr
and middle level manpowsr. o this end the Ministry of Agricul ture has
expanded training facilities fof fiecld assistants. At the certificate/
diploma level five training institutes provide three-year full-tiwe courscs
as well as in-service trairing. The Forestry Training Institute provides
certificate and diploma courses whilst the Faculty of Agriculture of the
University ol Dar-es-Salaam offers a first degreec c~.rse in agriculture

.

together with a 3-year diploma programme.

The Co-operative College offers a 2-year diploma course in management
ana accountancy as well as a one-ycar certificate course. Both proygranncs

are designed to develop basic training in co-operative management.
A 3-year diploma ccurse in Community Development is offered by the

Institute of Development Management besides its rormal 3-yecar diplomas in
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public administration and business studies. N number of short courses
are dfered across a range of management and administration subjects.
Though the Eastern and fouthern African Management Institute offers a
range of programmes and courses in administration and managenment., other
than a course called "Industrial and Agro-Industrial Projecte. Projoect
Planning and Implcmentation”, none seem to be designed specifically with
the necds of agriculvural staff in mind. Overall there are no specific
programmes or courses offerced {or the furthvr training and development of
experienced agricultural staff in the arca of administration and management:
other than as reflected in the courses on community development. and co-operative
management.  The managewment of direct preduction in agriculture is not .

available as a subject in any of the above institutions.

Zambia
"The ten local educational and training jastitutions which contribute

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

mein function) are gquite unable to meet the needs of industry now or in the
foresccable future. Becasuse of the serious shortage of manayement training
staflf and facilities in Zambia, these insti tutions cannot be expected to
begin to meet cven a portion of the need in the future unless there is a
major expansicn of their facilities or unless additional educational and
training resources are established.™

Such was the conclusion of a recent survey into the Zambian managerial
manpowver need,

The situation in the agricultural sector is even more critical, for though
the School of Agricultural Scicnce in the University of Zambia, the Natural
Resources hevelopnent College and the Zambia Colleges of Ayriculture at Monze
and Mpika cover the nceeds of degrce; diploma and certificate levels, theroe

is no institute other than the Pan African Institute for Developiment, with
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its course in Integrated Rural Development, which meets the training and

dovelopment needs of experienced agricultural staff,

Zimbabwe

The present facilities of the Agriculture Faculty of the University
a2t degree level and the two diploma colleges of Chibero and Gwebe are
inadequate to mect khe needs for basic agriculiural training let alone
the further training and development of expericnced agriculturalists in

administration and management skills.



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

{PC courses) April 1273 - Julv 1981

1973 1974 1975 1976 1977 1978 1979 1980 1981
Botswana 1 1 4 4 2
Lesotho 1 3 6 4 1 2
Malawi 10 15 14 12 8 7 5
Swaziland 4 3 6 7 6 -3 2 3
Tanzania 5 13 1 6 7 12 10 8 5
zambia 2 8 14 27 14 11 io 6 5
Zimbabwe 2
Total 13 34 36 47 46 39 34 26 16 .
Caribbean 1 4 2 5 3 1 3 1 i
SE Asia/Pacific 3 1 2 4 4 4 6 5.
East/North Africa 1 9 10 11 12 10 12 23 16
West Africa 8 T 13 15 17 19 28 25 25 23
UK 1 3 2
Total 10 29 28 35 38 45 44 54 45

€ Xauuy
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MAMC course attendance on its senior (SM) and credit (CD) courses, 1£78 - 1981

A

SM Courses CD Course

1978 1979 . 1980 1981 1981
Botswana ) 1 3
Lesotho 1 3
Malawi 1 1 2
Swaziland 2 2 2 3
Tanzania 4 7 : 6 3 4
Zambia 2 3
Zimbabwe
Total 9 13 6 7 15
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

p xauuy
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Annex 5

Outline of a 5 week course, in May/June 1981, for senior managers
at Mananga Agricultural Mancgement Centre erititlced "Senpior Management
in Ayricultural Development".

The following pages arc extracted from the Course Progr.:mme handed
to students on arrival for & course May - June 1981. Notes on the use
of the library and a daily timetable of lectures, seminars, discussions,
visits cte. have been excluded.
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COURSE OBJECTIVES

This course is designed for senior managers with broad responsibilities
in major agricultural projects. In addition to an examination of MANQgomerna.
practices called for in the normal running of an organisation, there will
be opportunities to consider the special difficulties faced by manage rs
responsible for ctarting up new projects or in expanding those ¢ lready in
operation.

The main purpose of the course is to help project managers and
senlor agricultuial staff to be more aware of, and to understand roroe
fully the compleritices and problems in the development and running of
projects throuh. -

1. Understanding the need to build an organisation structurce and
an admipistrative system hand-ir hand with the technological
development. of the project.

2. Understanding morse clearly their role in relation to the project's
cavironment and objectives and to be ready at all times to
modify work yrogramme:s to mect unfolding situations.

3. Becoming more aware of the need for human development in the
growth ol agricultural projects,

4. Tnereasing their awarcness of relevant financial information
and of the financial effects of their decisions.

5. Evaluating their own experience and comparing it with that of
prople doing similar work,
G. Improving thoeir ability to assess what is important in unfamiliar

situations and in deciding what action to take.
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COURSE PROGRAMME

GENERAI, 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 Strateqy 3 sessions

Corporate stratregy is concerned with the study of issues and problems
vneountercd by management whose prime responsibility is the long term
development of a project or organisation. We will examine not only
the process o policy formation (corporate objectives) hut also the
planning process and the implementation stage.

These corly sessions will be fully developed through the major group
project 'Managerial Work'.

F.N. Youdale

Organisational Behavicur 6 sessions

Through cxperiential exercises, films, selucted readings and group
discussions four important concepts usually identified under the
title organisational behaviour will be explored.

The four arcas will he:
Work Performance and Motivation
Communication and Perception
Leadership

Working in groups

D.C. Marshall



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. 5ing a major case study, coursc members will
be given the opportunity of developing their ability to analyse the
strengths and weaknesses of an organisation, as revealed by its
annual accounts. They will explore the rationale of investment
appraisal and the potential contribution of financial and economic
analysis to long-terin investment planning.

D.V. Coy/
T.J. Harding

Roles and Cultures

a) The Manager's Roles

The concept of role is a useful way for an individual to
increase hig understanding of how he fits into the organisation
of which he {¢ a jpart, This session will introduce participants
to the elements of role theory. Those who wish to cexplore the
arca more deeply will have a chance to do so in Option D.2

b} The Cultures and Structures of Organisations

Organisations are vevy varied: they vary not only in such
obvicus characteristics as size or output but also in more
intangible opects such as waye of organising work, norms

of behaviour, traditicons, procedures and levels of
motivation. These 'intangibles' can be sumped up as the
culture of the organisation.  buring these two sessions
participants will exanine their own crganisations to identify
the prevalent culture and will then look for the reasons

why it has developed in that way and what the implications
are for the efficient working of the organisation.

