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This is a follow-up to a Mid-term Evaluation of USAID assistance to the 
Program Development Division (DAN), conducted in February of this year by 
Harbison et al. The purpose of this consultancy was to examine the 
organization and objectives of DAN, suggest a strategy for achieving a more 
focused research agenda, and then conduct a training needs assessment and 
prepare a two-year training plan for DAN staff to help them acquire the skills 
needed to carry out the strategy. 

METHODOLOGY 

The assignment was conducted over a four-week period. Virtually all of the 
team's time was spent in Jakarta: 1) reviewing relevant material; 2) 
interviewing BI{KBN staff, donor representatives, research advisors, researh 
contractors; and 3) developing and reviewing various strategic scenarios with 
BKKBN and USAID. The training specialist interviewed 27 DAN staff as part of 
the 	 training needs assessment. One field trip was made to Bandung to visit a 
BKKBN Provincial Office and three research contractors. 

The BKKBN is expected to review this report, hold internal meetings to decide 
on a course of action, and then begin implementation of selected changes. 
After 2 1/2 months (sometime in February, 1989), the research management 
'on;;ultant is to return to Jakarta "to review actual and planned changes made 
by BKKBN on the basis of the report, and to develop an Action plan for 
instituting improvements." (from Statement of Work). 

OB J ECTIVES 

The objectives of DAN have grown over time in response to formal and 
informal demands. This section examines their evolution and the current, 
objectives. The Program Development Division has been given an 
extraordinarily broad mandate, one which it ha3 only been able to address 
partially. Key staff within BKKBN agree writh the recommendations of the Mid­
term Evaluation team that it is appropriate at this juncture to focus the 
research agenda on a more limited number of research topics and supporting 
activities. In doing this, the consensus appears to favor: 

o 	 Limiting the research agenda to a small number of high priority,
 
program-relevant research topics;
 

o 	 Developing the in-house capability to carry out small, quick­
response studies to respond to important program and policy
 
issues; and
 

o 	 Developing and institutionalizing an efficient research management
 
system that will permit DAN to solicit, review, contract, and
 
mo-nitor a limited number of larger-scale research projects carried
 
out by qualified external research organizations.
 



CONSTRAINTS 

Constraii,ts are obstacles to the achievement of objectives. In designing a 
strategy, these constraints must either be overcome or accepted and the 
strategy built around them. In general, it appears that nothing can be done 
in the short run (3-5 years) about the following: 

1. 	 Changing the organizational structure of DAN; 

2. 	 Adding senior, experienced research staff; 

3. 	 Increasing the skills of DAN staff to the point that. they can
 
conduct mid and large-scale, independent (in-house) research;
 

4. 	 Providing long-term training for DAN staff; 

5. 	 Changing the government compensation system; and 

6. 	 Reducing the reliance on consultants (both national and
 
international).
 

In the long run it may be possible to do something about these constraints. 
But in the short run, the strategy should concentrate on the following: 

1. 	 Improving the management systems 
o Personnel management 
o Researc(h management 

2. 	 Increasing the skills of DAN staff 
o Research management s:gills 
o Research skills 

3. 	 Focusing on priority research areas 

4. 	 Clarifying the division of responsibility among the Centers 

IF these improvements can be achieved, DAN will be able to make a significant 
contribution to BKKBN's overall objectives. 

SOME VIABLE OPTIONS 

Optionsn.for mprovi gM.na emet.S..ystems
 

The personnel_management system can be improved by clarifying statt roles,
 

developing indi'vidual position descriptions, implementing a work planning 
system for staff, improving staff supervision and guidance, and developing a 
car.'er development system. The option that appears to be the most 
reasonable is to centralize the development__and administration of personnel 

a.tag,.men.t that all 	 the.- procedures are common to BKKBN staff in Personnel 
Development Division, centralize those that are unique to research in the office 
of Le Deputy, but have the Centers implement the procedures. For example, 
DENA and DAN would develop standard job positi n formats and descriptions 
for each functional level, but the Centers would prepare the position 
descriptions for each individual researcher. This approach will not only 
ensure standardization, but also relieve the Centers of unnecessary, 
duplicative administrative work. 

The most viable option for improving the research management procedures 
would be to centralize (and therefore ctandardize) them in the office of the 
Deputy. The Centers would then implement. the procedures. Again, this would 
rel:eve the Centers of a sizeable administrative burden. However, this would 
require a change in the structure, which would have to be included in the 
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next presidential decree. If that is not possible, the next best option would 
be to form a task force to develop the procedures and then train staff in the 
Administrative Units of each Center to implement them. 

Qptions for Increasing StaffSkills 

Some long-term skill training may occur over the next several years, but this 
will depend on donor support, which appears to be declining in this category. 
Short-term training is the more viable approach, and there are many ways 
this can bc carried out. A number of these are proposed in Section 5. 

Another strategic question is whether to train everybody in everything (to 
create ge.eralists) or to train most people in something (to create specialists). 
The former strategy seems out of the question, given the breadth and depth 
of skill training needed by the staff. A selective, specialized strategy would 
seem to be more practical, one that is designed to provide everyone with basic 
research skills and selected individuals with specialized skills (e.g., sampling, 
SPSS, MIS). These specialists would eventually become in-house resources for 
all three Centers and other Bureaus that conduct research. 

A final auestion is what should the priority Wpics be for training. Obviously,
the first is research management; the second is research skills. Exactly what 
subjects should be emphasized will depend on which of the next options are 
selected. 

.pt.ions for the Role_3 of the Centers 

It may not be practical to plan to conduct much in-house research. The 
Centers simply dc not have enough qualified staff and even after those who 
are in long-term training return, staff research skills will be modest at best. 
DAN cannot hire new staff, even if there were candidates, and support for 
consultants will soon end. 

The general consensus is that in the short-run, none of the Centers should 
conLduct independent research, with the possible exception of small, rapid, 
program evaluations and some secondary analysis of service statistics, CPS 
data and the like. The Centers should concentrate on developing a credible 
research management capability. As skills develop, staff may be able to 
design and carry out more sophisticated, larger studies, particularly if this is 
done in a "teamwork" mode, i.e., in collaboration with outside research 
organizations and experts. 

if that stance is acceptable, there are still two major questions to be dealt 
with: 1) what should the research priorities be; and 2) which Centers should 
be assigned which priorities? 

The general consen.sus on the first question is that the research should focus 
on programmatic topics (program impact and needs, evaluation, operations 
research, contraceptive efficacy and side effects, etc.). 

There is also general consensus on the second question with respect to PUBIO. 
That Center should concentrate on contraceptive studies. A propo3ed
functional definition is: 

PUBIO (Biomedical) - Undertakes research on contraceptive efficacy
 
and side effects as well as relationships between contraceptive use
 
and infant, child and maternal morbidity and mortality.
 

There is no consensus regarding the best roles for PUSIK and PUJAK. The 
principal options are discussed in Section 4, and their advantages and 
disadvantages described. Option 3 is recommended because it would allow the 
Centers to specialize in program-relevant research, would enable both groups 
to conduct small-scale research, would require less training, and would meet 
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DAN's objectives. Option 4 would provide even sharper focus and be even 
easier to implement, if it were politically acceptable. The options are 
summarized below: 

PUJAK - Conducts small-scale program evaluation, demographic and 
policy studies 

PUSIK - Conducts large-scale program evaluation, demographic and 
policy studies 

ption_2 

PUJAK (ProgramEvaluation) - Conducts small-scale follow-up 
evaluations of new policy initiatives; provides secondary analysis 
of DAN research; pools findings from DAN research and develops 
policy recommendations; 

PIJSIK (Demographic Studies and Operatiors Research) - Conducts 
.arge-scale population-based surveys and operations research 
projects assessing the need for and impact of the family planning 
program;
 

pn.0n_3
 

PUJAK (Program Eyaluation and Operat~ons Research) - Unde-takes 
small and large scale program assessments of ongoing program 
services and operations research to test new program 
interventions; generates policy recommendations from PUJAK 
research; 

PUSIK (Pemogr:aphic Studies Assessing Program Performance and 
Need) - Conducts large and small-scale population-based surveys 

and studies assessing family planning program outcome and needs 
(e.g., fertility and mortality levels and trends, contraceptive 
prevalence, use effectiveness, etc.); generates policy 
recommendations from PUSIK research. 

._P.o _ .4
 

PUJAK (Program__..Eva luatin) - Undertakes small and large scale 
program assessments of ongoing program services; generates 
policy recommendations from PUJAK research; 

PUSIK Cpperations Researc__h) - Undertakes small and large scale 
operations research to test new program int,:rventions; generates 
policy recommendations from PUSIK research. 

Options for Management of Other Activities 

DAN is responsible for a number of other activities beside research: 
institutiona] development (including consultants and staff training); seminars 
and workshops; theses and dissertation awards; and dissemination. Of three 
options considered, the most practical seems to be have administrative 
responsibilities handled by the Deputy's office and technical/substantive input 
provided by the Ce:..ters. This would relieve the Centers of a heavy 
administrative burden, which would permit them to devote more time to 
technical matters. It would also eliminate unnecessary duplication ane enable 
many of the procedures to be standardized; and it would lacilitate 
coordination. 
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As noted previously, this option would require a structural change at BKKBN. 
If this is not feasible, the next best option would be to standardize the 
procedures and train staff in the Administrative Units of each Center to 
implement them. 

PROPOSED SHORT-TERM STRATEGY 

This section describes a strategy based on the options recommended above. It 
proposes that: 1) the substantive focus of each Center be sharpened and 
limited to program-relevant research; 2) DAN increasingly contract out large 
research studies to universities and private sector research organizations; 3) 
an administrative support unit be created in the Deputy's office to coordinate 
research management and other standard administrative and personnel 
management functions within DAN; and 4) staff be trained to conduct small, 
quick-turnaround research projects and to manage externally-conducted 
research.
 

The Appendices and Reference Materials provide more detailed suggestions and 

examples for the following: 

1. 	 Work planning and staff performance assessment 

2. 	 Research management procedures, including a sample 
computerized monitoring system 

3. 	 Staff training: needs assessment and a two-year training 
plan. 

LONG-RUN STRATEGY 

Over the next 5-10-15 years, it is likely that some of the constraints that 
cannot be dealt with now will be amenable to change. It will be important for 
BKKBN leadership to lobby for these changes and prepare for their effects on 
DAN's role. 

It is also possible that Indonesia's family planning program will achieve some 
of its long-term objectives over the next 10-15 years, that other systernic 
changes may occur, and this could have an effect on BKKBN. Although it is 
difficult to predict what changes will occur, lessons can be learned from the 
experience of other countries in the region, and by projecting effects on DAN 
of such new initiatives as KB Mandiri, social marketing, clinical contraception, 
private sector involvement, and so forth. 

Some possible changes to prepare for are described briefly. They include: 

1. 	 Change in BKKBN Role. 

2. 	 Reorganization of BKKBN. 

3. 	 Phase out of Donor Support. 

4. 	 Decentralization. 
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1. INTRODUCTION 

1.1. Background 

The Program Development Division (DAN) of the BKKBN was established in 1983 
by Presidentiai Decree No. 64. Its role is to carry out program-relevant
research on biomedical, social and policy topics. USAID support to the DAN 
began 	 in December, 1984 with the submission of an annual work plan and the 
signing of Project Implementation Letter (PIL) No. 17. Since then, USAID has 
provided further support through successive PILs (Nos. 36, 59/73, 88 and the 
latest, 130, signed June 24, 1988). These PILs describe the specific research 
and other activities that USAID agreed to fund. Currently, these activities 
include 

A. Institutional Developmnent 
1. Technical assistance to DAN 
2. Research supplies (software, books, etc.) 
3. 	 Staff training
 

Short-term international training (7)
 
In-service training
 
In-house training courses (5)
 

4. Support for management of external research projects 

B. Seminars and. Workshops 
1. Research proposal development workshops (5)
2. Workshop on ethics in biomedical research (1)
3. Seminar to present CPS results (1)
4. Workshop to develop CPS secondary analysis plans (1)
5. Seminar to present CPS secondary anal. results (1)
6. Seminar on KB Mandiri research and eval. results (1)
7. Continitation rate workshop (1) 

C. Thesis and Dissertation Awards 

D. Dissemination Support 
1. Reproduction of Indonesia research materials 
2. Seminars to present findings to BKKBN Provincial heads (2) 
3. Research findings newsletter 
4. Seminars to present research findings (3) 

E. Research Projects 
1. Operations Research: Urban and VFP (through URC) 
2. Biomedical Research (through FHI and CDC) 
3. 	 In-house studies
 

Provincial profiles (5)
 
Small studies (6)
 

4. Non-competitive Awards 
Liver cancer & the Oral Pill (1)
 
Secondary analysis of NICPS (3)
 

5. 	 Competitive Awards
 
KB Mandiri studies (3)
 
Age at Marriage (1)
 

6. Unsolicited Studies (?3) 

F. Support for Monitoring Research Projects 

G. Support for Outside Proposal Review (5-12) 

Not all of these activities are carried out by DAN. The operations research 
projects (see E.1, above), for example, are carried out by the Integrated
Services Bureau (BiNSI) and the Community Institution Development Bureau 



(BIPIM), although DAN is involved in the steering committees, and in providing 
methodological guidance. 

These are not all of the activities that DAN conducts. DAN receives GOI 
funding DAN is part of the total budge allocation to BKKBN and support from 
other donors (principally UNFPA and the World Bank). DAN is collaborating 
with the Bureau for Contraceptive Services, which receives evaluation funds 
for its Norplant program from ADB. 

The UNFPA-funded research activities are shown below: 

A. Research 
1. Continuation rate survey (funded jointly with USAID) 
2. Management Information System Study (delayed until 1989) 
3. Family Planning Fieldworker Workloads in East Java 
4. Small scale Operations Research projects dealing with increasing 
acceptance of effective contraceptive methods in four provinces. 

B. Fellowship Training 

C. Research Review Conferences 

In February of this year, Harbison et all) completed an evaluation of the 
first four years of DAN activities, focusing on the extent to which the project 
has met its quantitative objectives, the quality of its research activities, the 
utilization of it3 research findings, and the institutional capacity of DAN to 
manage research. The evaluation concluded: 

While improvements have been made over the project period in 
training, management and research output, considerable 
opportunities exist for more progress in the future. The PDD has 
bean through a period of very rapid expansion and increasing 
demands for output. The evaluation team feels that the time is 
appropriate .for tightening up the system and clarifying objectives 
and goals for the future. Concerns which should be addressed 
include develqpmerit of concensus (sic), consolidation of effort 
iMproverents in quality, and longer range planning. In 
developing concensus, a review of the overall objectives of PDD, 
the specific areas of responsibility of the three Centers, their 
relationship to other units within BKKBN conducting research, and 
realistic targets for outputs should be considered. One issue for 
discussion is the differentiation in function and area of 
responsibility between the. Center for National Family Planning 
Studies and the Center for National Family Planning Policy. On 
the basis of concensus on these issues, efforts should be made to 
consolidate the efforts of the PDD. 

At present, the number of ongoing research projects is very 
large, and the topics are diverse. Projects have been implemented 
through a large number of institutes and universities, and 
technical assistance has been provided to many of these 
organizations. There is a need to reduce the number of activities 
and to focus the remaining ones on a limited number of topics. 
Such a consolidation will allow an increased emphasis on quelit' 
of output and on institutional development, within the context of 
comprehensive planning which takes into account staff time and 

1) Sarah Harbison, Sri Djuai-ini and Dowa Nyaoman Wirawan. Mid-Term 
Evaluation of USAID Project 497-0327: Family Planning Development and 
Services (FPSD) II Research Component. Jakarta, February, 1988. 



capability, overall objectives and priorities and funding
2 )availability. 

USAID/Jakarta and BKKBN agreed to invite a team to help DAN address these 
issues. 

1.2. Scope of Work 

The S'atement of Work (see Appendix A) consisted of two major tasks: refining 
the objectives of the three DAN research Centers and developing a training 
plan to upgrade the skills of DAN strff so that those objectives can be met. 
Six activities were described. 

1. 	 Review expectations for the role of the DAN in BKKBN from the
 
BKKBN and donor perspective.
 

2. 	 Clarify the objectives of the three research Centers and their
 
specific areas of responsibility.
 

3. 	 Review and clarify the structure of the three Centers. including
 
linkages and coordination mechanisms within central BKKBN,
 
provincial BKKBN offices and outside research institutions.
 

4. 	 Assess the staffing leveis and competencies required to meet
 
objectives described in (2) and (3) above and design a more
 
efficient task allocation and management system.
 

5. 	 Based on (1)-(4) above, conduct a training assessment to review
 
staff capabilities and assess competencies needed to carry out job
 
tasks.
 

6. 	 Based on (5), design a two-year training plan to build specific
 
competencies related to specific tasks and specific research areas.
 

1.3. 	 MethodoloKy 

Two international consultants were invited to conduct this assignment, one a 
specialist in research management (Dr. Reynolds), the other in training (Mr. 
Villalobos). The long-term Resident Advisor to DAN (Dr. Kantner) joined the 
team, and Sri Djuarini, S.E., acted as coordinator on behalf of'USAID. 

The team spent virtually all of its time in' Jakarta: 1) reviewing relevant 
material; 2) interviewing BKKBN staff, donor representatives, research 
advisors, research contractors; and 3) developing and reviewing various 
strategic scenarios with BKKBN and USAID. The training specialist interviewed 
27 DAN staff as part of the training needs assessment. One field trip was 
made to Bandung to visit a BKK5N Provincial Office and three research 
contractors. 

Unfortunately, the timing of the consultancy coincided with one of the busiest 
times of the year for BKKBN, and many staff were busy with other activities 
that took them out of the central office, and often out of Jakarta, during the 
team's four-week consultancy. As a result, some staff could not be 
interviewed and discussions of the pros and cons of different options had to 
be limited( 3 ) 

(2) 	 Ibid., p. 11. 

(3) It is important to point out that BKKBN staff, especially Echelons 1-3 
(Deputy, Bureau and Division Chiefs) are often required to stand in for the 



Because of the limited time available for the assignment, the training needs 
assessment had to be conducted concurrently with the development of the 
operational strategy for DAN. A strategy was presented to DAN at the end of 
the second week of the consultancy. A draft report was presented to DAN at 
the end of the third week. A formal presentation was made to the Chairman 
and senior staff of BKKBN midway through the fourth week and the final draft 
was completed and submitted at the end of that week. 

The BKKBN is expected to review this report, hold internal meetings to decide 
on a course of action, and then begin implementation of selected changes. 
After 2 1/2 months (sometime in February), the research management 
consultant is to return to Jakarta "to review actual and planned changes made 
by BKKBN on the basis of the report, and to develop an Action plan for 
instituting improvements. ") 

2. OBJECTIVES 

The objectives of DAN have grown over time in response to increasing formal 
and informal demands, This section examines their evolution and the current 
objectives. 

2.1. The Original Mandate 

When DAN was established by presidential decree in 1983, the intent was to 
create a unit that could respond quickly to operational and policy issues that 
were expected to arise as the program expanded. DAN was given a mandate to 
conduct research on a wide variety of biomedical, social science and 
program/policy topics, with the end products to be recommended options that 
would strengthen the program and help it achieve its objectives. 

Research priorities were to be described in the Five Year Plan; the annual 
BKKBN meeting would identify current issues that needed to be addressed; an 
annual plan would define the specific projects to be conducted, and funding 
mechanisms, such as AID's PIL would authorize the needed support for 
selected activities. 

Research priorities changed over time to reflect changes in policies. For 
example, the demographic target for the current Five-Year Plan (16 million 
current users) was already attained in the fourth year (11 million), which 
naturally demanded policy changes during that period. These changes, in 
turn, dictated shifts in r,'search priorities. 

Another example: a year or so ago the Cabinet decided that youth leaders 
needed to be trained in family planning. BKKBN had to mount a crash 
program to train 85,000 in a few months time. 

The three Centers' were to have complementary roles. Biomedical (PUBIO) and 
Family Planning (PUSIK) study results were to be used by the Policy Center 
(PUJAK) to formulate specific policy recommendations. 

The general areas of responsibility of the Centers were described as follows 
(see Appendix D for verbatim language): 

1. PUJAK (Policy): Assess policy implications of completed research; 
present policy options to relevant BKKBN program personnel; and 
undertake studies to assess the impact of new policy 
interventions; 

Chairman on official functions. These assignments are in addition to their 

normal adnistrative and technical functions. 

(4) Statement of Work, p. 6. 



2. PUSIK (Family Planning Studies): Undertake national population­
based studies and operational research to assess the need for and 
impact of the family planning program; 

3. 	 PUBIO (Biomedical): Support investigations of contraceptive 
efficacy and side effects. 

From the beginning, DAN was assigned an ambitious research agenda, partly in 
response to the broad "priorities" laid out in the five-year plan, partly to 
prove its credibility and build a constituency, and partly to respond to ad 
hoc requests. 

In the draft of the upcoming Fifth Five-year Plan, 47 research areas are 
identified as "priorities", they are grouped in six categories(5 ): 

1. Population Dynamics and Family Planning 
2. Development of Family Planning Program Management
3. Conitraceptive Technology 
4. Develcpment of Family Planning Services 
5. Family Welfare 
6. Development of Integrated Programs 

The research areas ("functions") assigned to the Centers are also very broad,
and in some respects, broader than the topics summarized above. 

PUBIO 	 PUSIK PUJAK 

Endocrinology 	 Fertility Population Economics 
Andrology 	 Mortality Demography & Social-Econ. 
Pharmacology (Cont.) Mobility- Health Environment/Ecology
Steroid Contrac. Socio-Economic Population Education 
Non-steroid Cont. Socio-Cultural Manpower & Pop. Planning
infertility 	 Management 
Reproductive Health 

Research projects can be solicited, unsolicited, and/or done internally; the 
studies can be national in scope, provincial, even micro-level; they can be 
surveys, experiments, evaluations, secondary analyses, descriptive studies, 
operations research, case studies, and so on. 

