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ABSTRACT 

The Purpose of this study was to determine the need for micro-, 
economic development management training and make recommendations to 
AID. During the course of the study the team interviewed PV~s and 
development entities in the D.S. and Latin America to 
determine train­
ing needs, to identify crai..ing resources and programs currently hCeing
 
conducted, to isolate elements which lead to successful training prog­
rams, and to explore possible approaches for addressing PVO training
 
needs.
 

among .VCThe greates: needs for training the interviewed were 
in training marginal groups tc be self-reliant and in training pro­
moters and field staff to e-fectiveiv work with marginal groups. 
Al'.hough there are ecacples of successful programs, it is generally 
recognized that the methodology used for training marginal groups and
 
for training ?VO field staff has not produced the results desired. 

Develocmenz which has its coal -ssisting the poor tc break out 
of the cycle of -overzv faces an enormous challence. The maqnitude 
of The problem and the limited availability of re:,ources make it 
necessary to focus on leveraae zoints where a small amount of resources 
can produce significant results. One focal point is to create financial 
opportunities and to assist people to develop the attitudinal., personal
 
and professional skills which will lead to success. To effectively 
achieve this aim, methodologies need to be developed which allow a
 
person to experience a transformation of traditional thinking and
 
behavior in addition to methodologies of skill development.
 

Thus the team recommends thac AID fund three types of organizations: 
USPVO and IPVO training organizations, region-wide PVO training and 
financial networks, USPVOs IPVOs oroviding rescirces toand and marginal 
groups. Fun62ng would allow the organizations selected to develop and
 
refine training methodologies co enable mar inal groups to acquire 
Personal and technical skills as a complenment to existing opportunities 
to obtain credit or material resources. it would allow PVOs to develop 
an on-coing training capacity and provide funding to refine and amplify 
current training efforts.
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I. BACKGROUND
 

This report is a response to a general concern shared by USAID,
 

Washington, field missions of USAID and the PVO community. The concern
 

relates to the difficulty encountered in stimulating successful micro­

economic development and the assumption that training is fundamental to
 

any solution.
 

This project was originally designed as a management support
 

grant to The Experiment. It became clear mid-way through Tbe project 

that the implications of the findings reached far beyond EIL, and would 

be of interest to the develooment field. 

Thus, the findings, interpretations and recommendations contained in 

this report are aimed az stimulating discussion of training in development 

among PVOs and various AID offices and bureaus. This study does not pur­

port to be a rigorous analytical survey of needs, problems and issues. The 

observations and reccrmendations are compilations of subjective assessments 

made by the rrresentatives of the various development entities visited.
 

Although not scientific or academic In either procedure or results, 

the EIL team's observatizns and interpretations reflect an operational 

zealitv experienced by many drvelopment entities and can serve as a 

springboard for further discussion and planning for training in development. 

I. OBJECTIV1ES AND APPROACH 

The objectives of the study are: 

1. to determine the level and character of the need for micro­
economic development management training; 

2. to identify common elements of successful training; 

3. to recommend to USAID and PVOs actions to be taken tc meet 
the need for micro-economic development training.
 

The primary method used was interviews. Information was rechecked
 

with personnel at different levels within the organization and with
 

individuals outside of each organization. W'here possible and practical,
 

visits were made to field project activities. Secondary sources of infor­

mation were used to validate information from interviews, to provide quanti­

tative data when required. Organizations interviewed were primarily IPVOs,
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USPVOs, training resources and a few public development agencies in the
 

United States, Mexico, Honduras, Colombia, Peru, Bolivia and the Dominican
 

Republic. (Colombia was dropped from the spring 1981 itinerary.)
 

II. FINDINGS 

USPVOs and IPVOs in-country revealed five malor problems in order of 

importance: 1) insufficient funding of development entities either to 

meet the demn: for Their services or to reach their objectives; 2) inability 

of community groups to manage their own projects and become self-reliant 

after oroject term=ination date; 3) insufficiently trained personnel at 

the inze-mediate and lower levels of develcoment orojects capable of 

achieving objectives; 4) overlapping activities and wasted effort of 

develorment entities operating in the same geographic area while other 

sections needing development are unattended; and 5) insufficient communication, 

information, educational materials, and technical resources to achieve 

objectives. Only the second and third points which relate to training are 

discussed in this summar*v recort.
 

A. 	 Need for Local Groups to Mananue and Direct Development
 

There was a universal recognition of the need to develop the
 

capacity of local groups to manage their own development. Groups are often
 

dependent on PVOs or other development entities for direction, managemest,
 

or technical assistance. At :he end of a project productive activity often
 

dwindles and eventually stops. It is widely recognized that developing
 

the capacity of the local pecole is essential for long-term development
 

inpact. Organizations lamented the fact that funding for training was
 

difficult to obtain and emphasized the need to strengthen and increase
 

the training provided to local groups.
 

Six key points were made in regard to the need for local training
 

of groups involved in development:
 

1. There is need for traininq to complement the existing systems
 
which provide material and financial resources either in the form
 
of credit or grants. There is growing awareness that provision of
 
financial resources without training runs the risk of leaving the
 
recipient individual or orqanization worse off than before.
 

2. There is need 4or training which not only raises awareness of
 
injustice but provides skills needed to better the situation.
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3. 	There is need for financial resources to support training efforts.
 

4. 	There is need to document experience acquired in devwlopment
 
training as well as a comprehensive ccmmunication system to
 
make develocment entities aware of available training expertise
 
and resources.
 

5. 	There is a need to develop a reality-based system for the evaluation
 
of impact of training on development.
 

6. 	There is a need to develop an approach methodology in the area
 
of development training.
 

B. 	Need for Adeuately Trained Personnel
 

Overall, the people interviewed perceived . descending scale of
 

availability of effectiye development protect staff beginning with an
 

adequate availability of country-director level personnel and a severe shortage
 

of small project managers and promoters. Three categzories of management
 

perronnel emerged--directors, middle management, and smll project mana­

4
gers. A fourth cateocry of "promoters" was added, ue :o the repr:azed
 

mention of the shortace of effective personnel at this level, ccupled with 

the 	 vital role they plav in the development process. The four categories 

are 	defined as follows:
 

- Director. This cauecory ir'cludes the executive directors of
 
IPVOs, top-level officials in government ministries working
 
in development, courtry directors of expatriate PVOs, and the
 
deputy directors, program directors and upper level management
 
of PVOs with over 50 staff or a budget of over one million U.S.
 
dollars.
 

Middle Manaciement. This category covers the ranae below
 
the director category and includes the executive directors 
of small IPVOs, people with oversight of either a number of small
 
development projects, one project with over 15 staff, or a sector
 
focus for the whole orcanization, such as monitoring and evalua­
tion, financial management or programming.
 