J.L. Marjoribanks
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DEVPRO

Devpro is an interactive business game based on a tropical agricultural
production and marketina model. The game has been designed to consolidate
understanding in the area of financc, arcounting, production cconomics,

and organisational behaviour. In particular, Devpro helps to develop
appreciation of the interaction of decision making - a decision relating,
say, to prcduction 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 contempovary writers continuc to define managerial work as the
pProcess of Planning, Organising, Command, Co-ordination and Control, and
so forget or do not cven know that Professor Carlson in 1951 so sensibly
wrote that

"... concepts like planning, co-ordination and control arc
of very limited use when we want to describe in an observational
study the daily work and actual patterns of behav.our of managiag
+«. most of the concepts do not fulfill the qualification of
operational zonceptrs that they should be synonymous with a
clearly definced set of operations ... if we ask a managexr when
he is co-ordinating, 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 cither. The same holds true of the concepts
of planning, commuand, organisation and control ..."

This group project is desigaed to help you take a fresh look at the
fascinating concept of managerial work and to offer ideas and approaches
that enable you to reappraise how effectively you work, and how
effoctively you run your project.

F.N. Youdale

Cost: Control Seminar

Managers in tropical agriculture are often criticised for their lack

~f cost conccioniness.  'Achieve the objective regardless of cost' seems
to be the motto of many. Drawing on-the combined knowledge and experience
of several senior managers in the Swaziland lowveld, this seminar will

focus attention on the problems of improving cots control in tropical
agriculturec.

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 group 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. Curing 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 manbers, with common interesis, meet with a member of
staff to explore any aspect of management which has been mutually
agreed. The direction and depth of the discussion or e:ploration will
be left entirely in the hands of the group.
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ECONOMIC AND AGRICULTURAL DEVELOPMENT STRATEGIES

It ig 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 sector
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 econcmic growth?

What sociolcgical and demographic trends accompany economic growth?

Why is agricultural development so important in the developing countries?

What strategies of agricultural development are available to govarnment?

How should governments choose the wost effective strategies for
agricultural development?

To most of these questions there is no single answer, but a deeper
understanding of the factors involved will give you an enhanced
level of insight into your own role in the agricultural secctor 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 specialiszed interest. Two o three options will
run simultaneously and an attempt has been made to provide a range
of subjects to mect the needs of many specialising in agriculture.

Block A

Project Identification

Many of the problems encountered in attcmptinq to implement agricultural
development pirogrammes can be traces to poox project prcparation and

an inadequate conscideration of thosae technical and operational factors
likely to contribmte to unsatisfactory project. performarce. This

option will cover an appreciation of the basic process and procedures
involved in the identification, design and developument of aaricultural
projects.

Sir Roger swynnerton
T.J. Harding

The Organisation of Fxtension

Extension is one of the secivices offered to sm=llholder farmers in

the attempt to stimulate change in their farming activities. This

option will look at the service {rom the viewpoint of the manager,
examining in part.cular the organisation of an ecxtensio: service,
planning extensicn programme, evaluation of extension werk, co-ordination
with other farmcr services and back-up of field pcrsonnel.

Visiting Lecturer

Ectate Managemwent Labnury and Work FFlanning

To examince with exercises the fundamentals of labour planning, the
decisions that have to be made in the arcas of permanent 'V' casual
labour 'V' mechanisation.

N.P.S. Hetlhierington
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Block B

Project Appraisal

Project Appraisal is the dntailed 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 features have been fully determined. Project
appraisal should be applied at all stages of project selection and
analysis, from preliminary identification to the preparation of
detailed desiqgn,

By mecans of a major case study, this option will explore the hasio
concepts of cconomic project appraisal, introducing the following
analytical techniques:-

~ pay-back period

- cost-benefit ratio

- net present value

=~ internal rate of return

= sensitiviry analvysis.

Sir Roger Swynnerton

Role Analysis

The concept of Role is a useful way for an individual to increase

his understanding of how he fits into the crganisation of which he

is a part. This option will allow participants to ec:amine their own
jobs in terms of Role Theory in order to bring to light any conflicts,
ambiquities, stresses or strains that may be inherent in their job.
This elucidation should assist participants éither to come to terms
with their situation or to sce 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 simultancously
or in sequence such that it is difficult intuitively to establish the
relationship between separate johs. This study will cover one of the
basic techniques in network analysis. Examples will be taken from
typical agricultural development projects.

N.P.S. Hetherington
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Block <

Budgeting and Estimating for Estate Work

To learn or re-learn the components of budgeting. The implicaticns
ol unit cost 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 VWorkshop I

The aim of the workshop is to explore by means of experiential
exercises, reading and discussion aspects of organisational behaviour.
The concepts of control supervision, appraisal and rewards will be

the main focus of our attention.

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 Aguencies

Many countries have seen in recent years a prolification of agencies
involved in Rural Development. From Ministries of Agriculture,
through Crop Developmoent Authorities and Produce Marketing Boards to
Integrated Arca Development Projects, there have been a wide variety
of organicational structures created in an attempt to achieve rural
development goals. This option will examine why this should be so and
attempt to identify some of the structures which alve been associated
with success or, alternatively, failure.

Usiting Lecturer
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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 I[armers sometimes alpear to respond in an "economically
irrational" wanner to increased income opportunities? What motivates
the traditional smallholder and what are the major constraints to

his cconomic progress?

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

T.J. Harding

Accounting for Inflation

High rat.s of inflation cause conventional historic cos* 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 Aqricultural Surveys

Planning of agricultural development programmes aimed at the traditional
sector cannot be 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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Rlock E

Problem Solving

We often like to think that the decisions we take as managers are
totally rational ones based on a sound consideration of the facts
relevaiit to the problem. Reality may, however, be very far from this
ideal. This optinn will examine some of the reasons why practice

so often diveryges frem the ideal and will look particularly at:
emotional involvement; the need for both creativity and analytical
thought; stages in problem -solving; group problem-solving.

J.L. Marjoribanks

Workshop in Creativity and Problem Solving
I ¥ C

This opticn is designed to help people to learn to use their potential
more effectively in working through the continual stream of problems
that foce us in our normal life at work. The programme is highly
participative and self dircctive.

F.N. Youdale

Interactive Workshops TI

This workshop will be run along the same lines us C2 but the focus
ef attention will be upon change, development «#nd training.