In addition to research, the Centers are also expected to carry out the 
following: 

o 	 Institutional Development
 
Staff development
 
External agency staff development
 
Computerization 

o 	 Seminars and Workshops
 
Research proposal development workshops
 
Workshops on research results
 

o 	 Thesis and Dissertation Awards 

o 	 Dissemination 
Seminars
 
Publications
 

The actual activities carried out in any given year are only a microcosm of 
the above. The most recent USAID PIL (see section 1.1, above), for example, 

C) 	 See Appendix C for the full list of topics. 



provides support fcr only a handful of studies. Thus, while the scope of 
'work for DAN (and inter alia, the objectives) is extremely broad, the reality is 
Lhat only a portion can be and is addressed in any given year. 

2.2. Current interests 

Discussions with DAN and other BKXBN staff, advisors and donor 
representatives indicate that there is a realization that the current set of 
objeclives is very broad. But there are different views as to what should be 
emphasized, or de-emphasized. Some believe DAN should retain a broad 
agenda to allow it the flexibility to respond to a wide variety of research 
issues. Some do not want to make any changes, others believe the 
presidential decree prohibits any changes. But many find the current 
situation confusing and unrealistically ambitious. They would welcome a more 
focused set of objectives. Interestingly enough, there is less concern about 
the specific research topics that should b, .undertaken than in the type of 
research (demographic, programmatic) that should be done and who should do 
it. (DAN Centers or outside agencies). 

2.2.1. Program-Relevant Research 

There is broad support for focusing DAN activities on research that will 
benefit the program, particularly among those in DKKBN who have to implement
and support family planning services. This was the original intent, and much 
of what DAN supports is clearly "program relevant". But there are exceptions.
Many of the dissertation and thesis awards support studies that are of limited 
policy and/or programmatic use.6) A number of studies that have been 
contracted to universities have been criticized as being too academic, taking 
too long to complete, and having little or no practical value. One BKKBN 
official said that the problem is in the "mechanism", the research agenda in 
very broad, while the operational objectives in any one year are much 
narrower. Thus, some studies are undertaken that do not meet current and 
future program needs. 

Many of the staff we talked to said that there is an urgent need for small,
short, unsophisticated studies that can provide information quickly to the 
Chairman and the operating divisions. Just as important is the need for 
information that examines fu'ure program initiatives as well as current 
implementation problems. There is high interest within BKKBN in operations
research, but at the same time, certain demographic studies, particularly the 
CPS and studies of continuation rates, are seen as very important, since they 
are used to measure the impact of the program and to identify areas of unmet 
need, causes of resistance to family planning, and variations in prevalence 
among provinces. 

Studies that DAN is or plans to undertake that are seen as falling in the 
category of valuable, program-relevant research include studies that examine 
the appropriateness of different contraceptives, their side effects and such 
important programmatic issues as rumors, the cost of delivering services,
method switching, the utility of combining family planning with MCH, nutrition 
or income generating activities. 

2.2.2. In-House Research 

A number of DAN and other BKY-BN staff believe that it is iml~ortant that DAN 
develop the capability to conduct research itself. One important reason is 
that outside research organizations (universities and private firms) are not 
familiar enough with the family planning program to be able to respond 

(6) It should be mentioned that the purpose of the awards program is to 
stimulate interest in family planning research. Also, DAN now classifies award 
applications according to their potential utility for the program. 



quickly and appropriately to requests for program-relevant research. 
Another, more subjective reason, is to build the credibility and prestige of 
BKKBN. Also, there is a believe that it should be easier to recruit and retain 
qualified research staff if the organization actually conducts research. 

However, a large number of persons we interviewed, both within and outside 
of BKKBN, believe that it is not realistic for BKKBN to attempt to develop this 
capability. They believe it would be too costly, require many more qualified 
•taff than BKKBN wil be able to recruit and retain, and is an inefficient way 
to address the research agenda, since the staff could only conduct a small 
number of studies each year. The mid-term evaluation noted that 

A large volume of research has been conducted in-house with 
project 497-0327 (USAID) funds. The quality of this work has 
been uneven and the volume of such work has stretched to the 
limit the capacity of the Centers.(7) 

Many of our respondents pointed out that BKKBN is a coordinating agency, not 
an implementing agency, and DAN's role should be to coordinate research, not 
conduct it. Others believe that the presidential decree requires DAN to 
conduct research. Some believe it gives DAN the option. This divergence of 
opinion is somewhat surprising, given the importance of ihe distinction and 
the fact that the decree was issued five years ago. Our reading in that DAN 
has the authority to conduct research if it wishes to do so. 

Several compromises have been suggested, however. The Chairman believes in 
flexibility and in looking at constraints as opportunities. For example, in the 
immediate future DAN could take, advantage of the energy of its relatively
junior staff to conduct short, quick turnaround studies. At the same time it 
could be building for the future when some of these staff will have the 
experience and training to conduct mid and large-scale studies. Both the 
form- Re8earch Advisor to DAN and the Mid-Term Evaluation team suggested a 
strategy that could support that objective: that a li.ited number of small­
scale studies be conducted in-house as training opportunities for junior staff. 
The current PIL (No. 130) provides funds for approximately six small studies 
to be conducted in-house. 

BKKBN officials have noted that "in-house" research can take a'-veral forms:"pure" (done entirely by BKKBN staff); "partial" (BKKBN staff design the 
study, do the analysis, but contracL out the data collection); and "team" 
(BKKBN staff work jointly with the contractor on all phases of the research).
The Chairman noted in a meeting -with us that the important issue is control of 
the research. Internal or in-house research is controlled by BKKBN. External 
research is controlled by the grantee, who determines what to do, how and 
when. To maintain control, BKKBN does not have to conduct the research 
itself. The entire effort can be contracted out, as long as BKKBN specifies in 
the contract what is to be done, how, and by what deadline. 

An ongoing Nor-plant study may represent a viable compromise. DAN staff,
consultants and advisors worked jointly to design the study. Experts were 
asked to review the design. Data collection is being contracted out, and the 
design team .ill conduct the analysis. One Center chief estimates that DAN 
will shortly have the capability to conduct about 3 mid-size studies a year
(one per Center) following this "teamwork" model. 

2.2.3. Management of Research 

There is almost universal support for the idea of improving and streamlining
the research management process and then institutionalizing it. This coincides 
with the majority view that DAN's main function should be to coordinate 

(7) Harbison, et. al., op. cit., p. 40. 



research. But it also means that DAN would provide leadership and direction 
in identifying priority research topics, identifying and d:!veloping outside
agencies to conduct the research, and designing studies that will produce
program-relevant results. it means that DANAnd also 	 would establish
administrative procedures to standardize and simplify the research solicitation,
review, award and monitoring processes. 

The Mid-term Evaluation report stated that progress has been made by DAN in 
designing a research management system and installing it. The organizational 
structure has been established and procedures have been drafted.(a)
Although a good deal remains to be done, DAN is well on its way to developing 
a viable research management system. 

2.3. 	 Summary 

The Program. Development Division has an extraordinarily broad mandate, one 
which it has only been able to address partially. Key staff within BKKBN 
agree with the recommendations of the Mid-term Evaluation team that it is 
appropriate at this juncture to focus the research agenda on a more limited 
number of research topics and supporting activities. In doing this, the 
consensus appears to favor: 

o 	 Limiting the research agenda to a small numbe., of high priority,
 
program-relevant research topics;
 

o 	 Developing the in-house capability to carry out small, quick­
response studies to respond to important program and policy
 
issues; and
 

o 	 Developing and institutionalizing an efficient research management 
system that will permit DAN to solicit, review, contract, and 
monitor a limited number of larger-scale research projects carried 
out by qualified external research organizations. 

3. CONSTRAINTS 

Constraints are obstacles to the achievement of objectives. in designing a 
strategy, these constraints must either be overcome or accepted and the 
strategy built around them. Before laying out a Eitrategy for DAN, it may be 
useful to identify the constraints that BKKBN staff and others have identified. 
The most significant of these fall into four broad categories: organizational,
procedural, staffing, and donor support. 

3.1. 	 Organizational Constraints' 

One of the principal constraints is that the current structure of DAN . nd 
BKKBN.l cannot be changed at this time. This structure was mandated by
presidential decree and any change will require another presidential decree. 
It is theoretically possible that a chang6 could be approved in time to be 
included in Repelita V, but the consensus is that this will not occur until 
Repelita VI (1995). Thus, the Division will continue to operate with its three 
Centers. 

This does not mean that functions (or activities, areas of emphasis, priorities)
cannot change. This occurs all the time in BKKBN, as a natural and pragmatic 
way to deal with changing conditions. For example, PUJAK, which was to limit
itself to policy analysis, conducts research. Several other bureaus also 

(8) Nine manuals have been developed and apparently userl for staff training 
and distributed to committee members and implementing agencies (ibid, p. 33­
34). Unfortunately, our team did not receive these manuals in time to review 
them. 
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conduct research (e.g., BISEP, BIPEN, BINSI, and BIPIM). Thus, the system is 
not rigid, it is flexible. 

Another manifestation of this flexibility is that currently the roles of the three 
Centers overlap. PUJAK was supposed to concentrate on analyzing data from 
the other two Centers and develop policy recommendations. But practically, 
this had three limitations. First, there is no clear distinction between the 
analysis of research findings (with the subsequent drawing of conclusions and 
development of recommendations) and the development of policy 
recommendations. All DAN research is policy-oriented, and the people who 
conduct the research are obviously more familiar with the data (and its 
limitations, richness, and nuances) than anyone else. So they are the most 
appropriate people to interpret the data and make policy recommendations. It 
is not really practical to turn the data over to someone else to interpret. 

Second, because of staffing limitations (see below and 3.3), research 
assignments have been made pragmatically, on the basis of available staff. 
And third, the demand for research has outstripped the capacity of PUSIK and 
PUBIO to fulfill it. PUJAK was originally authorized to carry out small 
studies, and it was a natural extension of its formal function to add larger 
studies to its portfolio. Thus, PUJAK has taken on some research projects. 
Although this has been a reasonable approach, it has led to confusion. 
Neither outsiders nor the staff are able to articulate what the distinction is 
between PUSIK's and PUJAK's roles.(9) 

Another constraint on DAN is the staffing pattern of the Division and the 
Centers themselves. In general, the staff is divided into structural and 
functional positions. The Deputy and Center chiefs have a dual role. They 
are structural staff, but they are also senior researchers. The remainder of 
the structural staff carries out administrative and clerical tasks. Researchers 
make up the functional staff. Initially, all of the staff were "structural", but 
in an effort to upgrade the research capability of DAN, the "functional" 
category was created in 1983. This new cadre was to consist of qualified 
researchers who would have a different career track, similar to researchers in 
universities and other institutions. Thus, the structural staff was supposed 
to handle administrative support functions (correspondence, travel 
arrangements, subcontracts, etc.), while the functional staff was supposed to 
provide the technical direction and monitoring of .he research activities. 

This seemed to be a reasonable division of labor at the time, but it has not 
worked as well as hoped, largely because DAN has not been able to recruit 
senior researchers. The senior managers of DAN provide as much technical 
directions and guidance as they can but they are heavily engaged in outside 
meetings, seminars, ceremonies, public relations, meeting visitors and other 
non-research activities that are part of their responsibilities. They do not 
have enough time to provide the day-to-day leadership and direction the 
research staff need. In the absence of senior research staff to provide that 
leadership, the centers have adopted a "teamwork" strategy, which relies on 
part-time and "long-term" (1-2 years) consultants to partially fill that role. 
But there are not enough consultants (the staffing pattern calls for 18 senior 
and 18 mid-level researchers). Also they do not have line authority to lead 
the research teams. 

Also, over time, the distinction between the structural and functional staffs 
has become blurred as some functional staff have taken on administrative 
tasks and some structural staff have been sent abroad for long-term training. 

The following summarize the various views held by BKKBN central and 
provincial staff regarding the difference between PUSIK and PUJAK: 1) one 
does long studies, the other short studies; 2) one studies what's ongoing, the 
other what's being planned; 3) one does studies, the other recommends 
policies; 4) don't know; 5) it doesn't matter. 
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Furthermore, the functional *.,aff are appointed to specific technical positions 
(e.g., specialist in fertility, population economics, endocrinology) for which 
they may not be adequately trained. Given the shortage of qualified staff, 
assignments tend to be made on the basis of the "teamwork" strategy, taking 
advantage of using consultants with junior staff, depending on who is 
available, their aptitude, and their workload, rather than their organizational 
position. 

And finally, there is duplication across Centers in the administrative area. 
Each Center hbs its own Administrative Unit, which is responsible for generic
administrative tasks. The office of the Deputy would logically seem to be the 
unit responsible for coordinating technical activities and handling the 
administrative tasks for all Centers. But it has neither its own staff nor 
budget, and under the current structure, it does not have the authorized 
positions to handle these activities (PIL 130 provides funding for a consultant 
to act as an Administrative Assistant, however). So these tasks have been 
relegated to the individual centers, but this has several unanticipated effects. 
It duplicates effort, detracts from the Centers' concentration on technical 
matters, and. inadvertently fosters independent and only loosely- coordinated 
research.
 

The networks of research agencies, upon which the Centers are expected to 
rely to conduct studies, have not been formally established, except in the case 
of PUBIO, which has established a network of 11 universities 10). Thi. 
network probably includes $he most sophisticated biomedical research units in 
Indonesia. It is a good example of how DAN can provide leadership in setting 
a research agenda and utilize outside expertise to carry out the studies 
specified in that agenda. However, it is important to note that even this 
resource has its technical limitations. A recent. assessment of the "Biomedical 
capability for contracept.ive research and development in Indonesia" took a 
close look at these institutions and concluded that: 

1. 	 All facilities visited have the capabilities for Phase III/IV studies
 
(field tests of contraceptives, studies of acceptability and
 
effectiveness);
 

2. 	 Some institutions have the potential capability for Phase I/II
 
studies (basic research and contraceptive development), notably
 
the University of Padjadjaran (central hormonal analysis) and
 
Airlangga University (andrology), but they will need to be
 
developed further before they can undertake clinical work;
 

3. 	 Lacking everywhere was research-3pecific expertise, including 
experimental design and the ability to prepare sound research 
proposals. 

The principal recommendation of the assessment team -was "to develop two or 
three centers of excellence for biomedical research, rather than building up 
the strengihs of all of the universities at once."(") 

The social science networks are not as well developed, partly because 
BKKBN has found that many univcrsities are not able or willing to conduct 
program-related research. "The universities are in it for the professional 

(10) According to a BKS PENFIN official, this network is made up of the 
original BKS PENFIN network of Ob/Gyn departments in university-based 
schools of medicine. The BKS PENFIN network recently expanded to 13 
members, who are generally considered to represent the cream of the 
biomedical research capability in Indonesia. 

(11) Henry L. Gabelnick. et. al. "Report on Biomedical Research Capability for 
Contraceptive R&D in Indonesia." 31 May, 1988. 
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reward", said one BKKBN official. "They are slow, unresponsive, expensive, 
take a long time to complete a study, and have no OR (operations research) 
capability." This is not true of all universities, however, and a number of 
them have "Population Studies Centers" or demography departments that have 
the capability to conduct demographic types of studies. 

BKKBN has contracted-out studies out to private firms, notably Survey 
Research Indonesia (SRI), an affiliate of the respected Survey Research Group,
which has offices in a number of countries in Asia. Other groups that BKKBN 
has collaborated with include PT. Surindo Utama, INMAR, YKB and others. 
These groups are particularly interested in small and mid-size projects. The 
BKKBN has also worked with the Central Bureau of Statistics on large-scale 
surveys.
 

BKKBN has held workshops recently that have helped interested groups learn 
abcut BKKBN's research priorities, how to prepare research proposals, and how 
to conduct operations research. These workshops are expected to be offered 
regularly. 

Linkages with the provincial BK.KBN offices with respect to research activities 
are beginning to be developed.(12) Apparently, many would 'ike to conduct 
research that deals with problems they face in their provinces, but are less 
interested in carrying oui general studies designed by the central bureaus. 
On the other hand, they have little or no capability to carry out studies 
themselves and have to rely either on central EKKBN or local universities to 
design and implbment the studies. In the only provincial office our team 
visited, the sole "research" staff consists of an individual who operates the 
newly developed management information system (MIS). The principal
responsibility of this person is to process family planning service statistics 
that are forwarded each month from the regencies. Apparently, this office is 
further along than many, and it is probably unrealistic to expect the 
provincial BKKBN offices to acquire significant research skills in the near 

3) fu Lure. (' 

ges other as 
Communication across bureaus and among staff appears to be limited to formal 
channels, which are vertical .( 4)  This has had several significant effects, 
which also constrain DAN's ability to achieve its objectives. First, DAN staff 
are not always well-informed of the research needs and plans of the operating 
and analysis bureaus. Second, staff from those bureaus are not well-informed 
about DAN's activities and research agenda; in fact, quite a few have 
concluded that DAN does not do program research. This has led to the third, 
and most significant effect, a number of these bureaus are conducting their 

Linka, with offices within BKKBN are not strong as they could be. 

(12) One provincial official recently submitted copies of three research 
proposals to PUJAK, BINSI and BIPIM, hoping that one or the other would 
have the money to fund them. It did not occur to him that the proposals 
should be submitted to DAN. 

(13) There are exceptions, however. The Bali provincial office is said to have 
a staff member with excellent research skills and experience. This office has 
been mentioned as a "model" that BKKBN officials would like to replicate. 
Research capability is reportedly developing faster than DAN expected in 
several other offices, notably East, West and Central Java, North Sumatra, and 
West Nusa Tenggara. 

(14) The Mid-term Evaluation report states: "...staff of the 7?DD (DAN) relate to 
their respective center chiefs who relate to the Deputy who relates to the 
Chairman of BKKBN. Horizontal communication does occur but it is more 
difficult because there are no institutionalized channels." Harbison, op. cit., 
pp. 37-38. 
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own research, which they rationalize as outside of DAN's area of interest 
because it is "operational". 

For example, the BINSI and BIPEN are conducting the K.B. Mandiri studies 
("operations research" projects); BIPEN hired SRI to do IE&C research for its 
Blue C;rcle Product program; BISEP has undertaken research on social 
marketing and sterilization services. It does not appear that there is enough 
interaction between DAN and the Progranm Implementation Analysis Bureau 
(BAP), which is responsible for the analysis of service statistics (trends, 
program impact, method mix, etc.). It is not necessarily inappropriate for 
these bureaus to conduct research. In fact, the Chairman has purposely 
assigned research to the operating bureaus to ensure that new interventions 
are tested in a real program so that when the test phase is completed, the 
new intervention is "ready to go".(15 ) However, it is important that research 
be coordinated to avoid duplication, ensure that BKKBN's research agenda is 
followed, and to promote cross-fertilization. Since 1984, DAN officials report a 
series of workshops and seminars have been held to remedy this situation. 

3.2. Procedural Constraints 

These constraints deal with the way work and research projects are managed; 

3.2.1. Work planr.ing 

A number of DAN staff that we interviewed said the,' were overloaded with 
work, did not know what their roles were, or were not clear what they were 
supposed to do. Some said their tasks often changed and that they would 
prefer to see an entire project through. Ironically, while some staff have too 
much to do, others actually seem underemployed and underutilized. For them 
work seems to come in spurts. 

In part, this is due to the lack of time that management has to work with and 
lead the staff, in part it reflects a lack of formal procedures for planning 
each staff person's work load. Both of these constraints can be addressed. 

There is a good deal of "macro planning", as one official put it, but it does 
not reach down to the individual's work plan. Each Center appears to 
approach the assignment of tasks to staff in its own way. One Center relies 
on a consultant, who parcels out parts of an assignment to various staff. 
Another Center holds a periodic meeting of senior staff to decide on staff 
assignments. The third holds occasional meetings of PI available staff and 
makes assignments. This approach to staff assignments and supervision
seriously limits DAN's productivity. If work were scheduled in a systematic 
manner and monitored, the Centers could take on more assignments than is 
possible at this time. If assignments were made to staff on the basis of their 
interests and capabilities, the Centers would be able to accomplish more and 
develop staff capabilities at the sare time. Both of these steps could be 
instituted within the current structure. 

('s) In the view of the senior author, this is a laudable strategy that truly 
reflects the practical side of operations research. Too many FP OR projects 
are designed as tests of quasi-experimental interventions, where the emphasis 
is on controlling the intervention (e.g., making sure that it is exactly the same 
in all test sites, that it does not vary and that the control groups are not"contaminated" by it). This is an appropriate technique for laboratory 
experiments, but it is artificial in the real world. Interventions should be 
tested in their natural settings so that they can be refined through a 
continuous cycle of test-evaluate-refine-test. In this way the end product 
should be a replicable modal rather than a journal article. 
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3.2.2. Research Management 

Some significant improvements have been made in the past two years in 
developing and implementing the structure and procedures for managing 
research projects. Apparently, the former Research Advisor worked with the 
Deputy and Center Chiefs to develop guidelines and manuls to standardize 
the procedures. The Mid-Term Evaluation states that the following manuals 
have been prepared: 

1. Thie Role of DAN and its Organizational Structure 
2. Research Committees 
3. Management of Research 
4. P.esearch Project Monitoring
 
50 Proposal Review Guidelines
 
6. AID Research Project Approval Procedures for DAN 
7. Proposal Development Guidelines 
8. Research eport and Presentation 
9. Contracting Research Projects 

Our team did not have time to review these manuals, nd we also could not 
determine whether they wece being utilized. Nevertheless, the 
institutionalization of a research management system, based on these or other 
procedures, could go a long way toward eliminating this constraint. 