- Project Manager. This catecorv includes fJelA nro ect manarers
 
involvec in the implementation of projects. The range includes
 
projects involving up to 15 staff.
 

- Promoters. This category includes "multiplicadores," "promotores". 
and "animadores" who work with conmunities in a variety of capa­
cities includina oroviding consciousness- raising and motivation 
training, designing and implementing programs, and providing 
technical assistance in health, agriculture, small enterprise
 
development and other areas.
 

The 	chart on the following page illustrates the interviewees'
 

perception of availability of qualified personnel at each of the four
 

levels.
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D.R. 
AID 

Official. 

Honduras 
AID 

Officials 

In-country 
Us PvO 

Programs 

U.S. PVO 
Stateside 

Perspective 

Urban IPVO 
Development 

Programs 

Rural IpVO 
Development 

Programs 

National 
Development 

Foundations 

Independent 
Observers 

Rqsearchers 

Director A A A I A A A A 

MiddleManagement A I A I A I I 

Project
Management A S I S I S S S 

Promoters - S S S S S S S 

A--adequate availability of qualified personnel 

I--insufficient availability of qualified personnel 

S--shortage of effective personnel 



There was agreement that the director level and high level management 

talent is readily available in-country and that there exists a shortage 

of effective personnel at te 3romoter level. The only exception to this 

was the stateside view that capable host national directors were not 

readily available. This was reflected in their choice, with 
some excep­

tions, of .Americansas country directors. USP'Os, and urban IPVO pro­

grams, are generally, able to find capable middle-management staff. 

Several peoule mentioned that expatriate groups pay somewhat higher 

salaries, thereby attractina the more highly qualified individuals. 

Also, there is a lack of middle-manaqement people in rural programs which 

is riot the case in urban areas. 

-IV. USPVO TAIN,:2NG ACT1V:TT TC R HOST NATTONALS 

The team sroke .it> a number of oruanizaions providing training in 

development manaaeme:t to host nationals. The :-urrent program can be 

divided into three cateeries: 

- Pre- "nackac-dmana..e.-rint training courses
 
- Seminars, conferences and workshops for development leaders 
- Responsive svsnems .zrovidinQ training and technical assistance 

as the need arises. 

There was , wide divergence of opinion regarding the success of programs 

subsumed under th three categories. HEowever, there is virtually no 

substantive anal'ysis of the impact of training on development. 

A. Pre-packaged Manaeement "TraininqCourses. Pre-packaged management 

training prograns have been refined to a high degree of sophistication, 

offering what is felt to be the best of Xn :erican management practices.
 

Occasionally minimal adaptation of the courses 
to a group is undertaken.
 

Often particioants are selected and logistics arranged by the AID missions,
 

private groups in-country, or hosting governments, rather than the
 

training organization. Thus, few staff are required other than the
 

trainers who are retained on a consultant basis, or are on the perma­

nent staff of the organization.
 

In the United States and overseas, criticism has been voiced concerning
 

the content and methcdologv of such courses. Although excellent in an
 

American context, they are felt to be inappropriate to the no-American
 

audience which is not accustomed to intense, day-long sessions stretching
 

over a few days to a number of .weeks. In addition, the course content
 

has been criticized as being acultural and difficult to relate to 
the
 

realities of the countries of the participants. It appears that there
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exists a sizeable gap between ideas and praatices presented in the
 

training courses and those which are applied. There is little or no 

follow-up assistance in applying the technircies and new ideas to the 

participant's organization.
 

B. 	Seminars and Conferences for Develoument Leaders. Conferences bring
 

together leaders in development in a particular country region inor 

Latin Amerisa to discuss specific topics or to provide training in a
 

particular al-ea. The topics usually arise fram perceived needs and the 

conferences are organized by a variety of United States and other
 

organizanions. The, ser-e to ddress hoa-ienecks in the field and to
 

hring leaders together to exchance ererince and understandincr. Struc­

tures var, from i-alrv y-orie:vted forans to focus process, witha a on 


the goal of learnina threun.h exchange of ifleas.
 

eactions to nhis farm of training 
 were mixed. Some interviewees
 
found in particularly useful from the standpoint of exchange of ideas
 

9_ment 1 Ctlhers 

zations for sending in expat:riate "expert.};' no conduct the sessions, many 

between eveo leadrs. criticized Uirtid States orzani­

of whom h-al less experience in zeveloment than the nationals attending. 

Repeatedly, Latins vciced t' opinion than the h.undreds of thousands of 

dollars spent to or-ani~z and conduct these recionwide seminars were 

not 	a wise invesLment. 

One shortcoming of the two models above is that while effective 

upper level managemenz training often increases perso:.al levels of 

competency, ,hev veiv impact onproduce little 	 the ultimate benefici­

aries of development prograns. 

C. 	 Responsive Systems. Several types of responsive mechanisms 

have been tried in La'in America by United States organizations, and 

by IPVOs. 
 The common element is training and technical assistance in
 

response to a reaquest from an organization or in response to a perceived
 

need. It is 
client-based, supporting local organizations to achieve
 

their objectives.
 

This anproach is generally viewed as a high-cost proposition, 

providing in-depth and appropriate services to only a few selected 

organizations. Considerable time and resources are consumed in the 

initial stages of establishing a system identifying consultants and 

building a base of credibility and trust in order to proceed. Although
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organizations which have benefitted were enthusiasitc about the results,
 

it is difficult to assess the impact of the assistance on the organization's
 

ability to achieve their development objectives. 

V. TRAINING ACTIVITIES LDY HGST NATICNALS
 

A. Government Ministries. Most of the training for development within 

Latin America occurs under" the auspicies of the national aovernments. 

Each of the minastries rain its :%.in field personnel. Althougi trainino 

emphasis varies £monq ministries and among oountries, the C"rincical thrust 

is in technical nres. AI,-iouqh minisi. s var,.' (reaiv, it .appears 

there is little trainin: i. iasic ccmmuni:v develonment, motivation 

teclmiciue, grour dynamics, and oth-er =oenns i!Livoived in "evelOCingC 

local interest and ccccranion. ittle attention is ol!accd upon deve­

loping the caracity -,f local *rcups to take rcscnsihilitv for the deve­

looment of their communities. As is frccuent:.v the case, what is 
envisioned ,_ "develoment," inactuality bc'omes the provision of servioes. 

B. Coocerative 'OC!ruun. ,a'-_ cooperative-rouc4hcut America the 

movement has stimulated broad-based involvement and soci 1 l change over 

the last two decades. As ther:.- is a lear recognition that training is 

essential for the success of cooperatives, it formis a crucial cart of 

the program and a ma'or focus of activity. Education and training is 

orovided in literacy, primary level education, cooerativism. conscious­

raising, nolitical action, and technical areas according to the nature 

of the cooperative: agriculture, transportat:on, housing, credit unions, etc. 