D.C. Marshall
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Annex 6

Outline of a 3 month course for middle/senior manaanrs at Mananga
hgricultural Management Centre entitled "Planning and Control in
Agricultural Management".

The following pages are extracted from the Course Programme handed
to studoents on arrival for a course July - September 1981, Notes on the
use of the library and a daily timetable of lectures, seminars, discussions,
visits ete, have been excluded.
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COURSE DNJLCTIVES

Educat.onal Development aims to oroaden your knowledge of management

theory, techniques’ cnd practice through the use of the feeilities,
resources and indiv’ juals which moke up the centre.

This course is not concerned with providing training in the techniccl
problems of agrizulture. We shall not discuss relative merits of
varicties of sugor cane, or what herbicide to use 1o control weeds in
ricc., We shall devote the time to considering now to moke econoumic
decisions to evnsure profitable production: how to cambine men, machinery
and materiols so that objectives can be reached efficienily; and how
records con be desigred to help in planning and control. 1In sceking how
to organiue other people betier, you will find that you will be ahle to
examine yourcelf in your role as a manager.

Individual Developnent To provide you not only with a stiructural

managenent programse, but also with the opportunity of following in
depih your necessary for your future carcers.

Our object in 1he three monthe that you are at MAMC is to create a
situstion in which you will develop and improve your ability as a manager
in agriculture. Ye have in mind a picture o f your work and responsibilitie
and the vhole progiamme: is velated to this. We do not try to include
averything in romaggenent, bul only those methods and prectices that you
can probably use back howme.  Throughoul the course we shall discuss
principles, and then seek 1o coe Low Lheoe are applicd. A real effort
will be necded from you to pereceive how you could apply the principles
under your own conditions.  The oiaff wil)l aloo help in discussion)

but will mot ativipt to 1611 you exectly whist vou should do.  Lrercises
or vast ciudice ir vhich work i done in smell Groups ave desioned to

5

help you cee hoo Lo apply new knowledge in practical situatiors,

1

Coanfidence evelorment  To pravide you with the challenge of working,

cither individually or in small groups, an a variety of cducational
activities.  To enatle you to have fornel and informal discussions in

a relosed atmospoere which sncoureges the development of non-aggrescive
seli-confidence,

Social Pevelans To provide a small community where you will live and

work, lecrning and from othoer experienced managers Trom a broad
range of countries, orgonisations and specialisations,

Fnvirenmant  Ye hope 4o creste a learning environment away from the

everyday place of worlk wheso, free fronm interruption, you van:-

- think about your work

- develop new idens

- learn from your own resources

= dearn from the resources of MAKMC nd ils staff

= and ovbove a1l learn from living and working closely with
participants from different countries and organizations,


http:differe.nt

47

Dur liarning philosophv-' You may Tind our approach to teaching different

Trom what you expect. We do not attempt to tell you how to do your job,
bui help you to learn for yourself how to do it. This calls for a
sustained effort from you to see how to use what you will learn asbout. We
are not looking for the onc correct answer, because it does not exist; by
exercises, discussion and argument we scek to give you undersianding,
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COURSE__" PRDOGRAMME

RENERAL _PROGRAMME

The first four weclks of Lthe course will consist ot a series of plenaxy

iessions in which all course members will together examine a single
topic which has been suggested by a members of staff.

Tn addition time will be allocaled for course members to begin to
exunine aspects of manayericl work as they affect him at work and Lo
discuss these with his fellow courss members.

1.1 PLEMARY SESSTOURS

The purpnse cf these vessions is to present ideas and concepts for
exploration and discussion. The fozus will be upon the following
subjuect arecas:

1.1.,1. C[Lcopumics and Finance

Using the casec study of a local ocgriculiural cnterprisc
course menbers will explore many of the Tendamental
principles of economics and Tinance, Cash flow state-
merts, balance sheels, profit and loss account gross
marging and ferm planning will be considered,

1.1.2, The Study of Qrgan’s atiops

Ve all work wilhin an organisation of some kind or another.
An understanding of the structure of that oryanisation can
help us to work more effectively. These sesscions will
examine somc of the concepts underlying the theory of
organisations and will encourage participants to tuke a
reflective look at their own organisation and their role
within it.

1.1.3. Human Interaclion

It is accepled that a majer part of a managers work life
involves a scries of interactions with other people who
come Trom both incide and outside the organisation, This
introduclion to what is in effect a larye subject will
examine some aspects of this human interaction which should
be applicable to mony situations that managers fTace.
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1.1.4,

1.1.6.

1.1.7.

l.lIB'

Information .and Control Systoms

The neod Tor a monager to '‘manage' all acpects of his work
arca is the paramount requisite of his job,

It has been  gigted thet "He who controls the inTormation

will in effect control he Jjob",  Given Ye need for the
manager to be lhe person in contyol, ihese plenary sessions
will allow us to explore this area and cvaluate the conlrol
necds of any scale of urganisation.

Tram Building_ (Group Dynamics)

Individua) persons within an orgonisations become part of
many groups.  Some are fowvned infTormally, others are forinally
appeinted.  The groups are Tormed Tor many objectives and
reasens.  In the two days sel aside to exanine the poture of
work givus, with the ajid of the video tape recoxder, an
exploration of the process and intleraction which tukes place
wilhin groups is carried aut. ' S

Qrganicatlional Fehaviour Yorkshops

These vorkehops will build upar the Framework laid in

Humar Intcraciion, Team Building and the Study of
Organisations.  They will look gt the practical implic  tions
of gome of Lhe basic concepts applied to the management

of stafll within an organisation. Particularly Leadership

and Motivation will he exaomincd.

Céstl Conlrol Sewmingr

Middle managers in tropical agriculiure arc often criticised
for their lack of cost consciousness.  'Achicve the ohjeciive
regordless of cost' scems to be Lhe motto of many. Drawing
on the combined knowledge and experience of scveral senior
manage s in the Swaziland lowveld, this seminar wvill focus
attention on the problems of improving cost control in
tropical agriculiure.

Visits

A list of possible visits is presented to course members
and trips are organised, according to the respunse, during
afternoons throughout the course for visits to prujechs in
the locality, and on Tuesday L0th August Tor those situated
further ofield,
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1.2 EXAMINATION 0OF MANAGCATAL WORK

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

1.2.1. Group Project - Managesial Wark

Many contemporary writers continue to definc managexrial
work as lhe process of Planning, Organising, Command,
Co-ordination and Control and so forget or du not even
know that Professor Carlson in 1951 so sensibly wrotc
that

"eo.concepls like planning, co-ordination and control
arc of very limited use when we want lo describe in an
observationgl study the daily work and actual patterngs
of belaviour of managing  .... most of the concepts do
not Tulfill the qualificotion of eperalional concepts
that they should be synonymous with a clearly defined set
of wpurations ... if we ask a mannger vhen he is
co-ordinatisg, or how much co-ordinolice he has been
doing during the day he would not know, end cven the
mos L highly skilled observer would not know cither.
The same holds true of the concepls of planning,
comnnnd, organisation and conlrol ,.,."