However, some procedures remain to be developed or revised, particularly the 
monitoring of ongoing projects (both administrative and technical monitoring), 
reporting, dissemination, auditing and close-out of projects. Th. computerized 
monitoring system funded under the previous USAID PIL has s,'.ill not been 
developed. Also, the philosophy of management could be revised to loosen 
control while tightening contract requirements and improving technical 
assistance to make sure that research products are delivered on time and are 
of high quality. A suggestion from several subcontractor is that DAN relax its 
tontrol over external projects. Control, both technical and administrative, is 
seen as too tight and this tends to slow down the implementation of the 
studies. 

A number of respondents suggested that DAN should see its primary role as a 
patron and promoter of research. It should help outside research institutions 
develop fundable proposals, help them obtain funds to carry out the research, 
and help them find approp-iate technical or administrative assistance when 
they need it. 

One other procedure that has been a serious constraint on the process has 
been the committee system. One proposal review committee meeting has been 
postponed four times for various legitimate reasons. This may be an extreme 
example, but anx postponement delays the proposal revi3w process, which 
leads to delays in the conduct of the research and the ultimate production of 
results. This is an important constraint, because such delays makes it 
impossible for anyone to conduct rapid, quick turnaround research to respond 
to urgent priorities. 

Furthermore, although the committee members are prominent and qualified, 
many lack familiarity with the program and also lack the time to prepare 
adequately for review meetings. The Mid-Term Evaluation report suggested
that this problem could be dealt with by relying more on BKKBN reviewers, 
especially from other divisions. DAN has proposal this idea to the Chairman 
and has already taken steps to remedy this situation by setting ltrict 
deadlines for Advisory Committee reports (otherwise, the process will continue 
without the reports). 

An important problem that DAN faces is processing its financial reports so that 
payments can be made on time. Apparently, several projects have run out of 
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funds because this part of the system is not operating as smoothly as it 

could. 

3.3. Sta ffing 

It is an established fact that the degree of strength of an institution is 
determined by the composition of its human, financial and material resources. 
Altahough the financial and materiel resources constitute an integral and very
important elements in the overall functioning of an organization, the bottom 
line is that these resources depend upon the numbers and skills of human 
resources available to manage and administer them. Therefore, the staffing
pattern of an institution must respond to its mission needs/objectives/goals,
both in numbers and quality of skills. 

Number of Staff 

The Presidential Decree established 18 research groups in the Program
Development Division. The BKKBN and outside consultants concluded that each 
group would need five researchers (functional staff) for planning, managing,
implementing and evaluating research projects. Each group would be made up
of a Senior Researcher, a Mid-level Researcher, a Researcher and two 
Candidates. Considering this ratio, and the large number of topics which have 
been identified for each group, the Division does not have sufficient staff to 
carry out its assigned mission. 

For example, PUBIO has been assigned seven research groups: 1) 
Endocrinology, 2) Andrology, 3) Pharmacology, 4) Steroid Contraception, 5)
Non-Steroid Contraception, 6) Infertility, and 7) Reproduction. The staffing 
pattern described above would require PUBIO to have 35 qualified researchers. 
It presently has 8, plus 2 Consultants. However, 3 are pursuing long-term
training outside of Indonesia. This reduces the present on-board technical 
staff to 5. Under these circumstances, PUBIO only has the staff to cover one­
seventh of its assigned functions. 

The three Centers collectively have an approved functional personnel
complement of 90, but only 27 have been appointed, and only 16 are in place.
Ancther 11 are undergoing long-term training. The distribution is as follows: 

Functional Staff by Center 

STAFF PUSIK PUJAK PUBIO TOTAL 

APPROVED 30 25 35 90 

APPOINTED 9 10 8 27 

IN-PLACE 2 8 6 16 

IN-TRAINING 7 2 2 11 

SHORTFALL 21 15 27 63 

Source: Data provided by DAN Centers 

This chart also shows that PUSIK, which has one of the heaviest workloads, 
has the fewest number of staff in place. But all three centers have far fewer 
staff than they need to carry out the many research functions they have been 
assigned. 
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The Structural Staff is in much better shape. All approved pcsitions have 

been appointed. The only ones not in place are the five in training. 

Structural Staff by Centers 

STAFF PUSIK PUJAK PUBIO TOTAL 

APPROVED 15 14 9 38 

APPOINTED 15 14 9 38 

IN-PLACE 13 12 8 33 

IN-TRAINING 2 2 1 5 

SHORTFALL 0 0 0 0
 

Source: Data provided by DAN Centers 

Of the 16 personnel who are presently undergoing long-term training outside 
Indonesia. the majority are scheduled to return at different intervals between 
December, 1988 and June, 1989, with four expected to return sometime during 
May and August, 1990. This will alleviate some of the shortages, but compared 
to the overall functional staffing plan, it will not make a significant difference. 

In addition to the above, a review of the organizational/personnel structure, 
based on interviews with personnel in the respective Centers, revealed that 
some 24 of the 38 structural staff are involved in clerical and administrative 
tasks in support of professional and technical research activities. The 
breakdown of these figures is as follows: 

PUSIK ..... 8 

PUJAK.... .9 

PUBIO ..... 7 

TOTAL....
24 

What surfaces from a comparison of the above figures is a rather 
disproportionate distribution of technical-administrative functions. Undue 
weight appears to be given to the clerical-administrative area. This situation, 
coupled with the absence of some 16 personnel who are pursuing training 
outside of Indonesia, reduces the non-clerical structural and functional staff 
who are in-place to a mere 25, i.e., the Division is handicapped because of 
insufficient technical personnel to satisfy its objective. 1 6) 

Staff Qualifications 

A review of the education and experience of 27 in-place technical staff 
revealed that many do not possess the revelant research background to 
properly plan, manage, implement and/or oversee family planning research 
activities. 

(16) The team recently learned that a reduction in structured staff positions 
is to .be implemented throughout the government system to "streamline" the 
system. This reduction is to be achieved largely through attrition and could 
take several years to effect. 
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Functional Staff _b Center 2 

STAFF PUSIK PUJAK PUBIO TOTAL 

Sr. Researcher 0 0 0 0 

Mid-level Res. 0 2 8 10 

Researcher 0 6 0 6 

Candidate 9 2 0 11 

Total 9 10 8 27 

Source: Data provided by DAN Centers 

None of the Centers has a Sr. Researcher among the functional staff (this does 
not include the Deputy and Center Chiefs, who are also Sr. Researchers) and 
17 or the 27 functional staff are in the lower two levels. Interestingly 
enough, PUBIO shows all of its functional staff as Mid-level Researchers, which 
gives it the best qualified staff overall. PUSIK, on the other hand only has 
Candidates. PUJAK shows the only distribution, with staff in* three of the 
four levels. (17) 

Of the 11 functional staff currently in training, only two are mid-level staff, 
the remainder are Candidates. This means that even if these staff move up a 
level, the staffing situation will not be significantly improved. Only two staff 
would move up to Sr. Researcher and the largest increase would be in the 
second level, where eight Candidates would move up to Researcher. The 
overall pattern would remain dominated by junior staff. 

Almost half of the staff who are in long-term training do not appear to be 
receiving training in relevant fields: nutrition (3), public administration (2), 
and one each in urban planning, and agriculture. All of the others appear to 
be receiving relevant training: demography (4), sociology (3), and one each in 
biostatistics and MIS. However, we cannot determine what kind of research 
training, if any, these staff are receiving. It is very unlikely that any of 
then are receiving training in research management, since this is not a 
subject that is normally taught in school. 

The training needs assessment contains more detailed data on the formal 
training and short-term courses taken by DAN staff. In genbral, the picture 
is one of formal training at the master's level in demography for a significant 
number of people, and short courses in research methods. This is a good 
base to build on, but in-depth training and experience in field research is 
clearly needed. 

Reliance on Consultants 

To try to meet the research demands, which have increased considerably 
during the past five years, with such a limited staff, has required DAN to 
seek temporary assistance from both national and international consultants to 

(17) This distribution appears somewhat suspect. In a review meeting with 
one of the center staff just prior to the completion of this report, the chief 
suggested that perhaps the Centers used different criteria in classifying their 
staff. PUSIK staff may have been accurately classified by their formal 
echelon; PUJAK and PUBIO staff may have been classified by skills and 
experience. 
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carry out its work. Also, each Center has had to limit its research activities 

to a fraction of that assigned. 

Currently, there are nine consultants at DAN. 

Although these consultants play an important role in DAN's teamwork strategy, 
there are too few of Lhem to make up for the shortages in senior research 
staff. Perhaps more important, DAN cannot continue to rely on external 
consultants indefinitely, since funding for them depends entirely on donor 
support. 

Further Constraints on Hiring Research Staff 

To attempt to hire additional research staff or consultants DAN faces three 
rather difficult barriers. First, The number of qualified research personnel 
in-country is very limited; if any are available most would probably prefer to 
pursue a research career with a university or an institution in the private 
sector, not in a bureaucracy like BKKBN. Compensation, benefits and career 
opportunities are much more attractive in these outside institutions. Second, 
there is a general freeze on hiring of new staff at BKKBN and that applies to 
DAN, so that even if senior researchers could be found, they could not be 
hired. Third, the number of consultants who can be hired is limited because 
their compensation must come from donor sources. BKKBN cannot pay the 
higher salaries consultants require because of government ceilings on staff 
salaries. The way around this has been to pay them from outside sources, 
rather than the government budget. In this way, BKKBN can contract 
individuals for a bhort or long-term assignment and pay them enough to make 
the job financially attractive. As may be expected, this practice is quietly 
resented by many staff because the pay differential is substantial (BKKBN may 
only be able to pay a staff member 200-600,000 Rp per month, while a 
consultant may earn 2 million). 

Personnel Management 

Interviews with staff within the Program Development and the Program 
Personnel Development Divisions revealed that neither the BKKBN personnel 
management system nor the personnel administration program are designed to 
promote job performance and career development. Functional job descriptions 
are lacking for individual staff, as are individual work plans. 

Staff supervision and performance reviews are proforma and based on such 
criteria as loyalty, piety and honesty rather than completion of assigned 
tasks. And career development is not addressed. Some of the staff 
interviewed were not completely aware or did not know what their assigned 
tasks and responsibilities were. 

Some of this is due to a lack of formal procedures, and this can be remedied 
by adding jbb descriptions, work plans, etc. to the current system. But some 
is due to the fact that supervisors are frequently away at meetings, 
conferences, inaugurations, etc.('8 ) Loose supervision of this nature is 
obviously a serious constraint to the achievement of DAN and BKKBN 
objectives. The objectives cannot be met unless people do their work. But 
people cannot do their work if they don't have adequate job descriptions, 
work plans and supervision. 

As almost everyone has pointed out, the compensation system is also 
inadequate. This is a serious constraint that affects morale and performance, 
and it need to be addressed at the highest levels of government. 

(18) We observed that during these absences, many of the staff either arrived 
very late or did not report for work at all. A significant number of those 
who were at their desks were not working. 
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Unfortunately, given the fall in oil prices, the government does not believe it 
can afford to provide civil servants with even a nominal raise, much less 
significantly increase compensation to bring it in line with the cost of living. 

Career develop ment is an important component of personnel management, and 
is essential if DAN and EKKBN are to attract and retain qualified staff, both 
technical and administrative. Some qualified staff and domestic consultants 
who have been recruited didn't stay because of limited career opportunities. 
BKKBN and DAN are aware that a special system is needed to attract research 
staff, which is why the functional staff category was set up. Theoretically, 
functional staff can accrue points for various research-related activities 
(publications, attendance at conferences, etc.) from LIPI (the National Institute 
for Scientific Research), which can be used for career advancement. So far, 
few points have been awarded to DAN staff, partly because they were unaware 
of the correct procedures for documenting their achievements. This is being 
rectified, however. Recently, LIPI staff held a seminar at BKKBN to explain 
the procedures. Another is planned to be held soon. 

Another constraint to advancement is the Rotation Policy. Periodically, staff at 
BKKBN are moved from one division or bureau to another, or from the 
provinces to the central office, or vice versa. This policy has several 
advantages to the organization and to individuals. For one thing, it helps 
staff learn about the various divisions, and it ensures a cadre of staff who 
can function in a variety of positions. However, it can have a negative effect 
on the career aspirations of researchers, who tend to develop a specialization, 
and therefore, an expertise, in a fairly narrow field. If they are rotated out 
of that field, they could lose their expertise. 

3.4. Donor support 

DAN is heavily dependent on donor support, particularly from USAID and 
UNFPA, for funding of research, workshops, training and technical assistance. 
This support is likely to decrease over the next 5-10 years. USAID is 
planning to phase out its institutional support to BKKBN by December, 1991 
and all of its bilateral support by 1995. The current UNFPA program ends in 
December, 1990. Another five-year program is expected, but UNFPA may phase 
out after that. 

This means that BKKBN will either need to develop alternative sources of 
funding or reduce its need for assistance in key areas, particularly technical 
assistance (both local consultants and international advisors) and training. 

3.5. Summary: Sh6rt-run and long-ru n/constraints 

Any strategy that tries to improve DAN's ability to meet the objectives cited 
in the previous section must deal with these organizational constraints. Two 
of these, the organizational structure and the government compensation 
system, cannot be changed in the short run. But the other constraints can 
be addressed. The overlapping functions of the Centers can be eliminated; 
the staffing pattern can be modified to both reduce the administrative burden 
on the research staff and streamline administrative tasks; the networks can be 
formalized and its members educated to be more responsive to program needs; 
linkages with other divisions and bureaus within BKKBN and the provincial 
offices can be strengthened to support their needs; the management systems 
can be strengthened, especially personnel management (position descriptions, 
work plans, career development). Management of research can be streamlined, 
simplified and made more productive. Staff skills in research and research 
management can be improved through short-term and in-house training. 
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4. SOME VIABLE OPTIONS 

4.1. General Considerations 

In general, it appears that nothing can be done in the short run (3-5 years) 
about the following: 

1. 	 Changing the organizational structure of DAN; 

2. 	 Adding senior, experienced research staff; 

3. 	 Increasing the skills of DAN staff to the point that they can
 
conduct mid and large-scale, independent (in-house) research;
 

4. 	 Providing long-term training for DAN staff; 

5. 	 Changing the government compensation system; and 

6. 	 Reducing the reliance on consultants (both national and
 
international).
 

In the long run it may be possible to do something about these constraints. 
But in the short run, the strategy must concentrate on addressing the 
following: 

1. 	 Improving the management systems 
o Personnel management 
o Research management 

2. 	 Increasing the skills of DAN staff 
o Research management skills 
o Research skills 

3. 	 Focusing on priority research areas 

4. 	 Clarifying the division of responsibility among the Centers 

If these improvements can be achieved, DAN will be able to make a significant 
contribution to BKKBN's overall objectives. 

4.2. Options for Improving Management Systems 

Basically, the personnel management system can be improved by clarifying 
staff roles, developing individual position descriptions, implementing a work 
planning system for staff, improving staff supervision and guidance, and 
developing a career development system. The procedures for implementing 
these improvements are well-documented in the management literature and can 
be applied to DAN and BKKBN without altering the current structure or 
violating civil service regulations. 

However, there are different ways to go about instituting these modifications. 
Each Center could develop its own personnel management system, or the 
system could be centralized. The former approach is inefficient and could 
result in confusion if one Center's system is significantly different from the 
others. On the other extreme, if all perrsonnel management functions 
(including supervision, performance appraisal, etc.) are celitralized in BKKBN's 
Program Personnel Division (DENA), the unique character of a system designed 
for research staff may be lost. 

The option that appears to be the most reasonable is to centralize the
d.evelonment and administration of personnel management procedures that are 
common to all BKKBN staff in the Personnel Development Division, centralize 
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those that are unique to research in the office of the Deputy, but have the 
Centers implement the procedures. For example, DENA and DAN would develop 
standard job position formats and descriptions for each functional level, but 
the Centers would prepare the position descriptions for each individual 
researcher. This approach will not only ensure standardization, but also 
relieve the Centers of unnecessary, duplicative administrative work. 

The research management procedures could also be developed by each Center, 
:ut this would also result in unnecessary duplication. The most viable option 
would be to centralize (and therefore standardize) them in the office of the 
Deputy. Again, this would relieve the Centers of a sizeable administrative 
burden. This option would require a change in the utructure, which would 
have to be included in the next presidential decree. A Center official said 
that is still theoretically possible, since the next fivei-year plan (and the 
presidential decree that will follow it) is still in draft. But it may not be 
politically possible to develop consensus on such a change in time, since it 
would affect the entire organization of BKKBN. If administrative activities 
were centralized in one Deputy's office, the same practic would be required 
in all of the Deputy's offices. If that is not possible, the next best option 
would be to form a task force to develop the procedures and then train 
Center staff to implement them. 

4.3. Options for Increasing Staff Skills 

Some long-term skill training may occur over *the next several years, but this 
will depend on donor support, which appears to be declining in this category. 
Short-term training is the more viable approach, and there are many ways 
this can be carried out. A number of these are proposed in Section 5. 

Another strategic question is whether to train everybody in everything (to 
create generalists) or to train most people in something (to create specialists). 
The former strategy seems out of the question, given the breadth and depth 
of skill training needed by the staff. The staff would have to spend most of 
their time in training over the next year or two to gain proficiency in basic 
research and research management skills. A selective, specialized strategy
would seem to be more practical, one that is designed to provide everyone 
with basic research skills and selected individual with specialized skills (e.g., 
sampling, SPSS, MIS). 

A final question is what should the priority topics be for training. Obviously, 
the first is research management; the second is research skills. Exactly what 
subjects should be emphasized will depend on which of the next options are 
selected. 

4,4. Options for the Roles of the Centers 

It may not be practical to plan to conduct much in-house research in the 
short run. The Centers simply do not have enough qualified staff and even 
after those who are in long-term training return, staff research skills will be 
modest at best. DAN cannot hire new staff, even if there were candidates, 
and support for consultants will soon end. 

The general consensus is that in the short run none of the Centers should 
conduct independent research, with the possible exception of small rapid 
program evaluations and some secondary analysis of service statistics, CPS 
data and the like. The Centers should concentrate on developing a credible 
research management capability. As staff develop more skills, they may be 
able to design and carry out more sophisticated, larger studies particularly if 
this is done in a "teamwork" mode, i.e., in collaboration with outside research 
agencies and experts. 
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If that stance is acceptable, there are still two major questions to be dealt 
with: 1) what should the research priorities be; and 2) which Centers should 
be assigned which priorities? 

The general consensus on the first question is that the research should focus 
on programmatic topics (program impact and needs, evaluation, operations
research, contraceptive efficacy and side effects, etc.). 

There is also general consensus on the !e-_o.ad question with respect to PUBIO. 
That Center should concentrate on Lnntraceptive studies. A proposed 
functional definition is: 

PUBIO (Biomedical) - Undertakes research on contraceptive efficacy
and side effects as weU as relationships between contraceptive use 
and infant, child and maternal morbidity and mortality. 

There is no consensus regarding the best roles for PUSIK and PUJAK. The 
principal options are: 

Option 1. 

PUJAK - Conducts small-scale program evaluation, demographic and 
policy studies 

PUSIK - Conducts large-scale program evaluation, demographic and 
policy studies 

Although this was recommended by several respondents, it does not seem 
realistic for two reasons: 1) most of PUJAK's research would be done in-house 
and practically all of PUSIK's would be external, and this would result in a 
heavy research load for PUJAK and a heavy research management load for 
PUSIK, which would be neither equitable nor efficient; and 2) both PUJAK and 
PUSIK staff would have to acquire a broad range of research skills, since 
they would both be involved in a wide variety of research (surveys,
operations research, secondary analyses, etc.). This option would require a 
great deal of training and would require a great deal of time and resources to 
accomplish in the short run. 

Option 2. 

PUJAK (Program Evaluation) - Conducts small-scale follow-up
evaluations of new policy initiatives; provides secondary analysis
of DAN research; and pools findings from DAN research and 
develops policy recommendations; 

PUSIK (Demogtraphic Studies and Operations Research) - Conducts 
large-scale population-based surveys and operations research 
projects assessing the need for and impact of the family planning 
program; 

This option is similar to the first in that one center would do small-scale 
studies and the other large-scale studies. But the focus would be more 
limited. PUJAK would concentrate on short evaluation studies and secondary
analyses. PUSIK would concentrate on large surveys (CPS) and operations
research (e.g., K.B. Mandiri). This option has the advantage of being similar 
to that specified in the presidential decree. However, it has the same 
disedvantages as the first option as far as the size of studies is concerned. 
PUJAK would have all the small-scale studies, PUSIK all the large ones. Also,
each would have to master several distinct methodologies, although not as 
many as in the previous option. 
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Option 3. 

PUJAK (Pogramn Evaluation and Operations Research) - Undertakes 
small and large scale program assessments of ongoing program 
services and operations research to test new program
interventions; generates policy recommendations from PU7,AK 
reE-.rch; 

PUSIK (Demographic Studies Assessing Program Performance and 
Leed) - Conducts large and small-scale population-based surveys 
and studies assessing family planning program outcome and needs 
(e.g., fertility and mortality levels and trends, contraceptive
prevale'nce, use effectiveness, etc.); generates policy
recommondations from PUSIK research. 

This option has the advantages of sharper*focus (one concentrates on program
research, the other o. demographic studies). Since each requires different 
methodologies, staff would be able to specialize. Each group would also be 
able to do both short and long studies. 

Ption 4. 

PUJAK (.Program Evaluation) - Undertakes small and large scale 
program assessments of ongoing program services; generates 
policy recommendations from PUJAK research; 

PUSIK (Operations Research) - Undertakes small and large scale 
operations research to test new program interventions; generates 
policy recommendations from PUSIK research. 