A significant portion of the training is in management areas empha­

sizing the functional operation of the cooperative. Fiscal management
 

in particular is singled out for special attention and training.
 

C. PVO Training of Local Groups. The majority of PVO development prog­

rams include a training component to enhance local capabilities in achieving
 

development objectives. Training provided by the PVO staff is often spotty
 

in quality, and varies widely, dcpending on the organization's priorities, 

and the personal skills of its field staff. A second approach to training 

is to contract with specialists to train groups in specific topics, such 

as swine production, or hcr:iculture. A third approach is to utilize 

ministry field personnel for technical training. 
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The amount of training by PVOs is minimal compared to the large
 

scale programs undertaken by the first two categories--governments and
 

cooperatives.
 

D. Training for PVC Staff. Very little training i; nducted for
 

PVO staff (excluding the cooperative ne work). People are hired on
 

the basis of their ability to do the job rec.ired. PVOs are hesitant
 

to expend scarce funds on training for staff who will be able to find
 

higher payinq positions elsewhere. 

During the Latin American country visits the team met with a number 

of organizations involved in training. In every country the EIL team 

encountered training programs for PVO staff and community groups wit:h 

elements of success. A se!action of prcgrms is presented in the follow­

ing paces. it should be emphasized that the 5L team did not conduct 

a ricTorous evaluation. rief inter-.iews with the home national office, 

field stafff, and a few visits to training sites provided the information. 

The comments bcic.w are not metnt to judge a prcgram, but rather serve to 

extract element.; which are felt tc he construcsive jr counterproductive 

in implementation of traininq programs. 

VI. EX APLES OF CUiRRENT IN-COUNTRY TPAINING 

A. A Res,.Donsive Trainina System--Peru. One USPVO's regional office in 

Lima responds to "inquietudes" or felt needs of the 100 IPVOs and 

development groups with which it has contact. If some proolems or diffi­

culties arise among a number of goups, the USPVO regional director 

attempts to rescond to their "incuietudes" by working with the groups 

to find an acceptable format. Frequently formats include seminars in 

which colleagues act as sounding boards, people orainstorm, and work
 

jointly to refine ideas, and plans. This approach is felt to be more
 

effective and beneficial than training along the teacher/student model.
 

Groups are open to this kind of exchange, since the USPVO is well­

respected, well-established in the region, and well-known by participating
 

organizations. 
The USPVO appears to have ';ained local trust and confidence 

to the degree necessary for organizations to discuss their problems openly, 

and has generated a climate of willingness for sharing problems as well as 

expertise with ocher indigenous organizations. 

The USPVO representative in Peru takes the position that the only 
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responsible way to provide training is to respond to felt needs in
 

cooperation with the beneficiaries. Solutions vary according to
 

the situation. They should he low lost and the groups participating 

should pay part of t e cost, if possible.
 

Another example of the facilitation role this USPVO plays in 

enabling groups to visit successful projects similar to their own in order 

to learn b,-2 bsa r-ing and experimlenting, rather than formal training. 

For exa"mle, severa! members of a Peruvian grouo, which was struggling 

with cocoa production, spent one month on a similar cocoa clantation in 

Bolivia, which had solved several of the problems with which the Peruvian 

group was currently s-rugglin-. The camesinos learned and wrote a 

manual in their own anguage accorciina to their own level of understanding 

and experience, which they brouaht back to their cornunit% in Peru. Such 

ax:,-angjs among grouns at the sae level, workinc on similar projects, 

has croduceI excellent results and has met a real need. 

As this USPVC has man,.' proararTs and projects with groups, their overhead 

and adninistration costs are paid. Thus, acting as a facilitator in the 

manner described is hut one of the many activities and a secarate and costly 

infrastructure is not recuired. They also have a scecial fund which the 

director uses to respond to Lmmtediate low-cost training needs. 

Severai USPVOs have est-iblished onerations in various Latin American 

countries, complete with offices, staff and support mechanisms. This 

approach has resulted in hi.gh-cost operations serving a limited PVO 

clientele. Most frequently the USPVO spent a great deal of time establish­

ing its credibility and soliciting organizations' participation and utili­

zation of its free serv;ices. By contrast, the USPVO cited in this section, 

through its existing infrastructure and programs, has envovled naturally 

into support for PVOs and development groups at minimal expense. Though
 

limited in scope, this appears to be a viable approach for organizations
 

established in La-in America to provide IPVO training in its broadest
 

sense.
 

B. Field-Based M.cbile Training--Colombia. One USPVO in Colombia has 

encountered a problem typical throughout the region and has developed an
 

innovative response. Formerly they brought people from their rural groups
 

to urban areas for training. Often the attractions of the city took
 

priority over the training activities Those who did complete the
 

training found they could find employment at higher wages than offered
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in rural areas or in development projects where they were volunteers, and 
ultimatelv remained in the cities. 

As a result, tr.aininq is now conducted in smaller grcupr.s in the 

rural areas. They also seek established families in the local area and 

train adults who are committed to the community rather than ,"ouna men 

who are high 1lv moibile. increasingly, women are seeking invoivement 

and training. 

This program also :!rcumvents a frequent difficult,, encountered 

wheri one or two recresentatives attend train-ng and then return to a 

group whih r-sists chian..e. Thu., the USPVO seeks- to train 5-6 peoole
 

from the orou one t Ime,
sarme a to reinforte learning and to orovide a 

critical mass andt CsrrUc wirnin an association. 
1SPVOThe Colombian staff provides -eneral -retai' consciousness­

raising and the first states o :7,romorion r.raining. The'y then contract 

with El SENA (Servicio M-acional de Aendis:-j-) to -rvide additiona 

training in accounting and project management. ccasionally training 

xtends o to 15 :ivs. This aroroach of contractinca with local. 

training resources b-a V for staff and project- group training is 

unusual.
 

In addition, this USPVO has mobile training teams which assist the 

forty or so promoters in the field. As the promoters have minimal 

technical skills, they call upon the mobile teams to provide more in-depth 

training. Cne team consists of a nurse, a sociologist, a catechist, a 

social worker and a specialint in cnpesino orc:anization. A second team 

working .xclusi-!el,; wi.th cooperatives consists of an agronomist, a 

cooperative specia-ist and a coordinator. A third team, also working 

exclusively with cooperatives, includes an acronomist, a practitioner of 

rural agriculture, and a trainer. Training is aiven on location to 

avoid costs and to avoid the migration of trained people to the cities. 