This grevn project is designed to help you toke a fresh look
look at the toscirabing corcept of monagerial work and to
offer ideas and approaches that enable yuu to reappraise

how uffectively you work, and how effectively you run youv
department, seclien or project.

F.N. Youdale

1.2.2. Manacement Case Studics

Many managemeni courses explore manageriol work with the
aid of case sludiecs. We have developed ot Mananga a procoss
wherehy we can examine some of your own cases rather than
present o fictilitous and often irrelevont case for members
to rmplore,

This method also assists thoe-individual course member o
reflect upon his orgunisation and his job,

Fach course member will be asked to submit o description

of ibrce particular incidents ot work. It could be some thing
which is causing Lhe course member o problem at this very
moment in time or o problem he hoes solved in o porticular
way, or a long standing, secemingly intsoluble  case,

The case studiecs are then colegorized and a representative
of ecach ‘category is presented to ihe whole course for
oxploration and discussion,
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Management Study Groups/Tutorials

A small group of course members arrange tu work with one tutor
during the pesiod of the course. The purpore of the group is
twofold. '

Firstly the course member will have the opportunity to
individually discus< the course work with a member of staff.

By reviewing understanding and relevance, the course

membier can ho helped to monitor his learning and enhance the
henefit from the course. The member of staff will be available
as a resource, guide and helper to any.member of his study
group.

Secondly the course members comprising ihe study group are
Tree to expleore and examine any aspect of managerial woxk
which is mutually »ngreed.  This vehicle will allew course
members to examine in depth, with the aid of one or two
colleagues and his tutor, some aspect(s) of management which
interests or challenges him, .
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OPTIONS

The plenary sessions during’ the first four weeks of the course
(and the subsequent workshops and seminars) have becen nlanned
by the staff to cxamine topics which they feel may be relecvant
and useful to the course members.

From weeik 5 to week 9 the decision as to which topic to
study is now made by the curse member.

This decision dis taken in two ways:-

a) The timclable ic so arranged that at any one time three
separale groups will be meeting to examine three different
area<s of study, .

b) Alihough the staff have cutlined the Lioad arcas Tor
exploration and dincussion in these three separate
groups. It can be seen, on closcr examination, that
they are so broad that they will need to ke renegotiated
befere work can be carried out. This negetiation as io
exactly what topics will be examined during the option
will be the responuibility of ths individual course
members comprising the option and the member of staff
who will act us a resource to the group.
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Inducing Change in Smallholders

At the centre of wany goveraments' strategies of rural development
is a commitment to the stimulation of smeilholder development,

Why do farmcrs appear to resist change? Conversely, why should
they change? Members of this option are encouraged te explore any
factors which they feel have an influence on the change process.,

Managing People

It is assumed that the cocurse members will wish to examine such
problems as motivation, comwunications, performance appraisal etc.
during these sessions. It is also assumed that people wori.ing in
large organisations will be attending these sessions.

Finance : Planning

Course members will heve the opportuniiy o study aspects of
agricultural planning that involve a finaneial inpui. The actual
arcas to be studied w:ll be negotiated by the group.
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Adninistratinn of Service Agencies

A large part of the rural development effort of any novernment
consists of the provision of scrvices (extension, input supply,
marketing, health, cducation eic) to the rural population. The
administration of these services is not easy, which only serves
to emphasice the need for the close examinagtion of this arca
which il is expected that members of this oplion will winh to
make. A loter option (D1) will look al the particular problems
crediti administirotion.

Staff Devedopmens _and Troaining in Organisoations

Large organisalion, usually set up training departments which

develop policies, This option is to enable course porticipants
to explore the problems involved with the developmentl of staff
and the various iraining systems which are in operatinn.

Financ

Effective rontrol sysiems are an @essentlial part of efficient

agricultural preduction. 1In this oplion, course members will ne able

of

to explore the aspecte of financinl control systems they identify

a5 being particularly relevant to themsclves.
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Decision Making Process

"All my decisions arc baged on rational thoughi". Are they?

"I ncver allow emotion to influence my decisions". Don't you?

"A qood manager decides for himself", . Bul grnup decisions ensure
commitment,

How co you really take decisions?  This optien invites you to

examine the decision making process and perhaps to reflect on
your personal style - do you think you could improve it?

Economics of Large Scale Production

Economic principles have long hcen applied to large-scale
agriculiurc. Many specific 'roots' have heen developed to
improve the predictive quality of information available to

the manager who wishes to plan his farming activilies for the
oplimisation of returns to availoble resources. Members of this
oplion sre invited to study some of these economic tools.

Plannina of Project Ionlementatinn

The routs of sueces:ful project implémentation lie in the care

and attenlion given Lo planning. In this cption course members will

be able to explore problem agrcas of planning and study techniques
that may help in the planning process. )
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Credit for Smallholder Developwment

Course members vho have an interest in Lhe stimulntion -of
smallholder development, particularly those with o dircct
interesi in credit provision, may wish 1o take the chance -
provided by this option to explore any area of credit policy
or administiration.

Finance : Intrrpretation

For many man-~gers an important quulity as the ability io read
and interprel financial information. In this option course
members will be able Lo explore and siudy aspeets of the
interpretation of financioel informuation, which they identify
as being particularly relevant te thomselves, .

From carly childhood orwards we learn té conform to certain
socially-acceptable behaviour palterns.. This is VeTy Necessary
for us 1o becume normal menbers of society. It does have an
unfortunate “ilr-cffect.,  We also aequire a tremendous number of
inhibitions along the way and {hese inhibitiaons can be a real
barricy to orgingl, ivnovative and creative thinking. This option
invites you to take part in o programme designed to help you to
break (hrough come of the barricrs.
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Managing people in Service Acencies

It is assumed that managers who work in public service agencies will
face slightly different problems in the managing of their staff.
Thosi course members in the public services agencies who wish to
explore the problems they face in working with people are inviied

to attend this option,

Administration of Estate Agqriculture

The problems of controlling a large cstate labour force, of
controlling stores and & machinery fleet and of running the
ancillary servicues necessary are lorgely centred round the

design and implementztion of sound control systems,.  Members

of this optinn are invited to =tudy aspects of estate adminisiration
which ihey feel wre particularly 1elevant to their needs.