Under this option, neither Center would do population-based research (CPS, 
etc.). Instead, that would be conducted directly by outside research 
organizations, such as BPS and university PopulFLtion Study Centers. This has 
the advantage of relieving DAN of these large-scale, time-consuming studies so 
it can concentrate on more immediate program research. It also takes 
advantage of the one area where the universities and outside organizations 
have the most research capability. This option would also reduce the training 
requirements, since staff would not have to master demographic research 
techniques. One disadvantage would be that DAN already has a number of 
staff trained in demography who would- have to switch to program-related
research. Anothe- possible disadvantage would be that DAN and BKK3N would 
lose control of these studies. 

4.5. O tions for Management of Other Activities 

DAN is responsible for a number of other activities beside research: 
institutional development (including consultants and staff training); seminars 
and workshops; theses and dissertation awards; and dissemination. 

These could be assigned in one of three ways: 1) as they are nov', assigned to 
different Centers; 2) centralized in the Deputy's .ffice; or 3) zhared, with 
administrative responsibilities handled by the Deputy's office and 
technical/substantive input provided by the Centers. An example of the last 
option would be the preparation of a research findings newsletter by an 
Administrative Support Unit within the Deputy's office, with content provided 
by the Centers. 

The third option appears to be the most preferable. It would relieve the 
Centers of a heavy administrative burden, which would permit them to devote 
more time to technical matters. It would also eliminate unnecessary duplication 
and enable many of the procedures to be standardized. Another advantage is 
that it would facilitate coordination. As it is now, events are scheduled by
the three Centers individually, and Lhey often overlap. A possible 

22
 



disadvantage would be that the Centers would have to reassign some of their 
structural staff to the Administrative -Unit to handle these tasks, and they 
might not be willing to do so. 

There is a serious constraint to adopting this option, of course, which has 
already been mentioned. It would require a structural change, which would 
have to be applied to all of the Deputy offices in BKKBN. The team believes 
that this is such an important action to take that urges BXKBN to consider it 
seriously for inclusion in the next presidential decree. If BKKBN would like to 
institute thir change it, the team realizes that BKKBN will have to act quickly 
to get it inc. ided in the next presidential decree. Other'ise the change could 
not be made for another five years. If this option is not feasible n the short 
run, then the next best option would be to standardize the procedures and 
then train staff in the Administrative Units of each Center to implement them. 

5. PROPOSED SHORT-TERM STRATEGY 

The following strategy is compiled from the suggestions listed above, 
including, particularly, the third option for definition of the roles of PUJAK 
and PUSIK. 

In order to enhance the operational effectiveness of PUJAK, PUSIK and PJBIO, 
it is proposed that: 1) the substantive focus of each Center be sharpened and 
limited to program-relevant research; 2) DAN increasingly contract out large 
research studies to universities and private sector research organizations; 3) 
an administrative support unit be created in the Deputy's office to coordinate 
research management and other standard administrative and personnel 
management functions within DAN; and 4) staff be trained to conduct small, 
quick-turnaround research projects and to manage externally-conducted 
research.
 

5.1. Roles' of the Research Centers 

Although research priorities will be established at the annual meeting and 
documented in the annual plan, DAN must be careful not to take on too many 
topics. The research agenda of DAN should concentrate on family planning 
program research, includinr the assessment and improvement of the current 
progra and testing of new program approaches, while maintaining 
considerable programmatic flexibility to. prepare for the future and anticipate 
such likely new program priorities as: 

o Social Marketing o Cost Recovery 

o Clinical Contraception o Youth Programs 

o NGO Services o Contraceptive Surveillance 

PUJAK, PUSIK and PUBIO should sharpen the focus of their research priorities 
so as to ensure a more logical, practical and equitable distribution of work. A 
substantive realignment consistent with Option Three is recommended; namely, 
PUJAK would focus on program evaluations of ongoing activities and 
operational research that test new interventions; PUSIK would concentrate on 
national, regional, and provincial population-based surveys and studies 
(including secondary analysis of service statistics) that assess family planning 
outcome measures (e.g. fertility, mortality, contraceptive prevalence, and use 
effectiveness); while PUBIO would be responsible for large and small bio­
medical studies on contraceptive efficacy and side effects as well as 
relationships between contraceptive use and infant, child and maternal 
morbidity and mortality. 

This division of labor represents a natural separation of research orientations 
and methodologies. PUJAK staff would develop specializations in operations 
research and rapid survey assessment methodologies while PUSIK staff would 
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develop greater expertise in population-based survey research methods and
 
demographic and statistical analysis procedures. PUBIO would aim to develop
 
greater expertise in bio-medical research dealing with contraception as well as
 
maternal and child health. Through such enhanced specialization, the
 
capabilities of DAN to manage and conduct different types of family planning
 
research would be greatly strengthened.
 

An additional recommendation is that the present distinction between "policy 
research" (PUJAK) and "studies" (PUSIK and PUBIO) be abandoned. All 
research conducted in DAN is essentially policy research and thoe involved in 
the design and analysis of resuarch projects are inevitably best suited to 
assess the policy implications of their research. 

Therefore, in the future, PUJAK, PUSIK and PUBIO should be responsible for 
deriving policy options from the research conducted in their respective 
Centers. 

5.1.1. Internal Versus External Research Activit' 

The workload of the three DAN research Centers is extremely heavy. This is 
due in part to the high proportion of research projects currently conducted 
in-house. Given current staffing levels and resources in DAN, it is 
recommended that large and mid-scale operations research, population-based 
survey research, and biomedical studies be contracted out to universities and 
private-sector research organizations. 

In addition, DAN should not become extensively involved in the implementation 
of research studies (e.g. questionnaire construction, sampling strategies, 
training of field interviewers, monitoring of data collection procedures). The. 
in-house capability to competently manage such tasks does not currently exist. 
It is doubtful whether BKKBN can ever hope to assemble, a professional. 
research staff that can effectively implement and manage- all aspects - of-­
operations research, population-based survey research and biomedical 
research. DAN should instead increasingly serve as a coordinating Center for 
family planning research in Indonesia, while building up the skills of current 
staff so that in the future DAN will be able to undertake a limited number of 
mid-size research projects itself in collaboration with external rasearch 
organizations and experts. A feasible target for the near future would be one 
mid-size project per Center per year. 

Although a thorough assessment of the resources of universities and private 
sector research organizations that have, and/or could potentially, undertake 
professional family planning program research is beyond the scope of this 
consultancy, the BKKBN could likely take constructive steps to strengthen the 
capabilities of such institutions. Training programs could be organized at 
university centers (with representatives from selected private sector research 
organizations in attendance) that would strengthen skills in such areas as 
research design, sampling and data collection, operations research methods, 
demographic and statistical analysis, and report writing and dissemination. In 
addition, appropriate technical staff from DAN could collaborate with external 
research organizations in the design and implementation of specific research 
studies. Such collaboration would be an effective mechanism for identifying 
future skill development requirements. 

It would also be useful for BKKBN to issue a policy statement that encourages 
other operating units within BKKRN to undertake program-relevant research, 
and to involve DAN in key steps in the development and execution of the 
research. This might include such steps as the following: conceptualization of 
the research topic and objectives; drafting of the work scope of the RFP; 
identification of qualified research organizations; review of proposals; 
negotiation/clarification of the work scope with the contractor; review of 
selected technical instruments, sampling plans, analysis plans, etc.; review of 
the draft report; development of dissemination plans. 
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It is clear that DAN cannot manage by itself all the large and small research 
projects that need to be undertaken, and it makes sense for the operating 
units to sponsor research on their own activities, especially if they have 
sufficient funds to support it. But it is also important that DAN be kept 
informed of all research and evaluation activities within BKKBN so that it can 
coordinate the overall research program and incorporate all research findings 
in its policy analysis. 

5.1.2. Creation of DAN Administrative Support Unit 

In order to lessen the research management responsibilities of the Deputy and 
the three research Centers, it would be useful to consider establishing an 
Administrative Support Unit in the Office of the Deputy to handle 
administrative management functions within DAN (e.g. issuance of RFPs, 
contracting, and financial monitoring). The unit, in collaboration with the 
three research Centers, would also be responsible for the administration of 
such Division-wide activities as staff training, progress reports to donors, 
preparation of DAN annual reports and plans, scheduling of workshops and 
seminars, management of thesis awards, production of dissemination materials, 
etc. 

This Administrative Support Unit would standardize and simplify research 
management functions within DAN. It would relieve the Deputy and PUJAK, 
PUSIK, and PUBIO of their present heavy administrative work-loads and allow 
the Centers to concentrate on technical research issues. The Center Chiefs 
would continue to report directly to the Deputy and there would be no change 
in the current structure of DAN. 

The personnel of this unit could be drawn from the administrative staff of the 
three DAN Research Centers. A research management training program will be 
developed that introduces staff to administrative procedures for implementing 
and monitoring research within DAN. Study tours to population and family 
planning research centers (e.g. the National Institut es of Health, Family Health 
International, Management Sciences for Health and the Population Council) 
could also be arranged in order to observe rasearch management systems in 
other settings. This training program, as well. as other technical inputs 
required for the establishment of the Administrative Support Unit, could be 
organized in part by short-term technical consultants, the resident long-term 
research management advisor, and in-country organizations with expertise in 
this field (e.g. the University Research Corporation). 

5.2. Research Management 

The proposed Administrative Support Unit would be responsible for 
streamlining research management procedures in DAN and training staff in 
their use. These procedures would document the entire research cycle, from 
identification of research topics and solicitation of proposals, through review 
and approval of project proposals, contracting, monitoring and auditing. 

The largest task will be the development and installation of research 
management rrocedures. The efficiency of specific operational measures to be 
employed in the DAN Administrative Support Unit will need to be evaluated 
and fine--tuned over time. The research management manuais prepared for 
BKKBN by the former Research Management Adviser, Mr. Gary Lewis and 
PRICOR materials on research management procedures may serve as useful 
guides in institutionalizing an effective new administrative system in DAN. 

To streamline research management, the various review committees would be 
consolidated and a larger proportion of the reviewers would be drawn from 
within BKKBN. This would not only speed up the review process, but improve 
communications between DAN and other BKKBN offices. 'There are a number of 
staff in these offices with adequate research backgrounds not only to 
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represent the views of their divisions and bureaus, but to contribute to the 
technical review of proposals. 

Research management procedures would be divided into administrative and 
technical functions. Technical staff from the three research Centers would be 
responsible for the development and monitoring of research projects that are 
conducted in-house or contracted out (i.e., development of research topics, 
preparation of the scopes of work for RFPs, the technical review of proposals, 
and the review of research reports). 

Each Center would be able to draw on expertise in other Centers for specific 
tasks (e.g. review of a sampling plan) as necessary. This would both 
stimulate cross-fertilization of professional skills and permit thr, development 
of individual expertise. (For further discussion and examples of research 
management procedures, see Appendices E, F and G; and for detailed sample 
procedures and forms, see Reference Materials A, B and C). 

5.3 Staff Development 

Personnel administration is the maintenance of personnel records in an up-to­
date status. An employee's complete record of employment with an institution 
must be kept current from the initial date of recruitment/employment through 
promotions, transfers, training, and other actions affecting the employer­
employee relationship, i.e., performance evaluations, suggestions submitted, etc. 
to separation or retirement. This function properly belongs within the 
Program Personnel Division (DENA). 

Responsibility for personnel_ management not personnel administration rests 
with the immediate supervisors. They must orient, assign tasks, establish job 
performance evaluation criteria, train or make arrangements for training to 
strengthen and/or upgrade job skills, recommend promotions, transfers, and 
continually evaluate the employee's job performance. 

Staff from DAN's Administrative Service Unit (ASU) would work with DENA to 
set up the personnel administration procedures that would be applied 
throughout DAN. Individual supervisors within DAN would then be trained by 
DENA and the ASU in applying these procedures. 

5.3.1 Personnel -System 

Leaving the compensation system aside for the time being, the ASU and DENA 
would need to concentrate on developing: 

o 	 A format for position descriptions; 

o 	 A format and procedures for developing work plans; 

o 	 Supervisory and performance assessment procedures and formate;
 
and
 

o 	 A staff development format. 

Sample instruments for a work planning and performance assessment system 
are in Appendix E. 

Once these standard procedures have beei, developed, the first step for the 
supervisors will be to prepare position descriptions for each staff person and 
vacant position. The supervisors, would draft simple, yet accurate position 
descriptions which, in addition to describing the duties and responsibilities, 
would list require qualification/s (education, training and skills).. •These 
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descriptions would be the basis for the development of individual work and 
training plans. 

The next steps would be to apply the work planning formats to develop DAN's 
and the Centers' annual work plans and then the monthly and individual work 
plans for staff. The samples included in Appendix E also include provision for 
staff development plans and form the 'basis for both supervision and formal 
performance appraisals. 
5.3.2. Staff Training 

Appendix H and I document the results of the training needs assessment 
conducted during this consultancy, and the resultant training plan for DAN 
staff. The information can serve the supervisors as a guide and a 
management tool to be used in conjunction with the development of work 
plans, staff assignments and career planning. Appendix H provides the 
following information: 

1. 	 It describes the proposed functions of each of the Centers (based
 
on Option 3);
 

2. 	 It outlines the skills required to perform those approved
 
functions.
 

3. 	 It lists each staff member by name, academic background, short
 
and long-term training, plus other training received.
 

As this Appendix shows, a considerable amount of short and long-term training 
in research-related tasks has already taken place, and this can serve as a 
base for the development of additional research skills in such important areas 
as research management, program evaluation and operations research. 

Appendix I summarizes a two-year training plan to upgrade the skills of DAN 
staff in research and research management. It contains the following: 

1. 	 It outlines additional training required to strengthen and upgrade 

job 	performance. 

2. 	 It provides a consolidated list of training needed in each Center. 

3. 	 It presents a consolidated list of training required by the
 
Division.
 

This plan includes training which has already been approved under 
agreements with international donors. It also assumes that the training 
strategy will rely on short, intensive, in-country training, stressing, in­
service, on-the-job and cross-training. Definitions of the various training 
strategies are given below: 

1. 	 In-service Training: This training constitutes a combination of on­
the-job training with off-the-job training at a local institute of
 
learning;
 

2. 	 Cross-Training: This training involves the exchange of training

skills between two individuals so that the institution maintains
 
continuity of operations at all times, even when one of the
 
incumbents is absent;
 

3. 	 On-the-Job-Training: This training follows a pre-es.ablished
 
supervisor training plan to upgrade the skills of an incumbent
 
while performing his assigned duties and responsibilities.
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4. 	 Short-Term Training: Training which does not, normally exceed 6 
months at an institute of learning. 

5. 	 Long-Term Training: Training of one, two or more years duration, 
the objective of which has been pre-established to upgrade an 
employee's skills/career as a potential key staff member to assist 
in strengthening the institution in the long run. 

6. 	 Other: This includes attendance at seminars, workshops, 
conferences, technical debates, etc., which are of benefit to the 
institution as a vehicle for getting its message across, exchanging 
technical information, and establishing professional and technical 
contacts for future reference. 

The priority areas for training fall into six broad areas: 
1. General Management 

A. Executive Management 
B. Personnel Management 

2. Research Management 

A. Strategic Management 
B. Design of Requests for Proposals 
C. Management of Subcontracts and Amendments 
D. Technical Project Monitoring 
E. Budgeting and Financial Control 
F. Management Information Systems for Research Management 

3. Family Planning Program Research/Evaluation 

A. Operations Research 
B. Program Evaluation 

4. _Demographic Research 

A. Proximate Determinants of Fertility and Mortality 
B. Target Setting Methods 

5. Bio-medical Research 

A. Reproductive Physiology 
B. Contraceptive Efficacy and Side Effects 
C. Maternal and Child Health Program Evaluation 

6. Research Skills 

A. Defining Research Objectives and Hypotheses 
B. Quasi and Non-experimental Designs 
C. Family Planning Indicators and Measurement 
D. Data Collection Techniques: Quantitative and Qualitative 
E. Rapid Survey Techniques 
F. Qualitative Analysis 
G. Report Preparation and Dissemination 

Obviously, not all staff will need training in all of these topics. Particular 
emphasis should be given in the beginning to strengthening research design, 
operations research, rapid surveys and research management. 

It is imperative that an in-house training and technical assistance plan be 
developed and implemented which will assure the systematic transfer of 
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technical and research management skills to central and province staff 
members. Assigned consultants and advisors should assist DAN managers and 
supervisors in the development of these in-house training and technical 
assistance plans. It appears feasible that in-house training of this nature can 
be 	 supplemented by a limited number of formal training courses held in 
Indonesia and abroad. Examples of transfer methods that can be employed 
are: 

1. 	 Half-day seminars by guest subject-matter experts, i.e., short term 
international consultants, members of missions, local Chiefs of 
Party from Agencies involved in International Assistance, etc. 

2. 	 Computer-Aided Instruction which can include both "canned" and
 
individualized tutorials for Central Office and Provincial Staff.
 

3. 	 Mentor/Apprenticeship relations are a good vehicle for building

research specialties among staff. For example, one staff member
 
may choose to become a specialist in focus groups, another in
 
questionnaire design, another in SPSS, etc. Any of these staff
 
members can be assigned to a Consultant or Advisor who would
 
outline the methodology, approach, etc., and follow through in the
 
instructional method.
 

4. 	 A limited number of 1 to 3 week in-country workshops on specific
 
research and research management topics, i.e., contracting and
 
budgeting, quasi ar. d non-experimental designs, operations
 
research, dissemination techniques, etc.
 

5. 	 A limited number of international study tours or workshops on
 
research or research management, i.e., visits to NIH, Population
 
Council, URC/PRICOR, FHI to learn how they manage external
 
research projects; EWPI Summer Seminar on demographic analysis,
 
etc.
 

6. 	 Study Allowances to assist staff to defray expenses for taking
 
formal courses in approved areas, i.e., at universities, private
 
computer training firms, tutors, etc.
 

7. 	 Attendance at local computer training firms offering short­
intensive courses in Management Information Systems which
 
carefully instruct in a) Collection, b) Documentation, c) Processing,
 
d) Analysis, e) Presentation, and, f) Dissemination.
 

8. 	 Take those Center Staff members who possess certain skills and
 
interests and give them more in-depth training in a certain area,
 
e.g., operation of the monitoring system, communication via modem
 
with the provinces and their universities and contractors;
 
questionnaire design, etc. Again, assign this staff member to a

"mentor" who would guide the staff member through the process. 

9. 	 Create a rotation policy among the three Divisions for the purpose
 
of cross-training respective staff members in needed or scarce
 
skills.
 

5.3.3. Consultants and Advisors 

As stated previously, the role of consultants and advisors is to provide 
technical assistance and guidance in the planning, implementation, management 
and evaluation of the research efforts of the staff in the Centers to which 
they are assigned. They should concentrate on the development of BKKBN 
Central Office and provincial staff expertise and procedures through in­
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service training, on-the-job training, apprenticeship, etc. so that the Program 
Development Division can gradually reduce its reliance on them to conduct 
research and to manage research projects. 

In this respect, the role of the Consultants becomes more demanding. First of 
all, they must work closer with the Center Chiefs in the overall planning and 
management of research. In essence, they are temporarily taking the place of 
staff undergoing research training outside of Indonesia. They should make 
sure that local staff whose research skills are to be upgraded are identified 
and a training plan developed for each one. They must assess and/or 
evaluate the capabilities of in-house staff to assume gradual upgrading of 
research functions. In other words, these Consultants must assure themselves 
that they are, in fact, transferring the necessary skills to in-house staff to 
plan, implement and evaluate research projects. They must guide in-house 
staff through all the research steps-with the built-in objective that at some 
poini in time their services will no longer be required. 

6. LONG-RUN. STRATEGY 

6.1. Preparing to Address Current Institutional Constraints 

Over the next 5-10-15 years, it is likely that some of the constraints that 
cannot be dealt with now will be amenable to change. It will be important for 
BKKBN leadership to lobby for these changes and prepare for their effects on 
DAN's role. 

1. 	 Changing -the organizational structure of DAN; It is quite possible
 
that this could be revised by Repelita V1. By that time BKKBN
 
may be in a better position to conduct research itself, or it might
 
decide to consolidate its research, act as a broker for other
 
institutions or limit itself to one major research area (program
 
assessment) that is not adequately covered by other organizations.
 
The point is, senior staff should be thinking about the future so
 
that appropriate structural changes can be made.
 

2. 	 Adding senior experienced research staff; It is also possible that
 
DAN *will be able to attrast senior, experienced research staff in
 
the future, and build on the base that should be in place by 1990
 
when those students who are currently abroad return.
 

3. 	 Increasing the skills of DAN staff to the point that they can 
conduct mid and large-scale, independent (in-house) research: If 
the current in-service training program is successful and skilled 
and experienced staff can he retained, then DAN may be in a 
position in 5-10 years to conduct independent research. 

4. 	 Long-term training for DAN staff: Although donor support for
 
this activity seems likely to phase out soon, it is still possible
 
that BKKBN itself will be able to obtain sufficient funding in the
 
future to adequately finance long-term training of key staff.
 

5. 	 Changing thegovernment compensation system. BKKBN will need
 
to keep lobbying the government to revise the government
 
compensation system to make it more attractive to researchers to
 
join BKKBN and devote their full efforts to research activities.
 

6.2. Preparing for Possible Systemic Changes 

It is also possible that Indonesia's family planning program will achieve some 
of its long-term objectives over the next 10-15 years, and this could have an 
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effect on BKKBN. At one extreme, if the program is very successful (as in 
Korea, Taiwan, Hong Kong, Malaysia, Singapore, and soon, Thailand), the need 
for a large-scale government program will diminish. Services may be taken 
over by the private sector and the communities if the current KB Mandiri 
efforts are successful. 

On the other hand, BKKBN's focus may shift to the outer islands, as Java 
becomes sef-sufficient; the introduction of chemical sterilization may 
revolutionize the delivery system; the government may decide to incorporate 
family planning in its basic health services once it is firmly established. 