The staff feels that the need for training is unlimited, since the 

groups develop new leaders and the nature of the organizations changes, 

requiring new skills. They believe that the critical element is the 

development of the :.eoples' capacity to manage their own projects and 

community development, and feel that there are insufficient financial
 

resources fevoted to training.
 

This Droorm addresses some of the difficulties involved with 

the training of rural project implementers and promoters, and includes 
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a viable approach aimed at resolution of some of the widely-encountered 

problems and limitations found in staffing projects. These approaches 

include: 1) using staff for orien .ition and initial :romoter training; 

2) contracting with various agencies and organizations to provide 

specific tves of training; 3) creating a mobile training team with 

technical e-'pert :se to assist projects as needed and providing a varie­

gated training capacity; 4) on-site training to avoid problems associ­

ated with high costs of brinqinq trainees to a central location and 

dampening the tendency For skilled people to migrate to urban areas. 

C. Camnesino grou Training--Dominican Republic. Throughout the 

region, PVOs have encountered creat difficulties in addressina the 

training needs of camn esino groups for skills training in management and 

adminiszration. One major problem encountered is a generally low educa­

tional level without ad(rluate readincT, -:itini and artit'ne7tic skills to 

provide a base far learnino basic b-ookkeennq, financial management, and 

administrative skills. naiorA second difficultv is that camnesino 

groups are unaccustomed to and do not learn wel!l in a traditional
 

classroom format. 

A strong :PVO in the Dominican Reuhlic recognizes and circumvents 

these difficulties in an innovative manner. The IPVO's cromoters meet 

with the groups and other PROs reauiazv and assist them in determining 

their needs. This is done in an informal discussion which is non-threat­

ening. The promoter and the group select spoeific tonics from the 28 

available. These tonics address fundamental issues such as small 

enterprise development, simple bookkeeping, marketing, planning, human 

relations, budgets and accounting. 

Each of the 28 topics are in pamphlet form with many illustrations, 

stories and provocative questions. The stories are often about campe­

sinos and their current situation and how improvement is possible by
 

knowing and using the basic information contained in the lesson ,'amphlet.
 

Stories are used as a motivationa! device illustrating how a group
 

similar to their own ,.;as able to 
imrove itself. Provocative q;uestions 
are used for group discussion and help to motivate and clarify for the 

group the topic being discussed. 

The substantive content is frequently presented in a question and 

answer format designed for group discussion and participation. Much of
 

the learning which occurs 
is from exchanqe of ideas and interaction.
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The richness of e%,7erience of the group itself is felt to be adecuate to meet 

their own individual needs with a minimum of assistance from a staff cerson.
 

This program incororiates a variety of elements which have led to
 

success in a nube" o-f programs. These elements include: I) materials
 

tailored tc she snecific 
 -- both 

dolog:; 2) inf:_-rnal discussions or seminars with the group are 

initiated to, heirhm "o c their own needs, and so design the 

training rs-_r m 

needs of he p in content and metho­

throuch ction of ccntent areas, schedules, enroll­
ment, e-c.; 3) the group is respor-siole for its own learning, with much 

of the learnin- occuring :h-oa'h exchance off exurience and inforation
 

among the grcun memb-ers, wst minimal assistance of a resourse nerson.
 

D. See liant rouu Traini n -- 3oivia. This oroject has crown slowly 

over 5 v-ers with outside assistance confined tc training and technical 

assistance. As the pro>ect devoloed, it concentrated on the marketing 

of Bolivian haidicrafss internationally and as such is an economic 

enternris . he ori*inal icetus of the project was to attempt to meet 

health needs of marginal crouns in and around La Paz. 
 it was found
 

that the process oZ meetin: health needs verv ouicklv encountered
 

aroblems of scarce material and financial resources. When the groups
 

involved bean co look at their own resources which could be mobilized
 

and organized to increase economic production,they saw both their tradi­

tional skills in handicraft pioduction and their own group human talent.
 

Very slcwly these groups developed into an association which is at 

present entirely Bolivian in makeup, -conomicallv successful, and has 

developed all of its staff from the non-professional ranks of the 

association. It is made up of 60% urban poor and 40% rural poor and
 

is balanced with regard to participation of men and women.
 

The particular aspect of this project which is relevint 
to this
 

study is the system of training and technical assistance which has been
 

used. The first characteristic of note is that both training and
 

technical assistance has beer, continuous and responsive. Services have
 

been acquired locally or developed from within the association's member­

ship as needs have developed or been anticipated. The training has been
 

fcr the most part developed from scratch for each specific need. 
 Out of
 

this approach an attitude has been created within the association which
 

places as much importance upon training as upon the economic activities
 

of the organization. A. additional factor of iTportance is that the
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association is democratic in its decision-making process and egalitarian
 

in its approach to the develorment of staff. Positions within tce 
association which in most orcanizations 


fessionals a"-. "'I K" n. 


.h. would be ji 1)bc 

2on-professiona,s who havt ea r-ecognized as 
having talen: and have accuired the ...i.s needed throuc-- a c ntercart­
role 	model tyoe or on-the-job training. 'eekly meetings are held within 
the _Issociati.on durin g which pr:eblems are identified which recuire 
traininc or nac!Lnicai assistance solutions, after whi the content and 
process -_s decided upon and trainin7 is es-.gned, developed and undertaken. 
The associaci.-n is op;eratinc on its own now with the USPVO providing 

an advisory fuinction. 

VII. SU;CCESS'UL A'ID UNSUCCESSFUL ELEMENTS OF DEVELOPMENT -AUAGEMENT TRAINING
 

The 	 foreqoing examples, plus the numerous descriptions by PVCs, have 
served 3{a basis for extracting -Ilemriets of oroductive, unproductive and 

counteyproductive7 i:isng approaches. 

.. Product.vz .. _enc.. The common elemrents of successful training 

approaches appear to be the following: 

1. "ai.-in-which responds to an immediate or short-term need which
 
i..cl.arl .ercei7ed by the recipient;
 

2. 	 training which is azprocriate to the organization's own
 
real life situation, place, schedule;
 

3. 	 training which is t2-..tro or results from the generation or
 
utilization of resources;
 

4. 	 training into which client groups have a maior input; 

5. 	 trainin --. 
 _raditional learning methods--observation, 
imitcation of: reer models, local analogies; 

5. 	 training whch is appropriate to the clientele and may

readily he aolied to thte organization with productive results;
 

7. 	 training which utilizes movement of clients and trainers to new 
settings for exPeriential learning purposes.
 