Project Tdentification and Aonraisal

Before any financing agency, whether it be the domestlic government,

g bilater.l nr a muliiloteral agency, will consider investing

any moncy in agricultural development, specific projects have to

be identified and appraiscd to determine wheiher or not investment

is likely Lo prove worthwhile. The peed for this is urgent in many
tases, as aid agencies are often very keen to disburse funds and ore
only held up hy the lack of proper project identificotion and appraisal.
Members of this option are invited to examine any of the specific
techiniques which have been developed for this purposc.
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CONCLUDING SESSIONS

Tho whole course come together during the last two weeks of the
course to work on two large exercises; one involving visits {o
various agricultural developments in Swaziland and the othexr
involving a farm business game.

3.1 Straotegics for Aqricultural Developmeni

It is offcen very hard for managers in any part of the agricul-
tural cconumy to find the time to sit bhack and think about
the bxrad issues that affect the way the country and in
particular the agriculiural) sector is developing., A combination
of lectures, discuscions, Tield {irips, visits and debates ovesr

? H ]
most of the tenth week will give all course members the chanee

criticaily to examine the following imporlant icsucs:

What factors affect o notion's rate of ceonowic growth?

Yhat sociological and demographic trends acconpany
cconomic growih? ’

Why is agricultural development so important in the
developing countrien?

What stydtegies of agricultural development are
availahle Lo governmenty

How chould governmenis choose the most effeclive
strategivs for agricultural developraent?

To most of these questions there is no singir answer, but a

deeper understanding of the factors involved will give you

an cnhanced level of insight inlo your own rale in the
agricultural sector of the developing cconamy of your own couniry,

3.2- Devpro

lDevpro is an interactive husiness game based on a tropical agricul-
tural production and marketing model.  The game has been designed
to consolidate understanding in the areas of Tinance, accounting,
production econemics, and organisational behaviour. In particulur,
Devpro helps to develop apprecigtion of thke interoction of decision-
moking ~ a decisinn relating, say, to production rarely affects
production alone, but will have important consequences fTor ather
areas, such as marketing and firancce.

Participants will become invelved in o lively and, at times,
exciting activity - working in groups, the inleraction invariably
provokes further reflection on group behaviour,

.
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Managarial) Work Scminar

This seminar is the culmination of the group project in

Managerial Work. Papers produced by groups of course members

will be discussed and appraised in plonary session,

F.N. Yaudale
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AIDS TO LEARNIMG AT MAMC

1. . Jt may be useful to state the underlying philosophy of
learning which has governed ihe design of the course.

1.1, Learning is a personal activity, When considering adult
learning it is prarequisite for the establishment of an effective
learning envivonment that cach individual takes resporisibility
for his own leaining process,  The structure of a course and the
personnel involved in orgunising it can only be laokoed upon as
resources Lo be used ol the discretion of the individual learner.
It is therefere heholden upon each course membey critically to
examine his own process of learning and fully tn wtilise ithose resourorec
which will be of value Lo him, This course attenpts o Tree the course
membeyr feom Che obdigation Lo learn a speeified avea of cogriiive
hnowledge, There iu no 'hidy of Lnowledge ! which has Lo be Tgot avea!
and which is cvaleated by neons of an exeminalion. 3t is incumbent

upon the stadi Lo attoept to make theiy input and the siructure of
their learning activities s challenging as possible with the CXPICLS
aim of giving the course participunts an apportunity to widen their
views onocertain managed al topics,

1.2 The staff ot Mancnga cee the Tollawing @s uscTul learning
resources availoble Lo course participants, :

Time - Fov o period of eleven weeks you are away from the

y .
norwal prescurces of every day work life. An opportunity is there for
you to use thic threaihing spoce! to refloacl upon yourself, your
carcor, your job and your ovganisation.

folleagues - By virtue of the fact thai the course is comprised of
course mumbors Trom a variety of nalions, organisations, disciplinus,
cultures vic, an opportunily is presented for you to compore and
contrast many cupeets of your managerial activitics.

Privale study and 1eading - For those of you who have often
looked forward to on opportunitly 1o caleh up on soume reading around
the munagerial profession perhaps that time is now.

Staff - The Manonga slaff have gainecd a certain expertise in structuring
situations which cncourage course members to question, discuss and
debate various isoues.  Their role isg seen as one which helps to

create learning environments.  They also con be viewed oo guides to the
mahy resouices avalilable in MAMC itse)f and in Swaziland generally
(eopeciolly in Lhe lowveld), The staff in addition to the skills
associated wilh management learning also have a great deal of
expuricnce in various gspecis of the agricultural industry,
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1.3 'earning in a small group

This"is une of the most important learning structures and a moxre
detaile.  dic:zussion of this approach is deemed 1o be neCeusary.

It is common knowledge that Leing in a group con frequently be

a very frustrating expericnce.  Major issues can hie side~stopped,
rational arguments can apparently be swayed by irrational points,
lengthy speeches will be made on trivial issues and some members will
say nothing at all. 0n the other hand, being a wnember of a dynamic
and effective group can provade a very stimulating and developnental
situation, leading to significant work achievements. In studying

a subject alb Mananga, ihe group becomes a prive source of informatian,
for we believe that individual membe re can learn to be more offcclive
in managing o group, v contributing to one.

1.3.1. Hethod of Working

Group learning is essentially something which can be gxperienced
instead of being studies academically, Consequently, the major
source of dafoymation comes from the intersctioen and behaviour of the
group ilself. Mo moliter what subjects are bieng studied, the pmcees
wheriby menbers in the group rolats, intersect, 1ike or dislike cach
other, help or hinder cach other, is continuoun. 1L is this conblinuous
process which reveals the working of a geoup and provides the

richest swurce of lewrning for members, including (and esproiclly)
aboul their cwn hehavicur.  There are cevbtain Lhemes which froquently
oceur it groups, such as Power, Aubhori ty, Leadexrchip, Affection and
Dislile. These are rarely dincusced or brought out into Lhe open,
but they have an dimmense effect on the groupts effectiveness,  You
have to liston very herd to hear thic 'music! becanse the words heing
spoken will apparently have no connection with these themes, Bul
gradually you heygin to realise that the topic on the agenda or the
subject under discossion is being used as a clook under which these

driving forces.of human emoiions and nceds are being played out,

1.3.2. Some Factors at Work in ihe Group

Whilst any group is unique, there is cnough evidence to suggect that
there are likely to be certain common factors at work.