Although it is difficult to predict what changes will occur, lessons can be 
-learned from the experience of other countries in the region, and by 
projecting effects on DAN of such new initiatives as KB Mandiri, social 
marketing, clinical contraception, private sector involvement, and so forth., 

Some possible changes to prepare for: 

1. 	 Change in BKKBN Role. The agency may move from implementer
 
and coordinator to standard-setter and stimulator, particularly as
 
service delivery is decentralized and taken over by the private
 
sector. Among the options BKKBN may want to consider as new
 
operational mandates are:
 

o Setting standards for the provisions of family planning 
services; promotion of guidelines for carrying out program 
and contraceptive research; encouragement of the adoption 
of public policies; and promotion of studies in priority 
service and policy areas; 

o 	 Phasing out involvement in service provision programs 
altogether and instead transforming the BKKBN into a
"research and training center" for the population and health 
sciences, with the BKKBN serving as a major source of 
funding and principal coordinating institution for family 
planning and MCH research in Indonesia. 

2. 	 Reorganization of BKKBN. It may eventually be possible to
 
reorganize BKKBN so that the administrative management of
 
research projects and the technical implementation and monitoring
 
of research are more clearly demarcated. In addition, it may
 
prove effective to consolidate all BKKBN program evaluation
 
research (including the management and analysis of service
 
statistics) into one functional Division.
 

3. 	 Phase Out of Donor Support. This is a certainty in the long
 
run, and will have significant effects on BKKBN's ability to
 
sponsor research, let alone conduct it in-house. It may prove
 
necessary to establish more stringent research priorities in the
 
future.
 

4. 	 Decentralization. This process is already underway in many
 
aspects of BKKBN's operations, and will likely have a significant
 
effect on research management procedures and priorities,
 
particularly as local program evaluation issues gain prominence 
relative to national concerns. 
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Attachment No. I
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Statement of Work
 

The Program DeveloPment Division (PDD) of the BKKBN was establishedits mandate to and givenconduct research on all biomedical, social, and pol~cy tc~ic­related to family planning by presidential decree in 1983. 
USAID supp.ort to
the PM, under Project 497-0327, Family Planning Development and Services II
also began in that year. Pumds have been provided to support int-house andextramural research projects, technical assistanze, development of re.earc,
managemenc systens, staff training, and other institution building
activities. 
 InFebruary 1988, USAID conducted a 
mid-term evaluation oi itssupport to the FDD to examine the extent to .hich the project has met its
quantitative objectives 
as well as to assess
activities the quality of researchand utilization of research findings.
.lnstitutional caacity of the P 
in addition, the
to manage research was examined. The
evaluators cocluded that while improvements have been made over the project
period in training, management, and research out-put, considerable
opportunities exist for more progress in the future.
a period of very rapid expansion and increasi 

The PDD has been throuh
 
demands for output. '-The team,
ecorended that the time isapproPriate for tightening up the system and
clarifying objectives and goals afor the future. Concerns which should beaddressed include developmentofconsensus,consolidationofeffort,im~rovernentsin culi , .
and... i-o'ngerrarepie' ±,a review o,. %70 overall object.,yes evelopig consensus,responsibility of the three centers, their relationship to other units within
 

ot Zfle , th~e specific areas ofBW<'N conducting research, and realistic targets for outputs should beconsidered.
 

Obiectiveof
the naement and Training Needs Assessment
 
Based on the recommendations or 
the mid-term evaluation, the objective Cf this
consultancy is to work with the Progrim Development Division to:
 

1. Review expectations of outputs from the PDD on the part ofBIKBN and the donors; 
the 

2. Clarify the objectives
Biomedical, of the three research centers,National Family Plannirg Studies, and Policy Scudies; 

Grand Total: S49.l30 ,)) 
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3. 	 Review the structure of the ?DD including in'er-linkages and 
co-ordinating me-hanisms; 

$ 4. 	 Design a more efficient task allocation and staff management 
system; 

S. 	 Assess sta-fing units and competencies required to meet 
objectives; 

6. 	 Conduc: a training needs assessment. 

Scecific 	Oblctives
 

1. 	 Review expectations for the role of the FDD in BKKBN from the BKS and 
donor perspective. Currently, the PDD is requested to provide a broad, 
and somezimes conilicting set of services. To maximize the resou::es or 

li~e unitrhp tsould limit its focus to one (or more) of the­
following areas: evaluative research of the activities of the 
operational units; progran development and operations research; 
m.anm .entof extramural research; in-house research. 

.	 Clarify the objectives of the three research centers an! their sp.ific
 
areas o£ resoonsibilities. Svecific attention shculd be given to tie 

di.feren-:ation in function and area of responsibility between the Center 

for National Family Planning Studies and the Center for National .aily 
Planning Policy. 

the the 
FDD within central BK1IN, an the PDD inrelation to provincial B._N 
offices as well as with outside research institutiors. Included im.the 
examination of structure are: organi:azion structure; staffing; a-d -, 
interinkages and coordinating 

mechanisms. 

3. 	 Review and clarify the structure of the three centers within tfh, 

4. 	 Assess the staffing levels and competencies required to meet the 
objectives described in (2) and (3)above. 

3. 	Based on (1)- (4), above, conduct a tr.inin assessment to revie "staf­
capabilities and assess ccmpetencies needed to carry out job tasks. 

6. Based on (5), design a tw6 year traini4g plan to build specific 
.. competencies related to specific tasks and s.)eci-ic research areas. 



Indonesta 

C3 - I97-0327-3-70069 . 
L.Pr* NUM&M Mo -~ 

10 rW/T Family Planning Development & Services "2 
Project 497-0327 

I Renearch Ccrcnent 
______ tiet~g*-6(CC to t6- MwmoC "7ed~ in -T bleci r-a MM/? MIOT ew PATL Fo ~,I sb 

__ -, r. q-wa= 6orr TA *poe==w c~ xMak b~fbcr W-d W==*T= A 

I=1ementation: Consultants Needed and Tlime Period 

Two consultants will be needed to conduct this management and training 
assessment. The first will be a specialist in organizational development 
who has extensive experience in conducting management assessments. The 
second consultant ust be a training specialist iio is very knowledgeable 
about research and management training opportunities. Commencing
 
on/about October 31, 1988, the consultants should work with the BKKBN for 
30 days and prepare a draft report to present to the BKKBN by the end of
 
the third week. They should incorporate BKMN and LSAID feedback in a
 
final report which should be submitted the end of the fourth week (twenty 
five copies for BKKBN and ten copies for USAID). The BKr" will review
 
further the report and hold internal meetings to discuss it. After 2 1/2
 
months time (i.e.. or./about February 6, 1989), the organizational
 
development consultant should return for ten days to review actual and
 
planned changes made by B*KBN on the basis of the report, and to develop
 
an Action plan for instituting improvements.
 

Grand Total: $49,1304;
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Functron: To co LIec: t, prepat-? and main ta tri formal arid
 
i n rorrmal con tac: tS wi th- na r j.onal and international
 
institutions for the purpose of monitoring and observing
 
policy implementation.
 

T a s 	 , -- : 

a. 	 To collect, cIa_s7if,/ and docirmer t data and irfo rnat io. 

b. 	 To carryi out Formal .and inloimal, contacts with national
 
and in ternational organizatiori for the pu rpose of
 
deveLop ing family planning poLicies-


C. 	 To mLOni tr and o1:,se rve the imp lemen iation o f Family
 
p larning. policy and policy improvement­

d. 	 To draft policy doc:uments and detailed plans for policy 

imp Lemen ta tion and/or action. 

3. Pol icy F-ormLLlati.on Division 

Fiin:: t or: ]'o test., analyze and formulate poliy alternatives
 
on family plannii'nc toward the developient. and integration
 
o : the fam i ly p Lann ing progr am a t the regionai a nd 
national levels. 

a. 	 To test and analyze a.1t.elrnaLive approache-:s to family
 
p Lann ig ­

b .	 Based on al terrna tives iden ti f ied. to formula te and 
deve Lop family p l.arn irng pol ic,/ For the p.irpose o f 
in teqrating f amily planning secot - s at r egiona i and 
ratioriaL Levels. 

(Ii;-\IrER F1oR NAT'IONAL FAMELY PLANNING STUDIES 

FUNCTINS AIN.ID RIELATED TASKS: 

-I...ICTTI'N: To implemen L research and development i ri the field (r 
fmm i l, p i..-irin ir, 

I'ASK'S: 

a. 	 To develop research aid development Plans in Na tioral
 
Fr.miily P [ann ini .
 

L . To.. i h t r to 	 the 'ut i 11. z a [:. iorii up I.,m riwn e [ f t. i nc r ease 

res.archf i~igs
 

http:F-ormLLlati.on


c: 	 - ,.s tuad'y iat.ion al popl .. a t J.o dr , i ri c: , rerrirca.1., as w ell
 

as ini:.eri 
" 

a Li oa l ., Ln r.a a I L. on to faily.Ly p 1.ann i.ng
 
ptag ram sfl,::.. 

st 	 h e o. .is:i--, rviceot::eC:OriC)il yd.ro: c'onduc"hi:t i.. I ,d ;cial s I C:t' * 

.n, . u.i.ir , :,:..: I:.a iJ Na I..iorial <tll .t y
. s.<,ar _:.. , 	 .he 

e . To i.mr.'p.er1e. res'.eaic:i arid deve ].&I)prn)L t. t. e man agemeri .
 
and admi n ist I:.i:i . ion of 1:e N tiorl. Fam I ly
Ia 	 Plann ing, 

c.I::_L. rt: To provi.de administ:ratri..ve services t:o al lUT.Ls- w Luhin 
the Cen t:er for Faml....y P Ianrii.ric Stud e s ­

a. 	 ToFcma i.rlLa.J.n offi ce c:orresporidenc:e arid fle](sC ­

b. 	 To car ry ot. Lhe per sannlI a-dmIn i ,isL a L..or
 
respons ibi.litiL.es of I.he Cenlter.
 

c:. 	 To drai:t: and sl.ibrni. L'. requests for o fLice equipment and and
 
stati.oriary for the .. t r ­

d. 	 10 takL :: ar. ,_)f oI s.itc:::.ic : and d iI:..r i.ibuLion oF office
 
equ.iplien n. suipp lie _.
arid 

f.to asss . t: i. and pr epar 'e tr.avel dcic:imernt.s and lravel
 
r rlan :] lnhri , or he.'l,: ,t.afF oF tihe Center­

iiet.i.rigs­o. 	To orqaii i.e and develop I oitis :. ..c_7 for Cen Le e 

h 	 ]"(:) pr epa r e . L :.etrs r a1 e !"rL.of,caOn tracts: L.: and C)Lhe r
 
related doc umer ts:.::­

rres an devel.opmen L. aridI riLI:':iii ro develop * r::t ,: 	 pL.ans L: 
i.n tens .if" the use o r esearc h f iridi .i,. 

a. 	 To collec t., class iV arT doum: olent. t t'a:i and inorma ti oi­

b. 	Io , i olu t Forma.l an,:i i I rmcu 1. ,:on L. i: I- w i. biAna Lti na l
 
I.. [ .a i.I r . it , O
,rt i r 	 rli 1 o i . zri ions [:, t h ID1 r :) ,

,dy,'."e Lop irl y F,:mi. y p[ Lralnn in-g proqr a:ll p a. : 

i:i, I ,:!L!Vt? . (_ D 1 , 1,-.:.,,:.- I I, (' 1-1 a.-llo j ,-JU:,.;. V O-:J.M:,ll-r t p i a nr .:. jrn l C.: 
a111.no t) , n Lr 	 i .I l p Lann lnqpIro,:w i 

.	 i - l: ,. ro i nc . ,:. W ,i u t: i I i L-ion a. I: rw rch 

I"P ,:WOll.. l Va.iq i. .: t: l . ry ncng ,th v i . . . 

http:s.itc:::.ic
http:litiL.es
http:provi.de
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. c_ c:orI dIIc t. S:i.vI ch r at .) -I, tf1,.1.1. .7 rlC
 

i L-s_ dc L IT) i.n. riI:.7.
 

co r pic)p.1 , ynm.C: 	 ia 

b. 	 ioIII . e ri 1: ro&..ea Irci . Inc r t a Ii t' anyn i .I t e,r IIIj ri r ti- ­

i r0y:, -l p,:oi torn. t,3 r~d
C c. IpeIn t1.ud i e,.- Lr 1 Ipt r or i ty h,.ir
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CENTER FOR BIOMEDICAL AND HUMAN REPRODUCTION STUDIES 
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b. o draif: t c:;ar-(eer dUeveI pmen : ind 	 P)c ,1 j ForproCi.moti.].on %. r 
. , pt prIh2-?U ,. z-r ~ruc her i no ani ,:u ipqr'..d.J r. indfIp)wtptr r 

anrI, DUI. 

d. 	 1 ,. T ! , r-r L,. ; . r.-F:nVt f-o 0 f q: , n L an 

, o .a ke c: are or .toqi.st:t.ics:: aid disLri.ut.ion Of :fUtfi C;
e'quiJpmlent and sull:J'gpp ].i.es. 

f"... CO j i: i l ri id pre:.are Lrave I .lilt.r L:.: ,. rid . .;-i 1I. 

arrangemenlts for the staff of the CenLer­

g-	 To organi., ze and develop lo.ist.ics for C;ent.er meet.rgs.. 

h. 	 1-o pr,pare ietter-C)o .ofI:.ffl rr C: urn I .Iact IP:: and other 
related jouI ntsrI :". 
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APPF.'NDIX E 

APPENDIX E: Examiples of Wcrkplans
 

This appendix consists of examples of an anrual, m'' nthly and 

individual work plan. The plari r-ig pr'ocess begins with a five-year 

plan, with ar annual plan developed from that. The assignments to 

each ind ividual are compiled to make up each persor' s annual work 
plan. The monthly plans are based or the annual plan as well asi 

changes that occur. 

This system is also used to keep track of perf:,rmarmce. Each staff 
member in a unit has a copy of the unit's monthly work plan, ard 

notes what is accomplished, what isr't (and why), and uses that 

inforratior to plan the next month's activities. This inf,-,rmation 
is also used to assess each individual' s. performance, and to 
summari ze it in the individual' s "Workpl an ard Perforrmance 
Assessment" form. 

This system replaces funct ioral j,: descri pt ions ard general 

performance assessments for irdi'vidual stafif membE'-s. It is a 
sirple procedure for linking each staff member' . monthly (even 

daily) activities to the unit's morthly, annual and five-year w:rk 

plans. An individual's role is, therefore, defined by the 

activities in his or her work plan. Arother advantage of this 

system is that it is very flexible. As new tasks are added and ola 

ones dropped, they are added or dropped t:, an individual's work 

plan. This results in what is called a "Living Job Description", 

one that reflects the actual role each person arid each urnit has at 

any given t i me. 

One caveat, however. This system requires time arid commitmert from 

maraerent. It will work irly if it is followpd. The easiest way 

to do this i. to hold m:nthly staff meetin gs where the monthly wo, 

plan is updated, changes in assignmient s are noted in irdividua i 
work plans-, and each staff member riot :inly under'stands what is. 

expected, but agrees ti: undertake the assigrments and complete them 

by the deadlinie. This is riot a one-sided, too-down assignment 
procedure, as is typical ir Asia. It requires negotiat ion so that 

the assignrments are realistic and the needed support is guaranteed. 

Ird iv i dual performrance assessmlent s a Iso- rieed t o- be held 

periodically, at least every six months, to: e..:,re that wrkplar, 
are updated and realistic, that the staff person has the suport 

needed to c:mplete assi gried tasks, arid that needed staff 

devel,opmert activities are built init o the work plan. 

FinallI, to emphasize the last point, the annual, rn:thly and
 

individual work plans are expected to i clude staff devel,:cniei 

activities. These need to be scheduled as any :ther activity is
 

schedu led.
 



* 1 Ar.nuaI Wcrkpan 

(FILE: 88WKPLN. DOC) 

This is ar exarple cf an annual w,-rkplar for an crganizatir (URC. 

in this case) which funds apDr-x imIat'I1y 15 research pro-jects 

annually. Ir additi-n , the o-rgani zat ior conducts research itself. 

holds workshops, dissemirates research results, and carri.es out a 
variety of administrative tasKs to support its research activitiese. 

Inr many respects, these activities are sinilar to those carried out 

by BKKBN's Pro-gram Develcpment Division. 

The pro-,ject is divided into six major tasks: 

1. PLAN, ORGANIZE AND DIRECT PROJECT 

2. DEVELOP OPERATIONS RESEARCH (OR) OPPORTUNITIES 
3. DEVELOP OR PROPOSALS 

4. MONITOR/IMPLEMENT PROJECTS 
5. OR SKILL DEVELOPMENT 

6. DISSEMINATION 

Each task is broken irto, subtasks; arid each subtask is assigned t,­

,-re Or rmore staff (the responsible person is listed First). The 

"deadline" indicates when the task is expected to be c,-mpleted. In 

some cases (monthly reports, for example) the f.-equenc: of the 

deadline is listed. In other cases (recruit cinrsultants), the 

deadlire cannot be anticipated. and an "as needed" freauency is 

used. 

The annual work plan can (and should) be um'dated as rew tasks and 

subtasks are added (a study requested by the Chai rman. for 

examole), arid if some initial cres are dropped or staff change. 

This annual workplan alsc has a 2-3 page narrative preceding it 

that describes the objectives fo-r the year, the strategy f,r 
i l

achieving those cobjectives, and the general areas of respoc'ns ib ity 

for senior staff. That narrative has rot beer included in this 

exariple. 

The most important value cf this workplan is that it forces 

manaaers arid subcrdirates to list everythirg that needs to be d:',e. 

make assigrments, set deadlin es, and then negotiate pric rit ies. if 

the Chairman requests a quick study and there is no slac- time, 

ther this plan can be used to force the Chairman to set priorities. 

For every new task added, cne has to:, be dropped, or additi:nal 

staff reed t,-, be added. 

http:carri.es


ANNUAL WORKPLAN: BANGLADE3H, 1988 

TASKS/SUBTASIKS 


1. PLAN, ORGANIZE AND DIRECT PROJECT
 
1. 1 Reports 

1.1.1 Develcp annual w,:rkpian 
. 1.2 Develop monthly arwi, pla,-


1. 1. 3 Prepare progress reports 

1. 1.4 Prepare project status rep. 
1. 1.5 Prepare trip reports 
1. .6 Preoare financial reports 
1. 1.7 Prepare Semi-annual report 

1.2 Office Managemiert
 
1. 2. 1 Reorganize office 
1.2. 2 Manage equipment, furniture 
1.2.3 Manage vehicles 

1. 2. 4 Reorganize cormputer(s) 
1.2. 5 Cortrol Househo ld effects 

1.2.6 Manage staff housing 

1.2.7 Inventory property 

1.3 Staffing
 
1.3.1 Hire Local staff; 
Research Assistart 
Clerk/typist 
URC stoff: VS/OR sociai sci. 
URC Social Scientist 
Sr'. Sciertist: Tarifer 

1.3. 2 Conduct WPPR 

1. 3.2 Recruit consultarits 
1.3.3 Recruit temporary Help 


1. 4 Firancial Management 
1. 4. 1 Submit office expenses 
1.4.2 Cashflc,'wj project ion 
1. 4.3 Travel expenditures 
1. 	 4. 4 Subcontract s/Armendrent s: 
BFRP 
IDS 

Others 


1. 4.5 Consultant vouchers 

1. 5 Admiristrative systems 
1.5.1 Reorganize fling system 

1.5.2 Set up consultant roster 


RESPONSIBLE DEADLINE
 

JR Jar, 
Aii11t of ,,'rith 
All Month ly 
All Quarterly 
All As required 
CC Monrthly 
JR Mar, Sep 

GMK Jan-Feb 
GMK Ongo irig 
GMK Ongoing 
JR Jan-Feb 
GMK Ongoi ng 
GMK Ongoirg 
GMK Quarterly 

JC Feb-Mar 
JC Feb-Mar 
JR/MS ASAP 
JR/MS ASAID 
JR/MS Ap r-Ju-n 
JR Semi-annually 
JR/JC/MB As needed 
JR/JC/MB As needed 

AMS/JC Monthly
 
AMS/JC Mornthly
 
AMS As requirec
 

JR Feb 
JR Feb 
JR As required 
AMS/JC As required 

JR/AMS Feb
 
J./AMS Apr
 

1.5.3 Revise project m:rit. system 
1. 5. 4 Revise computer :ystem 

JR/AMS 
JR/AMS 

Mar 
Mar 

1. 6 L i a i on/ co:'rd i n a t i , ri 
1.6. 1 Update mail i-rg 1 it 
1. 6.2 Hold briefings/meetings 

ANS 
JR/JC/MB 

Mar 
As requi-ed 

2. DEVELOP OPERATIONS RESEPRCH (OR) OPPORTUNITIES 
2. 1 Bangladesh 

S. 1 Social Marketirg (Corriun ity Sales Agent s) 
Concept paper JR 

Feasibility study JR 
W:rshc p t, devel 1op ,.:.del J F. 