B. 	 Unproductive or Counterproductive Elements. 
 The common elements of
 
unsuccessful training approaches appear to be the following:
 

1.. 	 training which is crffiarilv abstract and theoretical;
 

2. 	 training directed e:,clusively at meeting the needs of the group
providing the trzinin (unless these needs coincide with the 
client's needs); 

3. 	 rigid, pre-rackaaed t-aining unless caiefuliy prepared for and
 
tailored to the situation;
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4. 	training which tends to result in the client being unable to
 
adapt to and or modify his surroundings;
 

5. 	training which does not relate clearly to the client's per­
ceived immediate or short-term priorities;
 

6. 	training which is inappropriate in content, process, duration, 
culture, and learning styles of the client groups; 

7. 	training which surreptitiously manipulates the client group. 
Com nonlv trainina settings are manipulated or structured 
with learning and motivational purposes in mind. Any such
 
structures not understood by client groups should be clearly
 
and openly discussed;
 

8. 	training which remiires no investment of time, energy, work, 
or material resources on the part of the clients. 

VIII. THE ROLE OF USPVOS IN TRAINING 

In every country visited the team explored with the Latin Americans 

appropriate roles for USPVO and expatriate organizations in the area of
 

development training. National development leaders welcome expatriate
 

involvement but reject expatriate control and domination. The following
 

list is a compilation of Latin perceptions of working principles for
 

USPVOs and expatriates in-country.
 

- Avoid working with the government as politics plays a major
 
role in policy formation wnich, some feel, takes priority
 
over development motives. Political changes often prevent
 
any long-term coherent strategy or in-depth attention.
 

- Link with existing private sector organizations to coordinate
 
efforts rather than establishing a new independent expatriate
 
presence.
 

- Function as a catalyst, facilitator, and coordinator main­
taining a low profile, recognizing that development can 
only occur in a personal and organizational transformation 
rather than by development experts design and authority. 

- Control of programs and resources should be in the hands 
of the host nationals thus helping to prevent distortion of 
development activities by the priorities of donors and 
expatriate experts. 

- Utilize available expertise in-country, building institutional
 
capacity and the strength of indigenous organizations.
 

- Focus on developing local capacity to prioritize needs, 
to explore alternatives and to solve problems through new 
initiatives. 

- Focus on programs arising from a recognized need in the field 
rather than an expatriate's perception of need, or a host 
national perception from the home office, or an organization's 
need to create projects for its own survival. 

- Involve beneficiaries i.n the diagnosis of needs, and the design, 
implementation and evaluation of project. 
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The following recommendations were made especiallv in regard to
 

training in development.
 

- Focus on the project-level and promoter level where there is
 
greatest need, where there are fewest resources, and where
 
development takes place.
 

- Work with the people to determine and articulate the need, to 
formulate a program and to implement training. 

- Serve as a resource to be used by the people in support of their
 
development efforts without interjecting one's own agenda.
 

- Tailor content and methodology of training so that it is appro­
priate to the participants (decentralized field-based programs 
of an experiential nature reflecting success of peers may be 
an appropriate format) 

- Follow-up on training to assure implementation and provide
 
technical assistance to organizations.
 

These recommendations reflect the orientation of the people and 

organizations interviewed. Not all would agree with all of the points. 

Rather this is a composite picture of percentions encountered in Latin 

.America and may serve as a noint of reference for program development. 

The EIL team supports these observations and recommendations with 

some modifications. First, after speaking with a number of government
 

ministries, it appears that there may be a role for USPVOs in assisting
 

in the development of internal training capacity or in other ways.
 

Although we would not categorically reject USPVOs working with host 

country governments, it may be most appropriate that this type of 

program be funded through bilateral agreements or by the host country 

government rather than AID/PDC/PVC or PVC funds. PVO's strengths and
 

real contributions are in the direct grassroo's involvement.
 

Second, given the realities of accountability for funds by USPVCs,
 

total control cannot be turned over to host i.ationals as they often 

emphasized. However, an accommodation must he reached between donor,
 

USPVO and the host nationals working together so tat the development
 

activities respond to local needs and crioritie.:, which necessarily
 

would entail sianificant decision-making power and control by host
 

natioaals. 

Third, the EIL team concurs that the central focus and objective 

of training should be capacitating promoters (and other field personnel)
 

and project-level staff and participants. However, due to the magnitude 

of the problem, it is felt that resources would be more appropriately
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spent in building the capacity of host national organizations to train
 

field staff and participants. This would ultimately reach more people
 

while still maintaining the focus o" developing the capacity of
 

field person:nel and -articipants.
 

IX. FINANCIAL VIABILIr OF TP-AINING IN N.'tANAGMENT OF DE'TELCPMENT PROGRAMS 

During the Latin American trio), the team encountered NC PVO or train­

ing organizations which were currently breaking even on a fee-for-service 

basis in trainin offerings. All of the training organizations visited 

were sustained b. external funding, an affiliated organization, or another 

tvope of orofitable activity. 

The nrainin PVCs and organizations reflected the PVOs' statements, 

that they simply id not have adequate funds to pay for the full cost of 

training. Likewise, tihose organizations providing training to coooeratives 

and their menh-ils could not -a',' for the full cost of training. The groups 

and people, including PVOs who are most in need of traininQ accear to be 

the least able to -ay for it. 

It is unlikely tiha_ training for development in this context in Latin 

.America can he a financially viable proposition on a fee-for-service basis.
 

X. NON-LEVERAGE ACTIVITIES 

As emphasized throughout this report, the team focused on the points 

where training by PVOs could produce significant impact in accomplishing 

development goals. The reverse side of the coin is to avoid training 

activities which produce minimal results, or which, although effective, 

have been extremely costly and benfitted few people or organizations. 

Generalized management t2tining for a diverse range of PVOs appears 

to be inthe category of non-leverage activities. Participants of 

previous courses felt that the diversity of people in attendance, their 

educational level and background, their needs as related to the activites 

of their PVO and their particular situation in country,presented insur­

mountable difficulties in creating a course whicn would be of use to every­

one. Thus, training remained on a theoretical or generalized level which 

was difficult to apply upon return to thcir organizations. When training 

was soecific in nature, it was frecuently irrelevant to their organization. 

Generalized management training aimed at upgrading PVOs' capaoility
 

to effectively and efficiently manage their organization and development
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projects appears to have minimal impact on the ultimate beneficiary. It 

serves to upgrade the skills of mid-level and upper-level personnel 

which may or may not be applied to their work. 

Most ?VO staff are eacer for educational opportunities and emphasized 

their personal and orcanization's interest in such programs. Given 

the widesoread interest of PVO staff to upgrade their management and 

administrative 2anabilities, courses could be structured on generalized 

management areas.
 

These courses could be orqanized in the capital cities around Latin 

America and would attract a subostantial number of parti cirpants from a 

variety of )'Os. Courses could be offered to a fairly large number of 

people at a reasonable cost. Post-evaluation --restionnaires most likely 

would reveal sazisfaction with the course, ir-ca: -.ersonal benefits, etc. 

etc. 