1.3.3, Authority and Leadership:

Who 35 in chacge?  Who ‘s ihe leader?  How con | gee my point of view
accepted?  They're ganging up on me.  The theme of authority and
leadership is beurd initiully to affect the group's working and uniil
it is brought into the open it will dominate and frustrate the group.
It may never be fully resolved bul  its recognition as a powerful locce
is a landmark in the groupis developnent,
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1.3.4. Affection and Dislike:

I can't stcd suede choes.  Look at his ecair! What an acceni. Typical
civil servont vroduction manuqcr/mnrketing man., He seems a decent

sort of chap. 1 think we have similor problems. He's an excellent
chairman, Whal a report!  The need to like and be Yiked mast always

be o strong fuctor in o group, together with the opposite of disliling
and being diuvliled.  The 'cosy! group is ravely if ever {he grouj

where there is mucual liking and trust. It is usually a device to
prevent existing strong Teclings from emerging and frequently showes
itself by having on unwritten rule that no one shall say any Lhing
personal.  One of the lessons Lo be learnt is how {o recognise strong
Teclings and deal with their expression, to the ultimate benefit of
individusls and the group.  The recognition and exposure of feelings

Lo a recognition of reality.  Only then can relationships
equasite of co-operative working on a task. There
I bonus of 1iking Lhe persons concerned,

in a group
be formed as
may even be the odder

v

the poe

1.3.5. Membrerohip and Acceplunce:

At woik o person ds rarely oble to choose the growup in which he works

and it ds the some al MAMC.  Nevertheless, once a person in in the

group it it essential that thot person feels accepted as o full wmembes.
In order to achieve this, all group members need great senositivily

to ensure that cveryonc is accepted, {for g person who feels rejectlod

is unlikely lo make woch contribution to the group; he is wuch more
likely te be o focus Tor coutly and non-productive behavioour uhich

ma, well be rationalised in ierns of lenglhy and irrclevanl contribullons
or raticnal bul vontinuous opposition, :

1.3.6. The Climute of the Group:

It becomes appiarvent that in order for the group to deovelop and learn
aboul itself, there must be a climate in which this is more likely
1o happen, :

1.3.7. Frankness:

The group must be able to give and receive facts and opinions at a
personal level,  lor this Lo happen, the group musl encourase Trankness
and openness,

1.3.4, Risk-taking:

For learning to toke place, people must be able to exporiment with

different wmethods of behavinur and working, Mislakes nust be seen as
part of the learning proce rather than as occasions Tor judgment and
guill.  To Paidd coch o ddmote is a hard and somelimes painful process
and Lhis din why learving con loke such an effort. But the resulls bn
terms af group effectiveness and personal development can be deeply
paticfying und the learning beecomes permanently integraled  into once's
tolal body of knowledge.
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1.3.9. Conctiusion

In studying a subject, the group becowmes a microcosm of the work
situntion. The hopes and fears, aspirations and expeclations you have
as a manager in your job are also prescent with you as you study o
subject in a group. It provides an opportunity for you to discuver
how prople work in groups and moro especially how you work in a
group. The underlying feelings and emolions which affect all of

us cannot be ignored. It is by the recognition of them that we leawn
and hence imporve our chility to deal with people and wark with thew
more cflectively.

1.4 Locality

Three Jarge commecreial CDC projects scrve ag a background to the
MAMC lraining programme.  These include the growing of fruit trec
crops and sugar cane onder irrigation, a large cattle ranching
aclivity and a smallholder settlemenl scheme involving sugar cane,
maize, cotlon and vegetables,

L5 Swaziland

Swazilond ha some interesting agriculiural schemes covering rural

development, settlements, mechanisatlion of both small and large

esltates, irrigalion schemes and large scale fTood/fTibre production.
4

1.6 Oppostuynitics

The period spent ol Mananga is one of opportunities and choices., (A
reflection of the world of managerial work). The use made of the
opportunities will depend greally upon the commitnent and motivation
you bring lo bear upon your choice procecss.  May I wish you a productlive
and useful period of time spent with us.

i Ml

D.C. Marshall
Dircctor of Studics
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Outline of a 6 week course in April/May 1981 for middle senior
managers at Mananga Agricultural Management Centre entitled "Credit for
Development".

The following pages axec 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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COURGE _ONJECTIVES

Staff engaged in the provision and management of credit for development

have o purticglarly uncrous task. They need well dcvc;opud skills in

the use of lhe written and spoken word;ﬂu facility with accountis; Qidm
knowledge of the rural, comuercial and bonlking cnvirﬂnmnnt; an ability

Lo handle slaff and costomers effectively and a keen and well developed
sense of judgnent, Allied Lo this is a responsibility Tor bank Tunds

which invariably amount to subctantial porqulios‘cpfcad amongst meny hundrec
of clicnts @1l to be corefully appraised, monitored and contrnlled if

the agency is to operatco effectively,

The overall course objentive is to help participants become more effeclive

members of their organisations by

- develuping aworeness of the role of crvedit in the develppment
process;

- improving knowledge, skills and Judgment in credit appraisal;

= breadening appreciation of the essentiaol policy issuus in
the provision of agricultural credit;

= emphasising Lhe need for care in human relationships and
developing abilities in dealing with clients and stoff,
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COJRSE PROGRAMME

The Role of Rural Credit in Fconomic Daveiopmnnt

In theso sessions there will be 8 raview of the main social and economi
factors, which affect economic davelopment.- Following a survey of the
contrasting strotegies for dcvclopmunt,part~c1pantg will consider such
ques tluns as -

~ is there a conflict bLetween government objectives and
rural development?

- 1s a lack of credit a constraint on rural progress?

- are credit agencies contributing effectively to rural
development?

All Staff

Assensing Credit Needs

During this pari of th: course, we will identify and explore the
assistance which credit staff can render to prospective borrowars in
. assessing the pntenticl costs and benefits of credit use. The
viewpoint canmsidered will be that of the borrower rather than the
lender, giving cmphasis “o an exploration of the role of credit in
developing rural enterprise. The following topics will be covered:-

-~ the farmer as resource manager.

~ farming systems and farm level planning.

- the farmer's choice of a farming system.

- the farm business cnvironment and credit requirements.

- farm business analysis,

=~ records and accounts for farm planning,

- partial and whole farm budgeting.

~ dinvestment planning.

~ balance sheets, profit and loss statements, preparption for
loan application.

~ introduction to investment appraisal,

T.J. Harding, F.A. Wilson,

12

D.V, Co



Praciical Loan pproisal

Credit will bo viewed from the lender's angle, These sessions willi
review lhe factors making for scwnd loan appraisal and a number of
case studies illustrating different lypes of loan.will be considered,
The following vwill bhe exomined:-

= dimportence of sound rvaluation and the sost of lending.
- inforiation collection and lthe appraisal of farmer efficicncy.