II 

Mae. 
Amr" 
Mav 



ANNUAL WORKPLAN: BANGLADESH, 1998 

TASKS/SUBTASKS 


Phase II Proposal 
Approva 1 
Basel irne 
Mo r it or i ng 

2 .1.2: FPSTC Study Desigr, to USAID 

2. 1.3 TAF Replicatiorn (IEM)
 

Concept paper 
Propc sa1 

Approval 

Basel ine 

Monitoring 


. 1. 4 	 Pathfinder F-U(QBL) 
Concept paper 

Proposa 1 
Approval 

Basel ine 

Monitoririg 

3. DEVELOP OR PROPOSALS
 

3.1 Bangladesh
 
3.1.1 MIS
 

Concept paper, 
Propo:sa l 
Approval 
Basel ine 
Analysis procedures 
implementat ion 

3. 	 1.2 Mass Ccmmurnicatiocns 
Complete proposal 
Pl anning 
Field research 
Campaign design 
Basel ine 
I mp Iement at i om 
Audience panels 

3. 1.3 Teambuilding 
Complete proposal 
Apprcva i 

Basel ine 

Impl emenit at icn 

Mon it or i ng 


3. 	 1.4 Sarnivar 
Complete proposal 
Approva 1 
Basel iie 
Imrl[emeit at i on1 

Mc n ito r 	irg 

4. MONI TOR,"IMPLEMEINT PROJECTS
 

4. 1 Bang adesh 
4. 	 1. 1 RAPPORT, complete Dhaka reprt 

RAPPORT, Chittagorg report 

RESPONSIBLE DEADLINE 

KT'JR May 
KT July 
KT/EBK Aug 
KIB/K Dec 
BK/JR Feb 

MB Feb 
MB Mar-
MB May 
MB Jurn 
MB Dec 

BK/JC Mar 
BK Apr 
BK May 
BK Jut, 
BK Dec 

JR Jar 
JR Feb 
JR Apr 
KMK May 
JR/KMK May 
KMK Dec 

MB Feb 
MB/ GMI< Mar 
MB/GMK Apr 
MB/GMI< May 
MB/KMK May 
MBiGMK Jur( 
MB/GMK monthly 

BK Mar, 
BK Ap 
BK/KMK Ma..' 

BK Jur 
BK mont h l y 

BK/JR Feb 
BK Mar. 
BK May 

BK May 
BK ongo,irg 

MB Feb
 
JR.BI< Jar,
 



ANNUAL WORKPLAN: 

TASKS/SUBTASKS 

4. 1. 2 QBL, complete report 

4. 1.2 TAF I ccrplete report 
4.1.4 	 TAF a
 

Base ine urban survey 

Base line rural survey 

Mon it cr i rg urbar 

Moni tocr i n g rural 

Survey of achievemerts, urban 

Survey of Achievemert,rural 

Follocw up survey, urban 

Follow up survey rural 

Report preperationr ard
 
disseminatior 


4.1.5 	 BFRP (IUD study)
 
Data collectior, 

Data processirg 

Data analysis 

Draft repcrt 

Soluticn developmet seminar 

Dissemi aticr seminar 

Fc llo-w cr project propcsal 


4.1.6 SOPIRET
 
Solution development wo'rkshop 
Establish monit,-,ring systems 
Implement ation of mon ito-rirg 
Mon.itcring of changes 
Fco'llow-up survey data collecticr 
Data 	analysis 

Report (final) 
Disseminat ionrKT/BK. 

4. 	 1. 7 VS STUDY 
Stage 1 
Establishing ateering comm. 
Select study sites 
Refine alterratives 
Develop/test mon tc systermit,-ring 
Desigr/ccnduct baseline survey 
Review World Bank Study 
Oriert/train MOHFP staff 
Stage II
 
Implement alternatives 
Aralyze baselire data 
Moni tcr intervent iors 

5. OR SKILL DEVELOPMENT 

5. 	 1 Fell cw/iI nterr p-rogram: 
Mich intern 

5.2 	Training 
Qualitat ive Wcorkshcop 
Rapid Survey Workshop 

BANGLADESH, 19-98 

RESPONSIBLE DEADLINE 

JC/JR/BK Feb 

0B 	 Feb 

ME: Ja,.i
 
NE Jar
 
MB Mar.
 
MB Apr
 
MB Ju,
 
mBe Jul
 
MB Dec
 
ME Dec
 

MB 	 Jar '89 

JR/JC,/BK Feb
 
JR/JC/BI March
 
JR/JC/BK March
 
Jr/JC/BK May
 
JR/JC/BK May
 
JR/BK June
 
JR/BK 	 June 

MB/BK/GMK Feb 
MB March 
MB/BK March 
MB/BK Apr-Dec 
KT/BK Jan 8'9 
KT/BK 	 Jar 89
 
KT/BK 	 Feb 89 

Feb 03 

JC/JR Feb
 
JC/JR/BK Feb
 
JC/JR/BK March
 
JC/JR/BIK March
 
JR/BK March
 
BI< Marsh
 
JC March
 

JC May-ADr.89 
JR/BK April 
JC/'BKMJR Ma-A ' .139 

MS 	 Jar 

B TBD
 
JR/KM1 May
 

http:May-ADr.89


ANNUAL WORKPLAN: 


TASKS/SUBTASKS 


6. DISSwMINATION
 

6. 1 Interir repc'rts 
Ch itt arg,-,rg 
TAF 1 
QBL 

Sop iret 

IUD 'QBFRP) 

TAF II 

Social Marketirg 

MIS 

Mass Cormmrricat iors 


Swarr,ivar 

VS 


6. 	2 Final repcrts/sumraries 

Chittagorg/Dhaka 
QBL 

TAF I 

IUD (BFRP) 

SOPI RET 


6.3 Newsletter 

6.4 	Jcurral articles 

Surmmniary for practitiorers 
Book cutline + Chapter 
OR Prccess & Mgnmt 

E.5 	Seminars: URC 


NCIH 

APHA 


TRAVEL SCH-IEDULE
 

BANGLADESH, 1988
 

RESPONSIBLE 


MB/JP/BV 

MB 

JC/JR/BK 

B 
JR/BK 

MB 

JR 

JR/KMK 
MB 

BK 

JR/BK 


MB 

JC/BK/JR 

MB 
JR/BK 

MB/BK 


TBD 

TBD 


MB 
MB 
MB 
JR 


TBD 

TBD 


DEADLINF
 

Feb
 
Feb
 
Mar
 
Mar-
Mar
 
Mar 
May
 
June 
June
 
June
 
July
 

Mar
 
Mar
 
Mar
 
June
 
Feb .9
 

TBD
 
TBD 
Mar
 
Feb
 
Feb
 
Mcnthly 
June
 
Oct
 

JR: 9argladeshThailand, India, Irdoresia, Nepal
 

JC: Bangladesh
 
MB: Bangladesh, Nepal, Sri Larka
 
BK: Bangladesh
 
KMK : Pangi adesh 
KT: Bangladesh, Nepal
 

KEY: STAFF CODES
 

JR Jack Reynolds 
JC Jatinder Cheenia 
MB Michael Bernhart 

BK Barkat-E-Khuda 
KMK Khin Maung Kwye 
KT K-,r ay Tanfer 
MS Myrna Seidmar, 

COUNTRY PROJECT CODES
 

BANGLADESH
 

1.RAPPORT Pathfirder Chittagong and Dhaka Area Peallocat ior Pr--jec7 

2. QBL Pawh:fi, aer Intarven're t in, Std' 

.TAF I The Asia Founidationri, High-Lo-,w Perforarce Projject 

4. TAF II The Asia Foundation, Test of high perforrmance mc.l 

L 



5. IUD/BFRP Copper-T IUD Follow-up study 
6. SOP IRET 
7.VS Volu ntary Sterilization Reirmbursemiert Study 

8. MIS Management Informati on Systeri/Worker Perforriarmce Study 

9. Mass Comm Mass Ccmmuricat ions (Radio) Study 
10. Teambldrg Improving field worker performrance via tearsibuilding 

1.1. Swarrivar FP and development project 
12. SMP Social Marketing, Commriunity Sales Agerts Study 
13. FPSTC FP arid MCH 
14. IEM Replicating TAF findings in MOHFP 

15. Path FU Fol low-on to QBL study 

/
/j 



.2 -XAIMTIE OF MUNTHY WCHX PLAN 

arch 	1, 1988 MONTHLY WORK PLAN/PROGRESS REPORT
 

0S5SSUETASKS ----	 RESPONS. 

1. ADMINISTRATIVE 

1. 	 1 Reports
 
Workplans All 


Progress reports
 

Proect status reports AIl 

Trio r'eports MB 
Financial repcrts ASM 
Semi -anrnual repo-rt JC 

1.2 Office Management
 
Office crganizatior 

KMK Office GMK 

corputer JR 
Equ i prnert, furn iture 

UPS GMK 
Vshicies
 

C:riput er (s)
 
Ho-,u.sehold effects
 

Insurance GMK 
Staff housing 

Property inventory 

1.3 	Staffing
 

Local staff: Research Assistant 


Clerk/typist 

URC staff: VS/OR social sci. 


WPPR
 

Corsu itan s
 
Temporary Help
 

1 .4 Financial Management 

Office expenses 
Cashflow projection ASM1 
Travel expend itures GMK 

Subcort ract s/Amerdrnent s: 

Ccnsultant vouchers 

1. 5 Admini strative systems 

Filing system 
Consultant roster 

Project mon itorirg system KMK 

Computer system 

1 .6 	Li aisc n/cocrd inat ion
 

Mailing list
 

Briefings/meetings
 

2. DEVELOP OR OPPORTUNITIES
 

2. 1 Bangladesh 

Social Marketing CP JR 
FPSTC CP B, 
TAF Replication MB 

Pathfinder F-U JC 

L--NNE- - CTL 

3/1
 

3/10
 

3/10
 
3/10
 
3/12
 

3/2
 

3
 

3/15
 

3/10
 

Defer
 

4/1 starts
 

On hold
 

3/6
 

As needed
 

3/20
 

3/9
 
TBD 	 Waiting LISP[D i.,out 
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PLANNED ACTUL­

3/9
 

3/28
 
3/15 

3/9
 

3/15
 
3/1
 
orgoirsg
 
3/15
 
3/2
 
3/15
 
3/1
 

3/30
 

or oir g 

3/15
 

3/3C
 

3/20
 

3." 1 
3/23 

310
 

TASKS/SUBTASKS 

3. DEVELOP OR PROPOSALS
 

3. 1 Bangladesh 
MIS 

Mass Cormunicatio:'ns 
Tearbuildirg 
Swarri var 

4. MONITOR/IMPLEMENT PROJECTS
 

4. 	 1 Bangladesh 
RAPPORT, Dhaka report 
Q L report 
TAF I 
TAF II 
IUD 

Data 	collection 

Data processing 


Sopiret monitcring 

VS: refine alternatives 


Instruments 
Subcontract SOW 


Site 	visits 

Committee meet 
Lit review 


5. OR SKILL DEVELOPMENT
 

5. 1 Fellow/Intern program: 
5.2 Training 

Qual itat ive Worknop 
Rapid Survey Workshop 
Survey Mate Workshop 

5.3 Institutionalization
 
Sr. Fel low 


6. DISSEMINATION 

6. 	1 Interim reports 
Chittagong 
TAF I 

QBL 
Sopiret 

IUD (BFRP) 


6.2: Final reports/surriar 
Chit t agong 
Dhaka 
QBL 
TAF I 

6.3 Newsletter
 
6. 4 Journal articles 
6. 5 Semina;rs: UIRC 

ies 

Women-i-r-Dee 1opment 
Lesscns learned 


Sampling 

6.6 Conferences: APHA abs. ct 

RES[--ONS. 

JR 

MB 
BK 

BK 

MB
 
JR 

MB
 
MB 

BK 

BK 

MB/BK 

BK/JC 

BK 

BK/JR 


Financial prccedur. JC 


JR 

MB/JR
 
MB
 
BK/JC 

MB
 
BK/JR 


MB
 
JC/BK 

MB
 

TNT 


JC 
MB
 
All-" 


JC/BK
 
JC
 
BK/JR 


Mich 	intern
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TASKS/SUBTASKS RESPONS. PLANNED ACTUAL 

JR: Scmnalia 3/10-16; BKK 3/17-20
 
JC: Leave
 
ivIB: Nepal 3/i-E
 
BK: BKK 3/1-6
 

Linda Martin 3/6-10 (?) 

MISCELLANEOUS
 

Hartals: 2
 
Holidays:3, 26 

4!
 



3 Example cf Individual Wo:rk Plan FILE: WPPR. DOC 

INDIVIDUAL WORK PLAN and PERFORMANCE ASSESSMENT 

_8NAME: Barkat-e-Khuda PERIOD: Jar-Ju 

P. Pssigrted Tasks: 

I. PLANL ORGANIZE AND DIRECT PROJECT: 1. 1 Reg,,-t=. P-epare 

monthly wcrkplans ard submit monthly progress reports by the 5th 

of each month. Update subproject status reports or dBase file at 

least quarterly. Prepare trip reports within five days of 
cormpletior cf trip. 

.and3 DEVELOP OR OPPORTUNITIES ard PROPOSLS: Develop concept 

paper for Pathfinder follow-up study by February, proposal by 

April. Develop Teambuildin g proposal by April. Complete ard 

submit Swanirvar proposal by February. 

4+. MONITOR/IMPLEMENT PROJECTS: M:,nitor the following projects in 

Bangladesh: Pathfinder, Teambuilding (to begin April or May), 

Swanirvar (beginning May). Provide TA in following projects: 

assist JR in completing final Chittagong report; assist BFRP in 

aralysis plan and draft of IUD study report; assist MB in settinrq 

up monitoring system for SOPIRET study; identify study sites for 

VS study, design baselin, survey adn monitoring system, review 
World Bank study. 

6. DISSEMINATION: Prepare interim reports on Chittagcong, QBL, 

IUD (BFRP) and Swanirvar by June. Prepare final repor-t ard 

summaries for QBL and IUD by June. 

B. T r-airni-/ Career Dev'el o-mer,t Activities 

1. Develop computer skills: word processing, dBase, spreadsheet 

by June. In second half cf 1988 develop skills in computerized 

data entry and analysis programs (Survey Mate, Epi Info, SPSS). 

2. Prepare at least one publishable article by June, 1988. 

C. Assistarce R eg ui r-ed fr-ocm Superv isor! URC 

1. Funds to attend basic ccmputer o,'rientatior course (Wordstar, 

i-2-3, dBase) on Saturdays. 

2. Periodic guidance, assistance frocm Dr. Kywe and JR cn computer 

prc g r a [ii s. 

Signed: Employee Date Supervis:,r Date 



D. EmQcPleeAssessmRernt o-f Owr Perfor-roarce 

E. Supervis zr Assessmert of Perforrnarice 

F. Recomrerdat iors 

Sig ed: Emplo'yee Date S u pervisor Date 

2 



Fl. EXAMVPLES OF M.ANGEMENT 
TPROCEDTRIES FOR RESEARCH PROJECTS 

(SEE REFERENCE MATERIALS FOR COMPLETE TEXT) 



APPFDIX F 
EX(AIYIES OF MI* A"IMEI-T 

PROC-DURES FOR RESEARCH PIROJECZ 

PRIC2R PROPOSAL REVIEW ?ROCEDURES
 

T.A.BLE CF CONTENTc 

I. 	 INTRODUCTION
 

II. 	 STEPS IN THE PROPOSAL DEVELOPMENT/REVIEW PROCESS 

III. 	 EXAI1iPLES 

CONCEPT PAPERS
 
. Log of concept papers and proposals received
 
2. 	 Acknowledgement card
 
3. 	 Computer file for concept papers and proposals
 
4. 	 Rejection letter
 
5. 	 Concept paper rating sheet
 

. Concept paper summaries
 
7. 	 Letter to Screening Committee
 
8. 	 Screening Committee recommendations to Project Manager (PM)
 
9. 	 Letter/agenda to Review Committee
 
10. 	 Review Committee recommendations to PM
 
11. 	 Invitation letter/feedback to invitees
 
12. 	 Memo to Regonal Bureau
 
13. 	 Memo to Mission
 
14. 	 Rejection letter/feedback to other applicants
 

PROPOSAL REVIEW
 
15. 	 Full proposal rating form
 

Letter to Review Committee
 
17. 	 Review meeting agenda
 
1. 	 Review assignment sheet
 
19. 	 Review Committee recommendations to PM
 
20. 	 Not:fication to invitees
 
21. 	 Feedback letter to invitees
 
22. 	 Memo to Bureau
 
23. 	 Memo to Mission
 
24. 	 Consultant letter of appointment/scope of work
 
25. 	 Consultant appointment checklist/approval request
 
26. 	 Travel arrangements checklist
 

SUBORDINATE AGREEMENT
 
27. 	 ?re-award audit instructions
 
28. 	 Request for study approval to AID Contracts/lecter to applicant/
 

distribution checklist
 
29. 	 AID approval letter
 
30. 	 Project status file
 
31. 	 Project monitoring checklist
 

iw 



APPENDIX F 
EXA1-U'=ES OF M.. AEKE'NT 

PROCEDURES FOR 
RESEARCH PROJECT. 

PRICOR PROPOSAL REVIEW PROCEDURES
 

I. INTRODUCTION
 

This document describes the procedures developed by PRICOR staff for
 
processing concept papers and proposals from initial receipt through the
 
signing of a subordinate agreement. The purpose of this guide is to document
 
the process for staff reference and to provide examples and suggested formats
 
for selected procedures.
 

Part II lists the steps in this process, first for the "open-solicitation"
 
track and then for the "Mission-initiated track". The procedures are similar
 
but not identical for the two tracks. 

Some of the listed steps include bracketed numbers. These refer to examples
 
and suggested formats, which are found in Part III. For example, step 2
 
reads: "Administrative Officer (AO) logs in concept paper (1), mails
 
acknowledgement card [2), sets up computer file [3], assigns to staff." The
 
bracketed numbers refer to the first three items in Part !II:
 

1. Log of concept papers and proposals received
 
2. Acknowledgement card
 
3. Computer file for concept and proposals.
 

The ccmplete list and location of these examples is in the Table of Contents.
 

ii 
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II. 	 STEPS IN THE PROPOSAL DEVELOPMENT/REVIEW PROCESS
 

OPEN SOLICITATION TRACK
 

Concept Pacers
 

1. 	 PRICOR receives concept paper.
 

2. 	 Administrative Officer (AO) logs in concept paper [], mails
 

acknowledgement card [2], sets up computer file [3], assigns to staff.
 
3. 	 Staff screens concept paper and classifies as:
 

UNACCEPTABLE (not research proposal/not responsive to Pn!COR
 
mandate/incomplete). Prepares rejection letter [4].
 

UNCERTPAN. Completes concept paper rating sheet [5] and prepares
 
summary. (Paper will be further reviewed by outside screening
 
committee.)
 

REVIEWABLE. 	Completes rating sheet (5], assigns a category rating
 
(A,B,C), prepares summary, and outlines points for feedback
 
letter.
 

4. 	 AO enters summaries/other information in computer file and prepares 
printout of summaries of all concept papers classified as uncertain or 
reviewable [6]. 

5. 	 Recruit outside Screening Committee, send out materials [7], and recruit
 
Review Committee.
 

6. 	 Screening Committee meets to screen and (with staff) rank concept papers
 
and assign papers to reviewers.
 

7. 	 Send screening results for information to PM [8].
 
8. 	 Translate top-ranked papers where necessary.
 
9. 	 Send top-ranked concept papers with rating sheets [5] and summaries of
 

remaining papers [6] to Committee members to review and to PM for 
information. 

10. 	 Send agenda to Review Committee [9]. 
11. 	 Committee meets to discuss and rank concept papers.
 
12. 	 Send Committee recommep.dations and recommended concept papers to PM for
 

approval [10].
 
13. 	 Send invitations/feedback [11] and application kits [see Guide to Funding] 

to invitees; copies of feedback to PM; send copies of feedback and 
approved concept papers to Bureaus (12] and Missions [13] (via PM). 

14. 	 Prepare feedback letters and send to other applicants [14].
 
15. 	 Staff respond to inquir.es.
 

Proposal Review
 

16. 	 Confirm dates for proposal review (tentatively set at concept paper
 
review meeting) and notify Review Committee; recruit new members if
 
necessary.
 

17. 	 Receive proposal.
 
18. 	 AO logs in proposal [1] , sends acknowledgement card [21 , assigns to 

staff, and updates computer file [3]. 
19. 	 Staff reviews proposal and completes full proposal rating form and cover
 

sheet [15].
 

iii 
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(Proposal Review Procedures, ccn:'d)
 

20. 	 Send copies to primary and secondary reviewers with rating forms and, for
 
reference, concept paper and feedback letter [11]. Include review
 
instructions [16], agenda [17], and assignment sheet [13]. Copies of
 
proposals to PM for information.
 

21. 	 Hold Proposal Review Committee Meeting.
 
22. 	 Send Committee reconmendations to PM for approval [19].
 
23. 	 Receive PM approval.
 
24. 	 Staff notifies applicants (cable/phone call) [201.
 
25. 	 Staff compiles review comments and prepares feedback letter [21]. AO
 

distributes to: Applicant; PM; Bureaus [22] and Missions (23] (through
 
PM) for concurrence (with copy of proposal).
 

26. 	 Staff contacts applicant, prepares plan for completing proposal.
 
27. 	 If necessary, staff recruits consultant, sends letter of appointment and
 

scope of work [24], requests approval from PM and Contracts Office (CO)
 
[25], holds orientation for consultant.
 

28. 	 If necessary, staff arranges site visit (travel arrangements, P1.1,
Bureau
 
and Mission clearance [26].
 

29. 	 Applicant/staff/consultant complete revisions, prepares draft
 
subordinate agreement.
 

30. 	 Applicant submits final proposal to PRICOR.
 

Subordinate Agreement Preparation
 

31. 	 Budget Officer negotiates budget, develops subordinate agreement (see
 
Guide to Funding), arranges pre-award audit [27].
 

32. 	 AO compiles submission to PM and CO (23].
 
33. 	 Submit subordinate agreement package, including proposal, to PM and
 

(through PM) to CO, Bureau, and Mission. (Biodata package sent
 
separately to CO.)
 