This familiar scenario incor....orates a number off traditional success 

factors (i.e. large numbers of people receivinc traininq, low cost per 

particicant, cood results as evaluated by narticiants) v"et is missing 

the k element ana!lsis ON The cuestion which1: -- of EDPACT DE-iELOPMENT. 

must be b% orcanizations management support servicesaddressed -vdinc 

is the 7uestion cf -he ultimate benefit to -e intended beneficiaries 

of develomnz -- -he economically,social':or poclitically disadvantaged. 

Manacemen: arid other areas of ?VO :raininq are useful when they 

respond to the concerns anid needs which arise in the course of implementing 

PVO activities. W'1hen an urgent need arises , PVOs themselves often 

find ways to work out a solution. Or if the need or concern is comnmon to 

a group of VOs, then a seminaror possibly technical assistance and 

training can be useful Freauently discussions among colleagues, brain­

storming, exchanges of ideas prove to be far more valuable than formal
 

training. However, it is unlikely that J-is type of activity can effecti­

vely be progra-umed years in advance, planned and executed by outside agencies
 

on a region-wide basis.
 

The team has not found any cost effective manner of addressing these 

needs. It does not feel it is cost effective to establish an organization
 

or service to respond to these needs. If a system were established in a
 

country of region to assess needs and provide training, certainly a
 

plethora of needs would be found, generating a great deal of activity.
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However, given the high cost of this approach and the lack of demonstrable
 

impact on the ultimate beneficiary to break out of the poverty cycle,
 

the team has not included it in its recommendations.
 

XI. LEV7EPAGE POINTS 

Given the magnitude of the problem and the limited availability 

of resources, the EIL team has sought to identify key points within 

the system .,here training can provide maximum results with minimum 

input. The team sought those opportunities where other aspects and 

inputs were strong and where training could provide the missing link to 

accomplish developmen: activities. The team has identified several 

leverage points where USPVO and IPVO training can produce significant 

results. 

The major need is to create a wedge to break the cycle of poverty, 

thereby generatinq the means by .hich individuals can gain control over 

their situations. As emphasiced earlier, there are two vital aspects 

to this process. People must undergo a personal transformation which 

results in shedding the traditional dependency mode of behavior, and 

begin taking resonsioi~mtv anc control of their lives. Associated with 

this is the develonment of toe skills necessary ro succeed in the direction 

chosen. Along withl the individual change -:,. consciousness and skills, 

opportunities need to he created in the environment. 

How can this be accomplished? When the te ,,n repeatedly asked this 

quesLion, responses varied wide!', reflecting both the paternalistic and
 

facilitator models at opposite ends of the spEctrum. Some saw skills
 

development as the essential factor. 
Others reflected an understanding
 

of elements enabling people to become self-re'.iant. Others admitted that 

little is understood about creating situations whereby "people pull 

themselves up by the bootstraps," where something fundamental happens 
to
 

transform the way people approach life. There is no consensus on the
 

factors which stimulate neocple to break out of old patterns of thought 

and behavior.
 

Clearly there is need to develop a sound, transferrable methodology:
 

1. 	to allow people to experience the personal transformation necessary
 
to break the bonds of poverty; 

2. 	to enable people to acquire appropriate personal and technical
 
skills.
 

18
 



Training has thc potential of creating a situation whereby personal 

transformation and skill acquisition can work. By making financial 

credit available, this combination can provide the leverage necessary 

to break cut of the cvcle of poverty. 

The issue of outside financial r-"....ces to unsophisticated grass­

roots groups in the form of crants or leans is in certain -espects a high 

risk/high gain -rcoosition. Such funding can provide a strong stiriulus 

to small poverty groups if it is used as a positive learning tool to 

reach a hicher level of autonomy and self-sufficiency. intrained 

groups with grants or loans often fall back into the dependency syndrome, 

which is a major contributing factor to the cycle of poverty t hrouclhout 

Latin tAmerica. The manor determining factor in whether outside financial 

resources benefit or harm poverty groups, i whether these resources 

provide 7rous withnew ways. of lookino at and dealing with their existing 

circumstances and oroblems,or reinforce the nacerns which have keut them 

in novertv. Traininnq can be the derermininc factor in allowinq groups 

tobriionalIv reinforced asnects Df _overtV. 

Thus, The fo Icwino recommesndt:ions are focussed on this leverace 

oint :he reco.nenda-_ins s. ecTfhe e crcurs, activities, and aporoaches 

which the .aa has identified as having high impact potential. 

XII. REC3M-IENEA 70;S 

1. 	 Fund. SPVC train4nc Drganization to provide training and technical 
assis-_:nce and financial su.n:rer to in-country USPVOs and IPVOs 
or PVC networks which :rovide material, financial or credit 
resour, e to crassroots q rcu,s 

undinwu ae.... USPu..s End IPVOs and networks to 

develop o. r :ra Ioli aimed at developing self­

reliance of marginal .rouos and to imrlenen- .nng technicala and 

assistance to material to beneficiarv groups. Thencmnlemonn supnort 

role of the USP7Q training orcainization would he to guide the process, 

supplv techni:-al assistance and r.inin7c to tnhe PV or network, or 

channel funds t7 thIe P% or n'etwor: for imnlemen ning a program, to pro­

vide a ].iaison to and be acountable for the prolec_ -o AID. Although 

the degree of involvement of ti. USPVO training organization would vary 

depending on the level of trainna expertise within the PVO or network 

selected, the U.S. training organization's involvement would not be 

developing and conducting training for the PVO, but rather assistance
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and 	funds for the in-countzy organization to develop and conduct training.
 

Thus, it would not reqmire a U.S. training organization tc establish
 

an in-country infrastructure and the majority of funds would be channeled
 

for 	in-country use.
 

2. 	Fund IPVO traininq organizations to provide the same services
 
as above.
 

The added advantage of using a IPVO instead of a USPVO would be
 

elimination of much of the travel and overhead costs and expenses
 

involved with another layer of administration. In addition, it would
 

allow tie !PVO trainina organization to strengthen its cwn capabilities
 

and be an on-coing resource base fcr other IPVOs. It should be noted
 

that the EIL team encountered few IPVO training organizations that
 

appeared to possess the capacity to implement the siggested acti-ity. 

3. 	Fund region-wide PVO traininq network to develop methodologies 
and crovide technical assistance and funding to constituent 

groups to Lmplement training. 