-~ interpretation of balance sheets and profit statements.
- case studies of seasonal medium and long term loans.

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

Credit Dedivery, Agministration and Control
) N

The fundomentals of sound credii administration and control will be
considernd.  The differcat methods of lending, maintenance of adequatle
supervision and the handling of arrears and defaults will he explored, .

- Cost effective loan administration,
-~ Repayment wethods and procedures.

= Constraints on effective delivery.
= bGroup lending.

- Assessing loon delirgquency.

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

Working with Pecnle’.

Someone once delined management as 'getting things dune through other
people’. While this may not necessarily be true at all times, there

is no doubt that the ability to work successfully with olher neaple

is a wajor factor in the effectiveness of a manager. "A scries of one
day workehops spread ithroughout the course will examine various aspectn
of working with people. They will allow participants to examine certain
behavioural concepts which may be usecd fo interpret and undershind the
relationships and behaviour patierns that exist within an organisastion,

The areas covercd will include perceptiun, comnunication, roles,
leadership and metivation,

In an optiovnal erxercise using audio-visual vquipment, courco porticipants
will be given the opportunity to develop their interviewing ahilities,
)

J.L, Marjoribanks, N.P.5, Hetherington
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Managerial Work

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

"... concepts like planning, co-ordination and control are
of very limited use when we want 1o describe in an observa-
tional study the doily work and actual patierns of behaviour
of managing ... most of the concepts do not fulfill the
qualification of eperational concepts that they should be
synenymous “with a clearly defined set of operations ... if
we ask a wanoger when he is eo-ordinating, or how much
co-ordination he his been deing during the day he would not
know, and cven the wost highly skilled observer would not know
either. The same holds true of the concepts of planning,
command, nrganisatinn and control ..., "

This group projecl is designed to belp you taoke a fresh look at. the
fascinating concept of managerial work and to offer ideas and approaches
that enable you to reappraise how effectively you work,

F.N. Yaudale

The Implications of Credit Policy

ADBANK

ADBANK is an experiential management game designed to develop an
awarerces of the full implications of various aspects of credit policy.
Participants ore required to develop an operational etatement for a
newly constituted Agricultural Develosment Bank in a developing country.,
Policy aspecls requiring decision and justification include interest
subsidics, eligibility end sccurity, repayment scheduling and the
handling of loan defaultl, delivery systems and channels of credit
distribution.

T.d. Haxding and Stiaff
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Management Study 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
colleclively to review course work so thot learning wmight be
enhanced; and

(ii) to enable the groun to explore fuxther aspects of credit and
management .which are 1.utually agreed. The individual course
member can pursuve an area of study of direct interest to him
ox herself,

Visits and Visiting Speaker

The visiti and visiting speaker will focus +he attention of the course
on the role credit plays in the rural and ecunomic development of
Sweziland., The visit will be to the Swaziland Development and Savings
Bank (Swazibank) and course members will be able to discuss with
senior officinls an the Head Office ond also visit a rural bramch.

Mr. Fion de Vle‘ter, Senior Lecturer in Economiés af the University

of Botswane and Swaziland has agreed to be our visi“ing speaker.

Mr de Vletter has undertiaken research on the economic development of Swazila
and will provide us with an insight of the progress nade and the

role credit has played in rural developnent,
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Annex 8

Manznga Agricultural Management Centre

Tcaching Staff

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

bBevelopment Chemist and Plant Manager, Albright and Wilson Ltd. UK 19583--64;
Manager, Process Investigation Section, Agricultural bivision, Imperial
Chemical Industyies UK 1964-66; Part-time tutor in Management :tudiocs,
Constantative Technical College UK 1965-6G; Assistant Wovks Manager,

Berks Ltd. UK 1907-68; Scenjor Lecturer in Managoement Studics, University
off Malawi 1968-71; appointed to MAMC in 1972, Deputy Principal 1976 -
August 1980 when he was appointed Principal

D.C. Marshall, M.fz. (Manchester), C.D.A., Cert. kdue. (Birmingham),

M.1.".b., Dircector of Studies and Senior Lecturer.

Farn Manager, Chipenbi Training Farm, Zambia 1960-64; Principal, Chipembi
Farm College, Zambia 1964-G8; Rural Studies Teacher UK 1968-6G9; Chief
Training Of ficer, Hinistry of Rural Development, Zambia 1069-7%; appointed
toe MANST in 1975, Lecturer until August 1980 when he was appointed Senior
Lecturer and Director of Studies.

D.V. Coy, PB.A, (Nottinghw), A.C.M.A., A.C.I.S., Cert. Eduec. Scnior Lectur ey

Voluntary Scervice Oversecas, Sicrra Leone 1963-64; Furthes Bducation Lectures
Uil 1961-70; Lecturer in Meconomics, Frelyn Home Collegoe, Zambia 1970-73;
Accountant, Zambia Sugar Co. Ltd. 1973-75; appointed Lo MAMC in 1976,
Lecturer until August 1980 when he was appointed Scnior Lecturer.

ﬂ;h;“51[BIRUfo§l' B.A. (Cantab), Lecturcer

Development Officer, Scottich Agricultural Industrices Ltd. UK 1965-73; »
Extension Training Officer, Ministry of Rural Development, Zambia 1973-78;
appointed to MAMC in 1979,

T.J. Herding, B.A. (Hottingham), Lecturer

roject Beononist, (Nigeria), Agricultural Planning Associates 1974-75;
Agriculturial  Economist (Higeria, S. America, Sudan), W.S. Atkins and
Partner:, Consulting Bngincers 1975-77; Project Econowmist {(Iran, Kenya ,
Relize, W. Indies, Sudan) U.L.G. Consultants Ltd. 1977-79; appointed to
MAMC In 1979,

H.D.&5, Hethecinaton, N.B.A, C.D.A,, C. & G., Lecturer

Manager, Animal Hutrition Bxperimental Farm UK 1961-62; dssistant Agricultural
Officer and Planning Officer, Department of Agriculture, Uganda 1962-67;
Manager, Coffee Pulping and Coffee Estate, Uganda 1967-69; Fiecld Crops

hdviser and Assistant Development Manager, Bi.ds Eye Foods (Unilecver) UK °
1969-77; Development Manager and Bstate Manager, 01l Palm, Unilever, Ghana

and Cameroon 1977-80; appointed to MAMC in 1930.
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Estimates of Cost

A9.1 Direct costs of three course

s for 1982 ‘programme

Details of costs (taken from
dated ! June 1981) are given
currently operated at MAMC,

a hasic ctudent week cost at

the MAMC revised »stimated for 1981
below of the three residential courscs
Apportionment. of costs has been based on

MAMC for 1982 of F528.9 per week.