34. 	 Staff/Budget Officer respond to queries/revise proposal as necessary.
 
35. 	 CO approves proposal [29].
 
36. 	 Budget Officer executes subordinate agreement and sends copy to FM.
 
37. 	 Budget Officer sets up contract file.
 
38. 	 Budget Officer arranges for mobilization costs to be sent to Recipient.
 
39. 	 AO sets up project file [30]; Budget Officer sets up contract file.
 
40. 	 Staff monitors progress reports [31--see also Study Monitoring Plan].
 
41. 	 Budget Officer monitors financial reports [31--see also
 

MISSIODI-INITIATED TRACK
 

Prooosal Preparation
 

1. 	 Mission submits formal request to PM.
 
2. 	 PM acproves and forwards to PRICOR.
 
3. 	 AO logs in request [1], sets up file [3], assigns to staff.
 
4. 	 Staff contacts Mission, prepares plan for developing proposal.
 
5. 	 Staff recruits consultant, sends letter of appointment and scope of work
 

[24], requests approval from PM and CO [25], holds orientation for
 
consultant.
 

iv
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Proposal Review Procedures (cont'd)
 

6. 	 Staff arranges site visit (travel arrangements, Mission, PH clearance
 
[26].
 

7. 	 Staff/consultant develop proposal (draft outline, sections, budget).
 
8. 	 PRICOR receives draft proposal.
 
9. 	AO logs in proposal [1], sends copies to PH and Bureau (for information)
 

and to Mission, through PH (for approval).
 
10. 	 Staff reviews and rates [15], arrange for revisions as needed.
 
11. 	 Staff send to 2-3 outside reviewers.
 
12. 	 Staff compiles review comments and AO distributes for information to: PM
 

and Bureau and Mission (through PM); consultant (if appropriate).
 
13. 	 Staff contacts Mission, prepares plan for completing proposal.
 
14. 	 Staff recruits consultant, sends letter of appointment and scope of work
 

[24], requests approval from PM and CO (25], holds orientation for
 
consultant.
 

15. 	 Staff arranges site visit (travel arrangements. Mission clearance (26].
 
16. 	 Staff/consultant completes proposal.
 
17. 	 PRICOR receives final proposal.
 

Subordinate Agreement Preparation
 

18. 	 Budget Officer negotiates budget, develops subordinate-agreement (see
 
Guide to Funding], arranges pre-award audit (27].
 

19. 	 AO compiles submission to PM and CO (28].
 
20. 	 Submit subordinate agreement package, including proposal, to PM and
 

(through PM) to CO, Bureau, and Mission.
 
21. 	 Staff/Budget Officer respond to queries, revise proposal as necessary.
 
22. 	 CO approves proposal.
 
23. 	 Budget Officer sets up contract file.
 
24. 	 Budget Officer executes Subordinate Agreement and sends copy to PM.
 
25. 	 Budget Officer arranges for mobflization costs to be sent to Recipient.
 
26. 	 AO sets up project file [30]; Budget Officer sets up contract, file.
 
27. 	 Staff monitors progress reports [31--see also Monitoring Plan].
 
28. 	 Budget Officer monitors financial reports (31--see also Monitoring
 

Plan].
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Schedule Name: FP Project Status
 

Project Manaqer: Jack Reynolds
 
As of date: C-Nov-8O 2:2ODm Schedule File: B:STATUS
 

AUPEDIX G 
EXAMPLES OF CO-UTER PROGRAIIS FCR PROJECT MCITTOIM.G 

G.I
 

SU .4ARY OF PROJECT .o 92 
-an 

Who Status 4 4 2 2 2 

I Indonesia: "(B 1 iSEA-1I PR D I.
 
2 Thailand: PSU .SEA-1 PR D-- .
 

3 Banaladesh: Pathfi)GL SA-2) JC C.
 
4 Bangladesn: Path/RAPPORI(SA-l) H8 D..
 
5 Bangladesh: rAF-I/rCPR (SA-31 MB. D
118 . 

6 Thailand: Low Perf/URCtSEA-141 PK, TB, PR 6 +++++++4+.++++++4+. ++++++. .. ++4+++ 
7 Thailand: ElasticiFDRI(EA-15) PR .7 +++++++++++++++++++++++++t 

Indonesia: BKKBNI Urban !SEA-.! HK, PR 3++++++4++++++++4+ t+++ 

9 Indonesia: YKB 11 (SEA-r) PR 9 ..++.+++++++ . 

10 Thaiiand: AIDS/PDA (SEA-17) PR, JR OD 10.,.
 
11 Bangladesh: 1UD/GFRP (SA-4) JC 11+++++++++++++++.
 
12 Bangladesh: SOPIRET/DRA (SA-5) 11B 12 ++++++++ +++++
 

13 Thailand: AIDS/Khon Kn(SEA-IS)) PR, TB 0 . 1 ......... .
 
14 flepal: CEDPAiFPAH/IDS (SA-27) MB 14 4+444+444+444+444+++ 4+4+
 

15 Baniadesh: VS/URC (3-!5) JR, JC, BK 0 15 C.
 

16 Baniadesh: TAF2/APCR SA-20) MB, BK 16 +4.+4++++++-44+++ 
17 Inia: Pili/ASCI isA-22) JR 17 +++++++++-. 
10 Sr, Lanka:.SAl/iFPASL/FHB(SA-32) MB 0 +. . +++4 ...... 
19 Sri Lanxa: AyprveiciPSL{SA-3) V. ?.+++++++++. 
20 arolajesh: Swarni,,ar ,S,0 JC, BK 20 #++4++4+ +++ 
21 Pakistan: Diagnost/NIPS(SA-24) MB D 2! - .
 

22 Negal: IUDIIDS (SA-29) MB 22 ++ ++++++++++
 
23 Inoonesia: PKHI-2 (SEA-!! PR .h:::.
23 .)17 
24 Indonesia: Norolant (SEA-0J) PR 24 ;;: 
25 Indonesia: Lumaung PR 25.NIIW (SEA-5) 
26 Indonesia: Atmalava tSEA-2) PR 2, :KYQQK;:;----------­

-27 1ri,'orsia: P0II SE -.. PR 27 . ' 

25 Irncres!a: s lancriiURCSEA- )K, PR 2 . I....-----­
2? Banqiagesn: MIS/URC ',SA-b MB, JR C 29 : 

0 Done Task - Slack time (=:---l, or 
C Criticai +'+Started task Resource dJeiay 
R Resource conflict M Milestone Conflict 
- Partial jependency 
Scale: Eacii character equals Imonth
 

HME L-hE ntt Cart Report Str!: 

V'fE



icneaute N~ame: The Asi.a R eor-ver ,: JyFounoation ifAF 
Project Manaqer: G.Taylor
 
As of date: 'Hov- 3:Olpm Schedule Ciie: :.-F
 

. 2 IVIDUAL PROJECT 
TI= 7F.1-T.E
 

..nFebr AorMvl. Jun Ju'Auq Se.Coct tlovbecJan FebHar Apray Jun JulAug Sepoct IlovDec 
Staus I i 1 3 1 1 2 1 1 1 1 1 2 11 2 1 31 13 

I Baseline Urban Survey D a
 
2 Saseilne Qural Survey PD .
 
3 ionitor Jrcan ser,,ices pD.........................
 
4 lonitor rural services C . ..
+++++++++++++++++++++ 
SConduct urban achievement srvy

'/
6 Conouct rural achieveent srv C bo---:
 
7Foilow-up survey, uroan p. 7.:............
 
3 Follow-ulp rural survey p.. a. . .. .....
 
9 Prepare final report C.. ....... :::.
 
10 Hoij dissemination seminar C .. .. 10 

D Done Task Slack tine ::---) or 
CCrtical +++Started task Resource delay (---::) 
R Resource conflict M tiletone Conflict 
D P.rtial ..
epenoency 
Scale: Each cnaracter eauais b days 

TINE LfINE Gantt Chart Report Strip I
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APPEDI-I[X u.3.- PRUJECT STATUS SUMMARY 

:.:, .COUNTRY: BANGLADESH 	 P4UEC'T i1A I I:. 4 

I TL 	 E:F.XPAI'D iU; I.-['S.I-, [ C.S IN BANGLADI.SH TIHRU S',AN[RVAR RULRAL
 

DFVEL LITMLII I I I OJIt;T
 

TT rTII[)I h 
Id';LAHI M TUT I1..
I-AMj [LY 	PIAI'.I', IG [N,i; lN lc IiFf inracer F-ra ci 

[NSIT. ­

, - A[I )REi'-: linia;( 4 rc:ad "" , Ui.i1.s r, a, i
iAI S 1~' .2 	 Dla BanoIc'L,:., ..'-,han, Dhi-i ,:a,Bairn icide-sh 

I F [ 'I q'1-: s .i1.-:.,, PL...LX IC)ri -:', 
 , de..
I" ;: :I '.~l"t V'LIVES--1;'r' GA I()I<: ,-;.iTh i . I) . l-h'Ia:a . l 

I I C MOI',I r Ti : 1B.KI DA, J- RE'YIIL.DS 
(.:;A ID Ml(ihl ".TC)R: Sha ori Ep,.teii 

DIJRA IECN: June L "1. 	 "':"- ma.)--S" 

PAPER 1) 0 1G	 02/' 
/I.,IUFEVED: j 	 E :LIC I-V I:P i)-F 0 1 ' "-'"	 (0.TIV"34 

BuDGE V -	 c(:JNTrRA(:;-r f'J(N 051./0,5?3:7 >~~.) 

PAYMENTA::M A :, A PI (P HET : .. ,',,:' 

PAMi.. TO DA....: $i, 1 " "ihADA(hG: 

(,,,:AN.RACIIT
AMENDMENT:, 

DESCRIPTION:
 
Ihe irilte,.rcl:d rair;r i. dcveo.O)ment progrzm o : war.:irvar h as-- 1Ier
 
ope-,rat irnq i.ri '.ii [or .vio .,i t1J.e. Al I:hc gi.lqh i.-:iii:
Fr[,. - , Lhere 


n C:Li.i si v C e v i.den :: Lthat i ('RI h aS ri.,, n ti any apprcc:.cial::',,
 

Li.v "i. in va r" . e.a"-., the pci ten I i.a I:cV i inc:reac sed
 
.:ic (prI : he a. i ri
cr: ar ve USE ?'it"'v.a i. hr S ni.r-v.i t a rea: ( as o 

par t-sC 1r(" [rn th isSw,.rl .IvrI.he o tIher [[rhyoF: ) . r .-por .o ir 
ha.s dctc I :ded to ald ara irtorl.i f"iei carmil.]. pl.a.rir.i.rig. c:ompa ri er t to the 
( i t iraq Swc.ran p r.a by de, Op irnq an i [.h r proIit,,: kr 0L'Jii a-sr' cv.' !. 

llie va i Familny:r' n ig Services Pro J:c t ( :'' I , and
'V ai'l1. 1, F'.ari rPl 

I'a:t-hF iriier j.,sprovi.d ric- tthe nectl-s.sa ty F.uridirL q. lii c l:,Ject..vi? o.fV 
1 ie-Ptprol:)L,:5,d i1'.a< to es t the et Lct. .i vere Less a1: FI i. I[ 

in ,s-t i.1o1a1 whe ti-aCi n tenas i. f ied FaiLIV p /arn iraq e Ff carL. w iLh i.ri tL'ae 
e x ist i ri ( S w cri .1 Vt r rt I., :crian r;c .i.se CFR, and i 1-o,waraim-t k el.p f [ oy 
much. rhe ? -sa ..so 'tie dcic:umer Lt.hi[aow [he p r,(- (- j ira.scmI, a'c.d 
,arin oI m in . [car ,y : k.. ec at: tiv i. i.es 7c) Swan.i -:aride oN1 -. tha : rvar 
I:1,:1 [Vh ir:idir i- (:1a w1.1 1 be.s.t exparit .[ts wai:lm.ri learn how Lo 1hi 
pt oL e(- . t.o r a a s :.c : i the c:oi.ri [ r,ic t :i 


METHODOLOGY : 
h c prpCr-o'es, ii R w i. 1. 1. La -?d i -a- r'J. t.-? -t c.)Ie .- on C.uLa!: p: meii La I 


ira "ap where ea.(y:.r1cydunidetwcay
-t u:,1 lasI Wz- t1-e proect i 

VExpc r i.ment ) i.Lwh:er.e.a... . tht.a -- exie:c L.ed ,
1. 4 .i t pro ' .1.s t:o i
 

,0oi- (1I::rpc'r i.iont. . , t ' .ic dr- it ttr' [ e i.mn,-a I' L
.',ra:-id :::)ntrI0. , r nom l. .per
I pi:,2 ~l.-a:,:: ut whet0e [le pir o iec: t .. nio t:Op:C:rcatV. .ri . DcitVa N .1.1. .. I::' 

c?,J I.1- 1:: Lo i 	 Ci. ) i-.- .ard1.:',. 	 Ft-r in hc I 1. raq ,oira: ,a a I i ,(,- c 

I 1 I ow.-iFi psu~irve'ny n a rept, sera t tJ.ye scamli.e of MWRA: ,i.1.)
 

ira I-rv i.v w Lt pi . l - aid Id?'y itr [-or i i [c ( ii ) Cn.:qrJ.a 
 V 

lq : .- s-[it..is [..c. (i.v) c , tot'i .:us:, irac:.]...l :,r", c::ei 	 arid Pto i l mci ara:i 
I - V 11.IL 

.1.2 
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PROJECT TASKS:
 
Tasks Completed: Planrnredi Act.ual Commen ts: 

e .,,.,! 10/0: 6i I.1 
2-. Li Re/iew I/i 7/30 Priority, Lo sur"vey
 
:. Select study ars Q1 7 Q_./­
4, De',el] ao i r::trlner t.: 0 7/12 Ma y reviions
 

I . Con Lac t. Pro ie: 

.I. ''- . dif iLid > ... i c i " / w-:
 
b,. Li:.t hiou:..e- ,lds 7/:.E0 7115/
. 
A. O:serve FW recru i ti n 7/ ­

9. Observe FW Lraining 7/2.'4 
[U. Bae:,lkine sur,,ev MJRA ,/1 5 
1.1. Mori. tor proiject Qty ,'' "".. y: : 

1 1/25/0
,' i #.) / -1 1" 

12. Foll ow-up survey :/4'/: .. 
1. . Raijd srv.ei:,y FI:J tasks 8 4/0
1.4. Observe FW.I--,:ient 8:,:'/4/39Q. 

15. Daa. proc essing 8/ 1 ,' 
Q . Ar.alysis., dr,. Ft report "/ t.:''" 
17. Dis--.emia Lion seminar "/ .,/,: 
0. I in l repor I: 

ECHI.rCAL AND FINANCIAL REPURS: 
F i xed Pric:e Cor aLt[;:lt. Repor ts and paymtr . sc:hedul.1.e: 
Due ActualDate Paymen.:t ( Taka) Report. 
,:,/,'"'"" 169., ,1, Progress repor"t. ,r ,I]da L c lect Lion.. a co I. 

,:, / ].'.:,:1.69, 61, Second quart.er mon.it or' in,. repor t. 
519 .,19.L0 Final on.i Loting report 

/, .169,6.13 Progress report: fo.Llow-up survey 
2,' L Final report. 

SITE VISITS: 
.. 3 KMI and GMI< made fie ld visiL Lo observe data col.lecLion. 

STATUS: 
Pro ject. got un.derway in June. Baseline data c:o.lec tion has beern 
co:mp l.eL.ed and Lhe aralysi. s is urderwa y. Mon i to rnring i. .l be 
poslponed to Ot: boler due to the floods. 

FINDINGS: 
Fi rs t resul t.s expecLed September -Oc: Lober. Wil.. probably prepare 
[Interimi Report a: LhatL Iti.me­

•1. 4
 

http:quart.er


AFPFN DIi G 
G.4 PROJECT BUDGET AND 

EXPE1DIT IJRE SUN1ARY 

ASIA FAMILY PLANNING OPERATIONS RESEARCH SUBPROJECTS 

INDONESIA REGiOnAL OFFICE 

THROUGH 2/29/88 

TOTAL TOTAL TOTAL 

EFFECTIVE COMPLETION COOPERATING TOTAL OBLIGATED CUMULATIVE REMAINING 
REGION COUNTRY TITLE DATE DATE INSTITUTIONS BUDGET AMOUWT EXPENDED 2/29188 

South Asia Bangladesh Improving Geographical Coverage of 11-01-86 08-31-87 Pathfinder, 42,254 42,254 33,203 9.052 
FP in Urban Areas of Chittagong RAPPORT 

Bangladesh Evaluating the Effectiveness of New 11-01-86 03-30-88 Pathfinder, BL 62,580 62,580 52,059 10,521 

Interventions in CBD projects 
Bangladesh Improving the Performance of 11-16-86 10-31-87 Asia Foundation, 50,688 50,688 34.386 16,302 

TAF Subprojects (Phase I & 2) ACPR 
Bangladesh Copper-T IUD Follow-up Study 08-01-87 06-30-88 BFRP 58,570 58,570 26,643 31,927 
Bangladesh Improving Efficiency of FP services 07-01-87 10-31-88 SOPIRET/ORA 51,908 51,908 26,456 25,452 

in Rural Bangladesh 
Bangladesh Improving the Performance of 01-01-88 01-31-89 Asia Foundation, 34,646 34,646 15,503 19,143 

TAF Subprojecta (Phase 3 & 4) ACPR 

South Asia India Community outreach ard distribution 01-01-88 06-01-88 ASCI 13,949 13,949 7,000 6,949 

to promote the Pill 
Nepal Evaluate impact of Panchayat based 08-01-87 11-01-87 IDS/CEDPA/ 94,870 39,876 23,000 16,876 

clinic services & nutrition on CPR FPAN 
Sri Lanka Strengthening Ayurdevic Role 02-01-88 07-31-88 FPASL/FHB/PSL 32,562 32,562 10,000 22,562 

as FP Providers 
Sri Lanka Improving Contraceptive Prevalence 01-01-88 06-15-89 FPASL 44,062 44,062 12,216 31,846 

through Satisfied Acceptors 

TOTAL: 486,089 431,L395 240,467 190,629 

GRAND TOTAL SOUTH AND SOUTHEAST ASIA: 1,815,751 1,760,757 759,680 1,001,077 
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APPENDIX H
 

ASSESSMENT OF TRAINING NEEDS IN THE OFFICE OF
 
PROGRAM DEVELOPMENT OF THE NATIONAL FAMILY PLANNING
 
COORDINATING BOARD (NFPCB)- (BADAN KOORDINASI
 

KELUARGA BERENCANA NASIONAL - BKKBN)
 

OFFICE OF PROGRAM DEVELOPMENT
 

RECOMENDED FUNCTIONS AND TASKS:
 

To conduct assessments of the National of the
 
National Family PlanninG Program for the purpose
 
of developing and execeuting an integrated family
 
planning policy.
 

TASKS:
 

a. 	 To conduct assesment and development of a national and
 
international and international family planning
 
program for the purpose of achieving an integrated
 
family planning policy.
 

b. 	 To carry out in-depth studies and research in family
 
planning.
 

c. 	 To coordinate and implement the results of assessment
 
and development of biomedical and human reproduction
 
studies.
 

d. 	 (Added: All administrative management tasks have been
 
shifted from within the three center to the Office of
 
the Deputy fot- Program Development Division) -

To pEovide administrative support to the three
 
technical centers.
 



BACKGROUND SKILLS REQUIRED TO PERFORM FUNCTIONAL SUPPORTED TASKS:
 

The following background skills are required to technically
 
and administratively carry out the above functions:
 

I. Executive Management Training
 
2. Personnel Management
 
3. Strategic Management
 
4. Identification of Research Priorities
 
5. Preparation of Requests for Proposals
 
6. Proposal Development and Review
 
7. Preparation of Subcontracts and Amendments
 
8. Technical Monitoring
 
9. Budgeting and Financial Control
 

10. 	 Management Information Systems (MIS) for
 
Research Management
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APPENDIX ff(a)
 

TRAINING NEEDS ASSESSMENT IN THE OFFICE
 
OF PROGRAM DEVELOPMENT OF THE NATIONAL FAMILY
 
PLANNING COORDINATING BOARD (NFPCB)- (BADAN
 
KOORDINASI KELUARGA BERENCANA NASIONAL - BKKBN)
 

CENTER FOR POLICY STUDY {PUJAK)
 

RECOMMENDED FUNCTIONS:
 

Within the area of PROGRAM EVALUATION AND OPERATIONS
 
RESEARCH, undertakes small and large scale program assessments of
 
ongoing program services and operations research to test new
 
program interventions; generates policy recommendations from its
 
research.
 



FAMILY PLANNING
 
DEVELOPMENT
 
P[ISAT PENGEMBANGAN KE-

BIJAKSANAAN KBN


(1)
 

ADMINISTRATION SUB BAGIN
 

UNIT SUB DIV.
 
TATA IISAHA
 

)IVISION (3) (!4),(15)*,(16),(17)
 
lIDANG : (18),(19),(20) (21)
 

COLLECTION & REVIEW
 
OF POLICY DATA
 
PENGHIMPUNAN DAN POLICY FORMULATION
 

PENGAMATAN PERUMUSAN KEBIJAK-

SANAAN
 

(2)
 

A a C D E RESEARCH GROU
 
DATA COLLECTIONI_-


PENGHIMPUNAN 	 SENIOR RESEAR
(4) 
MID
 

7) LEVEL
(6)*

A. POPULATION & ECONOMY 


SUB DIVISION OF 
UNIT
 

OBSERVING KELOMPOK EKONOMI KEPEN- RESEARCHER
 
PENGAMATAN (5) DUDUKAN (8,10) (12) (11) (9)* (25)*
 

B. 	DEMOGRAPHY AND SOCIAL
 
KELOMPOK SOSBUD DEMOGRAFI CANDIDATE
 

l C. ECOLLGY AND HEALTH' (23)* (13) 
SUB DIVISION OF KELOMPOK EKOLOGI DAN KESE-
PREPARING HATAN LINGKIINGAN NUMBERS WITHIN ( ) IDENTIFY TIIE STAFF 
FORMULATION D. POPULATION EDUCATION MEMBER ASSIGNED AS PER PERSONNEL LIST 
PENYIAPAN RANCANGAN 	 KELOMPOK PENDIDIKAN LIST THAT FOLLOWS
 

(24)* KEPENDIJDUKAN
 

E. 	MAN POWER AND POPULATION * STAFF ON LONG TERM TRAINING
 
PLANNING
 
KEI.OMPOK KETENAGAKERJAAN
 
DAN PERENCANAAN PENDUDUK.
 