The advantaces of fundinq a region-wide PVO training network (such 

as region-wide coocur 2 ,tive networks or national development foundations) 

are multiple. First, they have intimate knowledge and experience with 

constitien groups. Second, as constituent groups are often highly 

specialized tiheir needs are similar. This type of homogeneity presents 

the cotential for development of methodologies and marterials which can 

be apolied region-wide with minor adaptation. As discussed earlier, the 

lack of homogeneity a-monq a broad range of PVOs in a number of countries 

presents a major problem in addr:.,sir a training needs in a cost effective 

manner. 

Third, the netwcrks have an e-..sti.g communications system whereby 

results can be disseminated. Also they have the confidence of the
 

members so their assistance will be more readily accepted.
 

The three types of training organizations described in the above
 

three recommendations do not have a broad-based donor pool, nor adequate
 

access to funds for matching purposes. The principal USPVOs which are
 

capable of providing such assistance derive their income from fees for
 

service, contracts and grants. Thus, it is recommended that the ahove
 

activities be funded on a non-matching basis with documented in-kind
 

contributions from participating organizations. The type of funding is
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seminal in nature, intended to develop methodologies, train a core of 

PVO staff to institutionalize the developments and .inimal funds for 

implementation. This process is envisioned to cake 5-C !ears and should 

be funded with this t.imetable in mind. Afterwards c-mmunitv based 

trainino will con-.inue, funded by reoaular PVO sources. It may neaii 

expanded activity cue to recocinized importance and results, or in anv 

case would result in :;uan-um leaps in the effectiveness of regular PVO 

programs incorror-.tin,. t'r'n]-ing and increasing se.lf-reliance of groups. 

4. 	 Fund USPV<Cs , pPUOsprovii loans or resources on a national 
level to rei methc itlo-iCs and work with other PVOs locally
to apply 'he imp e traininc system nd build in-house staff 

tr aininu 2apaci ' . 

As these orqanizations are no- r ari!u tran' oanizations, 

care should be ta-:en to select well-ma:aed ?VOs with a tra.ck-reccrd
 

for enabling groups to bDecome self-sufficiant ;.'ithin a short oriod of 
time. Funds for ma -or JSFeOs could be on a matchi o b.=is. However, 

IPYOs visited would have difficulty in raising the match. 

5. 	Fund USPVOs or TPVOs to develop methodolcci es, institutionalize 
training capacities and provide funds for revc ing loans to 
marainal -Troups. 

Another aputroach would be to provide revolving loan funds to 

established PVOs on a non-matching basis and fund the development and 

training actD-i or a matching basis. 

The process of defining aiid documenting needs has revealed many of 

the factors which complicate the provision of training. Training of 

any t1rpe is a means to an end. Often the ends or objectives of development 

projects are unclear. 

Ultimately development requires change, and the fundamental changes 

reouired are in attitudes and skill levels. For attitudes to change and for
 

new skills to be acquired, outside financial and technical. resources
 

can decrease the risk involved in grassroots groups pursuing new
 

alternatives. Sustainable economic and social deveiopmenc 
can occur only
 

when grassroots groups can acquire the skills required to successfully meet
 

their economic and social needs as well as 
the new skills implied by growch.
 

This means skills in the management of technical, material, and financial
 

resources on both an individual and group basis. 
 To learn such skills, those
 

resources must be available. In the environments of scarcity which obtain
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in most grassroots communities, the local peoole do not have the resources
 

available or are unwilling to risk their own resources for the purposes 

of learning new skills. It is for that reason thzit the form of training 

which is beinca recommer.ded is training in the management of resoutrces 

combined with the provision of needed outside resources. 

This study recommends the focusing of training exDertise and
 

financial resources at the !ocal.evel, as oprosed to continuing the 

high-level training of develonment professionals. The purpose would he to 

strengthen tne canaci,'nnildinq and service delivery end of the pipeline 

via skills i--velo.'.ent, acecuate resources, and technical. support. An 

invest en_ on a non-matc-Ling oasis of $5C0,000 to $I,O0C,0" ' per year 

for five vears wculd give such Lin effort an opportunity to empirically 

test this approach.
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APP 'Ir)IX A
 

LIST O' CONTACTS
 

•United 	States
 

Ferrucio Accame 

Inter-American Development Bank 


Michael Askwith 

United Nations Development Programme 


George Baldino 

World Education (formerly IED) 


Ralph Bates 

New Transcentury Foundation 


Joe Beausoleil 


AID/DSB/FD 


Paul Bell 

Formerly Peace Corps 


Peter Bell 

Inter-American Foundation 


Ned Benner 

Inter-American Foundation 


Steven Bergen
 
AID/PDC/PVC 


William Blaisdell
 
Partners for Productivity 


Ken Brown
 
CODEL, Inc. 


Colin Bruce
 
World Bank 

Robert Bushe
 
Lutheran World Relief
 

Thomas Carter 

World Cooperative Credit Unions 


Ping-sheng Chin 

International Institute of Rural Reconst
 

Alex Costas 

Pan American Development Foundation
 

Beth Craig 

Centre for Populaticn and Family 


Alfredo Cuellar
 
AID/LAC
 

Brenda Eddy
 
New Transcentury Foundation
 

Richard Dye
 
Ford Foundation
 

Jan Elster
 
Consultant, formerly Int. Ed. Dev.
 

Loren Finnel
 

Consultant, The Resource
 

Ed Glaeser
 
AID/PDC/PVC
 

Doug and Steve Hellinger
 
Development Can
 

Jane Hersee
 
Practical Concepts, Inc.
 

James Hines
 
Ford Foundation
 

Kenneth Kornher
 

AID/DBB/RAD
 

Michael Laustrom
 

AID/LAC/DR 

Boyd Lowry
 
CODEL, Inc.
 

Umesh Mally 
Agricultural Cooperatives Developnent
 

Internationa'
 
Paul Maguire
 
AID/LAC
 

Jeanne North
 
AID/DSB/-RAD
 

Robert O'Brien
 
Private Agencies Collaborating Togethe:
 

(PACT)
 

Sal Pinzano
 

Inter-American Foundation
 



Ricardo Puerta 

PACT 


Jeffrey Purrier 


Ford Foundation 


Ann Punhte 

Inter-American Foundation 


Bill Reese
 
Peace Corps 


Marian Ritchey 


Idter-American Foundation 


Richard Saunier 

Organization of American States 

Donald Swanson 

ASADELA - Asesoria E! Desarrollo en 


Latinoamerica 
Lewis Tcwnsend 

Pan American Develcoment Foundati-on 


Ron Ulric-

AID/PVC 


David Valenzuela 


Ynter-Anieric-.n Foundation 


Bolivia 


Jaime Al a 

DESEC/ICE 


Sonia Aranamibar 

USAID/Bolivia 


Guillermo Gomaz Villa 

FENACR 


Howard Handler 

Program Officer, USAID/ Bolivia
 

Patricia Kelly- 


USAID/Bolivia
 

Barbara Roose 


IVS
 

Emil Steinkraus 


CARE 
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Stephen Stroback
 
CRS 

Martin Swartz
 
CARE/Bolivia 

Abel Loria Valverde
 
Instituto Sucerior de Administracion
Publica
 

Dominican Republic
 

John A. Cleary
 

AID
 

Matthew Diamond
 

CARE
 

Enrique A. Fernandez
 
SOLIDARIOS
 

Smelling Henao
 

Fundacion Dominicana de Desarrollo (FDD)
 

Mariano A. Melia
 
SOLIDARIOS
 

Bernardino Ortiz 

FEDOCOOP (CederaciaDominicana de Coopera­
tivas de Ahorro y Credito)
 

Dean S. Tutnam
 

Peace Corps
 

Mark Reilly
 
Cathol>: Relief Services
 

Evelise Russos
 
Mujeres en Desarrollo, Inc.
 