Item of Cost Senior Middle/Senior Specialy
5 weeks 1} weeks Credit
6_weeks

Tuition - 5 lecturcr:si, support
staff; supcervision and planning by
Principal; includes preparation,
teaching materi-1l, teaching and
tutorials 47,582 104,681 57,099
Stationoery, text-bonoks (individual
iscue), educaticnal nmaterial 4,060 8,932 4,872
Accommodaticn in cinale study bed-
room:, <ocial facilities,
domestic cevvices: - laundry, food
preparation, cleo.ing 13,790 30,338 16,548
Food and donestic supplies 8,365 18,403 10,033
Local transpert;: to and from airport,
training and amenity visits 7,840 17,240 9,401
Campus scervices; electricity,
fuel and water 7,787 17,132 9,345
Administration - international and
local travel, recruitment and enrolment,
cvaluation of training and iscue of
reports, gencral administration -
postage, telex, telephone 14,857 32,686 17,829
Miscellancous; insurances,
medical care 3,165 7,623 4,158
Visiting lecturers - fees and travel 11,500 - 14,950
Total 119,246 237, 042 144,247
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A9,2 Students' Travel

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

1) travel in every casc is from the capital city to Manzini;
ii) travel is by air with no intermediate overnight stops.
Cost of travel from Manzini Airport in Swaziland to MAMC Ly road

is covered in paragraph 29.1 above.

E

From Tanzania 700
Zanbia 385
Malawi 330
Zimbabwe 325
Botswana 225
Lesotho 200

Swaziland -
Ancgola 730
Mozambique 80
Average cost 330
1982 cost 34,200

A9.3 Other Conts
gtudent's allowance. Presently set (EDF, British Council and CFIC)
at E17 per student per week,

1982 cost would be E15,480

Staff travel in region for consultation - see paragraphs

1982 cost would be E 12,550
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A9.,4 Total Costs of 1982

Cost per person attending above courses at a total course

occupancy of 35.

Snior Middle/Senior Special
5 week 11 week 6 week
(SM) (rc) (cn)
E3,400 ¥6,770 E4,121

With an allocation of 18 places per course to SADCC countrics (see
paragraphea ) and a MAMC annual prograume of 1 senior, 3 middl

senior and i special/eredit..
Total annual costs for 1982 would be

Snior SM 61,200
3 x middle/scnior IC 365,580
Special Cn 74,180
staff travel 12,550
in region for
consultation

Student travel 34,200

Student. allowance 15,480

563,190



1932 1233 19g4 1955 1956 Total
Senior (SM)
5 week 61,200 745,380 80,937 23,077 107,039 412,633
283,580 420,417 483,479 55%,00¢ 639,401 2467,878-
74,120 55,307 96,103 i12,818 123,74: 500,149
Staff travel
in region for
Consulitation 12,550 14,432 16,597 19,087 21,95¢C 84,616
Students
Travel 34,200 392,330 45,229 52,014 59,816 230,589
Students
Allowance 15,480C 17,302 20,472 23,343 29,074 104,372
Total 563,190 647,6€8 744,817 855,540 985,021 3,797,227




APPENDIX IT

Zambia Air Services Training Institute (ZASTI)

1. General

The Institute operates under the Department of Technical kduration
and Vocational Training, Government of the Republic of Zambia (GRZ).
ZASTI was established in 1965 and has prown steadily over the 15 years
until at the present time the total valuc of its facilities is about
K3,000,000 (11S%4,500,000), Teaching staff totals 35, and there are 100
support staff - technicians, administrators e¢tc. Teaching workshops and
classrooms have been purpose-built on a spacious site adjacent  to Lusaka
International Airport. It has a maximun capacity to accommodate 140
students in double rooms. Usually there are fewer students in residence,
and many rooms are used as single rooms. Additional students could thus
be accommodated at once, but in the lonper run extra accommodation for
about: 50 students would newd to be provided., GRZ hos always mndoe available
5% of the places for students {rom outside Zumbia. In view of the potential
of ZASTI for traininp students from all SADCC countries, GRZ shou™d be
requested to revise this fipgure upwards. To onable an increased intake
in the next year or so, 4s an interin measure a moderatoe capital expond-
iture is requived,and is discussed below.  Additional running costs could
be mer by students fees, and these should be set after consideration by
ZASTI and the Department of Technical Fducation and Vocational Training.
In the short term the invake of students from outside Zambia could probably
number about 60 per annum on & range of courses. In the near {uture one
or more consultants should be appointed to assess accurately the number SF
students in various catepories vho require air services traininpg, over the
next 10 -ears in the nine SADCC countries. Based on this information the
faciliries at ZASTT should be built up to serve the training needs of the

repion,

2. Flying School

The course for Commercial Pilots Licence, Twin and Instrument Rating
currently runs for 18-24 months according to the ability of the trainee.
With an increase of two single enpine aireraft (in addition to the existing
four) and of one twin enpine aircraft (in addition to the existing one) the
training capa ity of this course could be doubled, to 24. Additional
instructors are available, and are already budpeted for in. 1981. The

existir | maintenance facilities could cope with the additional aireraft.

nb



3. Air Traffic Control (ATC)

On three courses held each year, an additional 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/Induction 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 throupghput could bLe doubled, to:rmake an
additional 12 places available each year. In addition, 3 month refresher

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

5, Acronautical Telecommunications Operators

Three courses are provided of 6, 3 and 2 months duration, currently
normally attended by 8 students cach., This attendance could be increased
by 50%, thus providing an additional 12 places spread over three courses
each yrar, These extra numbers could be catered for with additional
equipment (teleprinters, and associated typewriters) which has been already
requested but not yet supplied. Two extra two extra teaching staff would

be required.

6. Engineering School

(a) Tt shonld be noted that after qualifying from the course on
Aircraft Maintenance lnginzering, a "type-rating" licence would be required
in addition to the basic licence acquired at ZASTI., (This takes a Ffurther
6-12 months accordinpg, to type.) The course at ZASTT takes 3 years, and two
courses cach with 16 students run concurrently. A third course could be
storted, thus making another 16 placzs 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 strenpgthening

of teachinp staff would be desirable.

"]



(b) In Aeronautical Electronics Engincering, 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
ts 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
cach, 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 manapement 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 Beirvut for this training.)

Ab



9. Additional Capital Expenditure

Preliminary consideration suggests that the following capital
expenditure would be raquired if the increased number suggested above

are to be trained.

(a) Student accommodation K 70,000
O G pgieine aireea™ Jotus spares k200,000
(c) Engineering workshop equipment K100,000
(d) Telecommunication 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