John Seibel
 
Peace Corps
 

Colombia
 

Timothy R. Allen
 
Plan de Pardinos, Bogota
 

Sarzan Arbab
 
FUNDAEC, Cali
 

Fabio Ardila Rocha
 
IPROSCO - Instituto Promocion Orqanizationa
 

Suizo-Colombo
 



Mauricio Cardenas Pineros 

FICITEC - Fundacion Para el Fomento de la 

Investioacion Cientifica ' Tecnol. 
Katherine F'rost de Rodriguez 
FICITEC 

Martin Gold 

Peace Corns 


Miguel Gomez 

Catholic Relief Services 

Rene Hauzuer 
Fundacicn para !a Educacicn Pernanente en 

en ColombiaiCentro para el Desarrollo de la
 
Educacion -- FEPEC/CEDEN 

Neil Huff 


CARE
 

Filipe Lcndono Benven'ste 

Fundacion Mariano Osnina Perez 

Jesus Antonio "urii lo Acosta 
Fundacion de Desarrollo Comunitario - FINDEC 

Cecilia Montoya de Moreno 

Aldo Cardona 

PROCARA - Instituto Nacional Agraria 

Marco Virgilio Carias
 
Instituto de Investigaciones Socio-


Economicas
 
Roberto Caceres
 
Instituto Hondureno de Desarrollo
 

Rural - IHDER
 

John Contier
 
Catholic Relief Services - CRS
 

Alejandro Corpeno
 
Save the Children
 

Peter Dekin
 

AID/Ho nduras
 

Gabriel Echevarria
 
Federacion de Cooperacion Industria
 

FECICI
 

Oscar Enriauez, 
Comite Evangelico de Desarrollo y 

Plnergencia Nacional-
Naomi Espinosa CEDEN 
CEDEN 

Fundacion Nacional para el Desarrollo Social- Arturo Galo Galo 

FUNDES Secretaria ue Recursos Naturales 
Edgar Salgado 
Centro de Capacitacion Popular - CENCAPS Jan Gibboney 

AID/Honduras
 
Pablo Stiefken
 

CEUPRODES Cynthia Giusti
 
AID/Honduras 

John Sudarskv 
Universidad de los Andes Jose Alberto Gutierrez 

PROCAPA- INA 
Elsa Victoria 
Corpcracion Integral para el Desarrollo Cult. Don Hawk 

y Social - CODECAL 


Rainiro Valderrama 
Union Cooperative Nacional de Credito -

UNCONAL 

Honduras 


Rafael Alegria
 
UNICOOP 


Ptymond L. Baum 
AID/ Honduras PVO Office 

James Byrne 


PLAN de Honduras 
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World Relief Corporation
 

Carlos Hernandez
 

Instituto para el Desarrollo
 
Hondureno-IDH
 

John Kelly
 
AID/Honduras
 

Francisco Maraz
 
CARITAS
 

Juan Ranon Martinez
 
Fundacion de Desarrollo - MTDHESA
 

ASEPADE
 
Nora Martinez
 
Asesores para el Desarrollo -

ASEPADE // 

. ,I 



Benjamin Membreno 

Educredito 


Fernando Montes
 
Instituto Hondureno de Cafe-IHECAFE 


Pedro Pablo Ramirez 


Escuelas Radiofonicas
 
Accion Popular Honduieno-ACPH 


Oscar Puerto
 
Instituto Hondureno de Desarrollo 

Rural-IHDER 


Raul Paz
 
Secretaria de Recursos Naturales 


Revdiiio Reves Soto 


Instituto de investigacion v Formacion
 
Cooperativista-IFC 


Jose Elias Sanchez
 
Asociacion Coordinadora de Recursos 

para Desarrollo-ACORDE 


Judy Stallman 

AID Consultant 


Timothy Wheeler 

Heifer Project International 


Panama 


Generoso Nicolas 

Fundacion Educativa de la Confederacion 

Latinoamericana de Cooperativas de 
Ahorro y Credito - FECOLAC 

Peru 


Jose Alvarado 

Centro de Estudios para el Desarrollo 


y Participacion - CEDP 


Saul Calle
 
SEPAS 


Miguel Checa Solari
 
Instituto Peruano de Fomento Educativo-


IPFE 


Angel Cordova Castillo 


Cooperativos Central de Credito del
 
Peru - CCC
 

Veronica Diaz de Ferrero
 
AID/Peru
 

Jorge Garcia Pacheco
 
Instituto de Investigacion y Desarroilo
 
de la Autogestion - INDA
 

Cesar Granda Alva
 
Instituto de Investigacion y Desarrollo
 

de Autogestion - INDA
 

Bob Kramer
 

AID/Peru
 

Carlos Lopez
 
Instituto Peruano de Investigacion y
 
Desarrollo - IPID
 

Hans Hoyer
 
Church World Service and Lutheran World
 

Relief - LWR
 

Hector Nieto Ubilluz
 
Instituto Cooperativo de Educacion-INCOOPE
 

Carmen de Barrio Nueva
 
Asociacion para Mujeres Campesinas-ACOMUC
 

Cesar Olano Aguilar
 
INCOOPE
 

Dan Cruz de Paula
 
AID/Peru
 

Luiz J. Paz Silva
 
Fundacion para el Desarrollo Nacional-FDN
 

Lucho Peirano
 
Centro de Estudios y Promocion del Desar­

rollo - DESCO
 

Brian Pratt
 
OXFAM
 

Santiago Rocha
 
Escuela Superior de Administracion de
 

Negocios - ESAN
 

Consejo Latinoamericana de Auto-Gestion-CLA
 

Royer Rodriguez
 
Nission Juridica
 

Manuel Salas Fuentes
 
Centro Nacional de Servicios Contables de
 

las Empresas Campesinas y Promocion
 
del Desarrollo - CENASCONTEC
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