SKILLS REQUIRED TO PERFORM FUNCTIONAL SUPPORTED TASKS: 

I. GENERAL MANAGEMENT SKILLS: 

II. 

A. Executive Management Training 
B. Personnel Management 

FAMILY PLANNING PROGRAM RESEARCH SKILLS: 

A. 	 Family Planning Program Indicators
 
and Measurement
 

B. 	 Quasi and Non-Experim ntal Designs
 
C. 	 Defining Research Objectives and
 

Hypothesis
 
D. 	 Sampling Techniques
 
E. Data Collection Techniques - Quantitative
 
F, Data Collection Techniques - Qualittative
 
G. 	 Operations Research Methods
 
H. 	 Basic Statistical Analysis
 
I. 	Qualitative Analysis
 
J. 	 Report Preparation and Dissemination
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PRESENT AND REQUIRED PERSONNEL SKILLS AND TRAINING
 

PRESENT ASSIGNMENT, EDUCATION AND SPECIALZED TRAINING RECEIVED
 

NAME 	 ASSIGNMENT EDUCATION TRAINING
 

1. 	Pudjo Rahardjo Head, Center for PhD (Economics/
 
Policy Studies Demography)
 

University of
 
Pittsburg
 

2. 	Bambang Soeroto Head of Division MA, Public Ad­
ministration/
 
Demography
 
(Exeter Univer­
sity, U.K.)
 

3. Nico Welliken 	 Head of Sub-Divi- Graduated in Certifi­
sion Public Admi- cate in
 

(In charge of nistration Pub Adm
 
Administrative Italy
 
functions)
 

4. Edy Purwanto 	 Head of Sub-Divi- M.S. in Socio- Certifi­
sion 	 logy cate in
 

Demogra­
phy from
 
Exeter U
 
U.K.
 

5. 	Sujitno Sajuti Head of Sub-Divi- MPH, Public Scheduled
 
sion Health, Colum- for PhD
 

bia U; Anthro- USA, 6/89
 
pology, Indo­
nesia.
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6. 	 Iswarati Research Staff Graduated in
 
Geography; MS
 
Population
 
Studies
 

7. 	 E.E.R. Sylvia 


8. 	Dwi Wahyuni 


9. 	 Ida Ayu Sri-

udayani 


10. 	Soebijanto 


11. 	Ir. Rindang 

Ekawati 


Research Staff 


Research Staff 


Research Staff 


Research Staff 


Research Staff 


MA, 	Psycho- Short Crse
 
logy; M.S. Family Pln
 
Demography & Pop Pol
 
Australia U of Car-

National U diff, UK
 

Graduated
 
in Economics
 
East Java
 

Graduated in Pursuing 
Anthropology M.S. in 
Gahahmada U Rural Dev 

- Bogor Agr 
U of Bogor 

Graduated in
 
Economics
 
East Java
 

Graduated in Presently
 
Agricultural in inten-

Science (Nu- sive Eng­
trition) lish - to
 

M.S. in
 
USA, 6/89
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12. Rahayu Sen- Research Staff Graduated in 
susia Bantas Statistics 

(N.B. Youngest-of Tech Inst. 
the group) Surabaya 

13. 	Suyono Hadi-

noto 


14. 	Suprapto 


15. 	Jonhar Johan 


16. 	Erdha Ilyas 


17. 	Mulyoto 


18. 	Ellyaningsih 


Research Staff 


Administration 

Staff 


Administration 

Staff 


Administration 

Staff 


Administration 

Staff 

(Computer Main­
tenance, Soft­
ware)
 

Administration 

Staff 

(Admin Ass't &
 
Secretary to
 
Center Head)
 

M.S. Public 
Administra­
tion 

BA, English Working on 
Literature MS Thesis 

in Popula-
Ition Stu­
dies 

BA, English Presently 
Literature at Mahidal 
Certificate U, Thailnd 
in Demography MS Econ-So 
from India cial Dev & 

Demography 
To return 
12/89 

BA, Socio- Working on 
logy Thesis for 

MS in So­
ciology
National U 
Jakarta 

Sr. High Computer 
School Spec 

Sr. High 
School 
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19. Bunyamin Yussa Administration Sr. High 
Staff School 
(Computer 

Specialist) 

20. J.Eddy Sutopo Administration B.S. in Completes 
Staff Biology MS Thesis 

(Nat'l U (Male Fer-
Jakarta) tility)12/83 

21. Zul'Aini Pasa- Administration Registered Pursuing MS 
ribu Staff Nurse Sociology 

Courses at 
National U 
Jakarta 

22. Manase Mallo Consultant PhD, Socio­
logy 

23. Bismarck, F.X. Statistician Graduated in Presently 
Sociology/ in USA at 
Demography !JSC,(M.S) 

to return 
6/89 

24 Sugihar- Sociology Graduated in Presently 
tatmo Economic/So- at U of 

cial Develop- Pittsburg 
ment (M.S) 

turns 
re­

6/89 

25. Dawan Mohamad Sociology Graduated in Presently 
Public Admi- at USC 
nistration (M.S) 

Returns 
6/89 
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TWO-YEAR TRAINING PLAN (CONSISTING OF TWENTY WEEKS PER YEAR)
 

SUBJECTS 	 IN-SERVICE CROSS-TNG ON-THE-JOB SHORT-TERM LONG-TERM TOTAL WEEKS
 

(Weeks) (Weeks) (Weeks) (Weeks) (Years)
 
Management
 

I. 	Executive Management Oourse
 
A. 	Systems Approa-h to Management I
 
B. 	Problem Identification. Analysis I I
 

and Solving Techniques
 
C. 	Computer Applications in Research 2
 

D. 	Management Information Systems 2
 

2. 	Research Management Skill Development
 
A. Development of Requests for Proposals 1
 

(RFPs)
 
B. 	Project Design and Development 1 1
 
C. 	Managemeat of Subcontracts and Amendments 1 1
 

D. 	Technical Project Review and Monitoring I
 
E. 	Budgeting and Financial Control 1 1
 

F. 	Management Information Systems 1 1 2
 

Family Planning Program Evaluation
 

1. 	Operations Research/Rapid Survey 1 3 4
 

Assessment Methods
 
2 	 2
Z. 	Research Design 


A. 	Defining Research Objectives and gypotheses 3 3
 

B. 	Quasi and Non-Experimental Designs
 
3. 	Data Collection Techniques
 

A. 	Sampling Procedures
 
B. 	Quantitative & Qualitative Data Collection
 

Strategies
 
4. 	Data Analysis Techniques 1 3 4
 

A. 	Quantitative Analysis (e.g. SPSS, SAS,
 
SYSTAT)
 

B. 	Qualitative Analysis
 

Demographic Analysis 2 3
 

1 2 3
 
1. 	Demographic Estimation Techniques
 
2. 	Statistical Procedures for Studying
 

the Proximate
 
Determinants of Fertility and Mortality
 
A. 	Multiple Regression
 
B. 	Life-Table Methods
 
C. 	Proportional Hazard Models
 

2 	 2
3. 	Population Projection Methods 

A. 	Population Projections
 
B. 	Projections of Family Planniag Program
 

Performance & Commodity Supply Requirements
 
Required to Attain Program Objectives
 

Bio-Medical Research
 

I. 	Reviw of Basic Reproductive Physiology 2 2
 

2. 	Research Methods Employed in Contraceptive 2 2
 

Efficacy and Si'e-Effect Studies
 
3. 	Epidemiological Research Methods of Relevance 2 2
 

to the Evalu-ciin of Maternal and Child Health
 

Research
 



APPENDIX H(b)
 

TRAINING NEEDS ASSESSMENT IN THE OFFICE OF
 
PROGRAM DEVELOPMENT OF THE NATIONAL FAMILY PLANNING COORDINATING
 

BOARD (NFPCB)- (BADAN KOORDINASI KELUARGA BERENCANA
 
NASIONAL - BKKBN)
 

CENTER FOR FAMILY PLANNING STUDIES (PUSIK)
 

RECOMMENDED FUNCTIONS
 

Undertakes DEMOGRAPHIC STUDIES assessing family planning
 
program outcomes and needs (e.g., fertility and mortality levels
 
and trends, contraceptive prevalence, use effectiveness, reasons
 
for non use and determinants of discontinuation, etc.,) and
 
generates policy recommendations from its research.
 



PLANNING STUDIES
 

PUSAT STUDI KBN (1)
 

SUB 	 DIVISION OF 
__-ADMINISTRATIVE
 

TATA USAHA 

DIVISION OF PROGRAM 	 (4)* (5) (9) (13)* (14) 
FORMULATION AND
 
RESEARCH UTILIZATION DIVISION
 
PENYIJSIJNAN PROGRAM 
 BIDANG
 
DAN 	PEMANFATAATAN 
 A B C D E F RESEARCH
 
I!ASIL PENELITIAN 
 GROUPS(2) 	 __ 

SENIOR 
RESEARCI 

MID
 

SUB DIVISION OF SUB DIVISION 
 LEVEL
 
PROGRAM FORMULATION OF RESEARCH
 
PENYUSUNAN PROGRAM UTILIZATION (24)*
 

PEMANFAATAN HA-
 RESEARCHER
 
(3) (8) (15) (16) SIL PENELITIAN
 

(10) 	(11) (12) (20)* (20)* (19)* (6) (7) (17)* CANDIDATE
 
(22)* (22)* (21)* (23)* (18)*
 

NUMBERS WIHTIN ( ) IDENTIFY THE STAFF MEMBER 
ASSIGNED AS PER PERSONNEL LIST THAT FOI.OWS 

A. 	 FERTILITY STUDY 
 * STAFF ON LONG-TERM TRAINING
 
KEIOMPOK PENELITIAN DAN PENGKAJIAN FERTILITAS
 

B. 	 MORTALITY STUDY
 
KELOMPOK PENELITIAN DAN PENGKAJIAN MORTALITAS
 

C. 	 MOBILITY STUDY
 
KELOMPOIR PENELITIAN DAN PNGKAJIAN MOBILITAS
 

D. 	 SOCIAL ECONOMIC STUDY
 
IELOMPOK PENELITIAN DAN PENGIAJIAN SOSIAL EKONOMI
 

E. 	 SOCIAL CULTURE STUDY 
KELOMPOK PENELITIAN DAN PENCHAJIAV SOSIAI. BUDAYA 

F. 	 MANAGEMENT 
KELOMPOK PENELITIAN DAN PENGKAJIAN TATALAKSANA PROGRAM 



SKILLS REQUIRED TO PERFORM FUNCTIONAL-SUPPORTED IASKS
 

The following background skills are required to
 
carry out the technical research and research-related
 
functions described above.
 

1. Executive Management Training
 
2. Personnel Management
 
3. Strategic Management
 
4. 	 Management Information Systems
 

Systems (MIS) for Research Management
 
5. Family Planning Indicators & Measurements
 
6. Defining Research Objectives & Hypothesis
 
7. Sampling Techniques
 
8. Data Collection Techniques - Quantitative
 
9. Basic Statistical Analysis
 

10. 	 Report Preparation and Analysis
 
11. 	 Demographic Estimation
 
12. 	 Proximate Determinants of Fertility
 

and Mortality
 
13. 	 Population Projections
 
14. 	 Projections of Family Planning Performance
 

Required to Attain Program Objectives
 
15. 	 Projections of Family Planning Commodity
 

Supply Requirements
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PRESENT PERSONNEL SKILLS AND TRAINING
 

PRESENT 	ASSIGNMENT, EDUCATION AND SPECIALZED TRAINING RECEIVED
 

NAME ASSIGNMENT EDUCATION TRAINING
 

1. Soegeng Waloejo Center Chief MPH Research
 
U 	of Hawaii Methodology
 

Michigan U
 

2. Sudja'i Chief, Division MS-Anthropo- -Research 
Planning & Re- logy Methodology 
search Utiliza- & Statistics 
tion -Demography & 

and Family 
Planning 

-Social Re­
search Me­
thodology 
-Population 
Dynamics & 
Development 

3. Amanto Chief, Program Indonesia -Survey Me-
Planning Islamic U thology 

Graduated -Demography 
from Fa- -Treasurer 
culty of -Research 
Economics Methodology 

& Statistics 
-Research 
Methodology 
& Population 
Analysis by 
Micro Compu­
ter 

-Information 
& Motivation 

-English Crse 
-TOEFL 
-Rapid Survey 
Method 

3
 



-SPSS Program 

4. Swartiningsih Chief, Admin Graduated 
from Braawi-
jaya U 

-Research Me­
thodology & 
Statistics 

-Demography 
-Management 

5. Subranti Staff Graduated 
from Gajah 
Mada U 

-Demography 
-Research Me­
thodology & 
Statistics 

--English Crse 

6. Sri Wahyuni Functional 
Staff 

Graduated 
from Facul-
ty of Law 
Indonesia 
Islamic U 

-Survey Me­
thodology 

-Research Me­
thodology 

-Application 
of Micro-
Computer 
Analysis in 
Population 
-English Crse 
-Rapid Survey 
Method 

7. Rudy Functional 
Staff 

Graduated 
from Gajah 
Mada U 

-Survey Me­
thodology 

-Research Me­
thodology 

-Application 
of Micro 
Computer 

Analysis in 
Population 

8. Imam Ruseno Staff Academy of 
Business 
Administra-
tion 

-Demography 
-Research Me­
thodology & 
Statistics 

-English Crse 

4 



9. Asaak Malik 


10. 	 Made Sundi-

arsih 


11. 	 Caroline 

Pontoh 


12. 	 Tauhid 

Lauhin 


13. 	 Niken 

Widhawati 


14. 	 Nira 

Frathernity 


Staff 	 School of 

Public Ad-

ministra-

tion 


Staff Sr. High 

School 


Treasurer Samratulangi 
University 

Treasurer Sr. High 
School 

Staff Sr. High 
School 

Staff 	 Sr. Higk 

School 
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-Demography
 
Research Me­
thodology &
 
Statistics
 

-Evaluation
 
Population
 
on Education
 

-Job Analysis
 
-Demographic
 
Statistics
 

-Filing Sys­
tem
 

-Statistics
 
-Research
 
Methodology
 
-Application
 
Research Me­
thodology
 

-Treasurer of
 
Foreign
 
Assistance
 

-Secretary
 
Course
 

-Treasurer
 
Course
 

-English Crse
 

-Leadership
 
Training
 

-Personnel
 
Administra­
tion
 
-Application
 

Research Me­
thodology
 

-Computer
 
Courses (WS,
 
dBase III,
 
Lotus 1,2,3
 

-Englis Crse
 

-Filing
 
Systems
 



15. Mukhtar 


16. A. Rasyid 


17. Rahma Dewi 


18. Mudjianto 


19. Ar Goedadi 


20. Endah Winarni 


21. Djusni Meirida 


Staff 


Staff 


Functional 

Staff 


Functional 

Staff 


Functional 

Staff 


Functional 

Staff 


Functional 

Staff 


6
 

Ibnu 

Chaldun U 


Sr. High 

School 


Academy of 

Nutrition 


Graduated 

from Bogor 

Agricultural 

University 


Graduated 

from Dipo-

negor U 


Graduated 

from Gajah 

Mada U 


Graduated 

from Bogor 

Agricultural 

University 


-Treasurer
 
Course
 

-English Crse
 

-Computer
 
Courses (WS,
 
dBase III,
 

Lotus 1,2,3
 
& Basic
 

-Treasurer
 
Course
 

-Computer
 
Training
 

-Pursing MS
 
in Country
 

-Presently
 
in USA -

MS Dev &
 
Interna­
tional Af­
fairs,
 
Pittsburg U
 
Return 5/89
 

-Presently in
 
USA - MS,
 
MIS, George
 
Washington U
 
Returns 5/89
 

-Presently in
 
USA - MS,
 
Demography
 
Georgetown U
 
Returns 5/89
 

-Presently in
 
USA - MS in
 
Urban Plan­
ning, Pitts­



burg U 
Returns 8/89 

22. Siti Fathona Functional 
Staff 

Bogor Agri 
University 

-Presently in 
USA -MS in 
Demography 
Georgetown 
University 
Returns 5/90 

23. Syahmida Arsyad Functional 
Staff 

Academy of 
Nutrition 

-Presently in 
Phillipines 
MS Nutrition 
Returns 5/90 

24. Kasmiyati Chief, Re-
search Utili-
zation 

Gajah Mada 
University 

-Presently in 
USA - MS in 
Sociology 
University 
Southern Cal 
Returns 5/8 
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APPENDIX H(c)
 

TRAINING NEEDS ASSESSMENT IN CENTER FOR BIOMEDICAL
 
AND HUMAN REPRODUCTION STUDIES, PROGRAM DEVELOPMENT
 
DIVISION OF THE-NATIONAL FAMILY PLANNING COORDINATING
 
BOARD (NFPCB) - (BADAN KOORDINASI KELUARGA BERENCANA
 

NtiSIONAL - BKKBN)
 

CENTER FOR BIOMEDICAL AND HUMAN REPRODUCTION STUDIES (PUBIO) 

RECOMMENDED FUNCTIONS:
 

Within BIOMEDICAL ACTIVITIES, undertakes research on
 
contraceptive efficacy and side effects as well as relationships 
between contraceptive use and infant, child and maternal 
morbidity and mortality. 

1 

Al 



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

___ 

PRESENT ORGANIZATIONAL STRUCTURE.
 

CENTER FOR BIOMEDICAL AND HIUMAN 
REPRODUCTION STUDIES
 
P[ISAT 	STUDI BIOMEDIS AND REFROD[IKSI MANUSIA
 

ADMINISTRATIVE UNIT
 
TATA USAHA
 

(10) 	 (T 1) 3)
 

A 	 B D F
C 	 E 
 G 	 RESEARCH
 
GROUPS
 

SENIOR
 
.....
____IiiESEA 
 RCi
 

(3) 
 MID
 
(7)* (17) (9)* (4) (5) 
 (6)* (8) LEVEL
 

fRESEARCIIER
 

CANDIDATE
 
NIJMBSRS WITHIN ( ) IDENTIFY THE STAFF MEMBER
ASSIGNED AS PER PERSONNEL LIST THAT FOLLOWS
 

* STAFF ON LONG-TERM TRAINING
 

A : HUMAN 	REPRODUCTION ENDROCRINOLOGY STUDIES
KELOMPOK PENELITIAN ANDROLOGY 
REPRODUKSI MANUSIA
B 	: HUMAN REPRODUCTION AND BIOMEDICAL ANDROLOGY STII.IES
KELOMPOK PENELITIAN ANDROLOGY BIOMEDIS / REPRODUKSI MANUSIA
C : 
 PHARMACOLOGY OF CONCTRACEPTIVE MATERIALS STUDIES
KELOMPOK PENELITIAN PIIARNvAKOLOGY BAHAN-BAHAN KONTRASEPSI
D STEROID CONTRACEPTIVE STUDIES

KELOMPOK PENGKAJIAN KONTRASEPSI STEROID


E 	: NON-STEROID CONTRACEPTIVE STUDIES
 
KELOMPOK PENGKAJIAN KONTRASEPSI NON STEROID


F : 	 INFERTILITY STIDIES 
KELOMPOK PENELITIAN INFERTILITAS
 

G 	 : REPRODICT]ON HEALTH 
KELOMPOK PENELITIAN KESEHATAN REPRODUKSI 



BACKGROUND SKILLS REQUIRED TO PERFORM FUNCTIONAL-SUPPORTED TASKS
 

The following background skills are required to carry
 
out the technical functions described above,
 

1. Executive Management Training
 
2. Personnel Management
 
3. Strategic Management
 
4. 	 Management Information Systems (MIS)
 

for Research Management
 
5. Reproductive Health
 
6. Contraceptive Efficacy & Side Effects
 
7. Infertility
 
8. Maternal and Child Health
 
9. Nutrition
 

10. 	 Andrology and Endocrinology
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PRESENT ASSIGNMENT, EDUCATION AND SPECIALIZED TRAINING RECEIVED
 

NAME AASSIGNMENT EDUCATION 

1. Sunarti Sudomo Head, Center 
Biomedical Re--
search 

M.D. 

2. Heru Prasetyo Research Staff M.D. 

Kasidi 


TRAINING
 

-Higher Staff Trng
 
(SESPA)-Indonesian
 
Management Program
 

-Family Planning &
 
Population Program
 
Administration
 

-Family Planning,
 
Nutrition & Health
 
Program
 

-Family Planning,
 
Health & Other
 
Development Prgm
 

-Research Manage­
ment Program
 

-Epidemiology
 
Program
 

-Data Management
 
Program
 

-Women Development
 
Program
 

-Family Planning &
 
Population Moni­
toring Program
 

-Two-week course
 
in Epidemiology I
 
BKKBN, 1985
 

-Two-week course
 
in Epidemiology
 
II, BKKBN 1986
 

-Short course in
 
Reproductive En­
docrinology to
 
Hormonal(,ontra­
ceptive Studies
 
BKKBN, 1986
 

-Short course in
 
Research Metho­
dology Popula­
tion Studies
 
Institute GAJAH
 
MADA, 1984
 

-Short course in
 
Research Methodo­
logy II (5 weeks)
 
Demographic Insti­

3
 



tute, U of Indo­

sia, 1984
 
-Short course in
 

Personal Computer
 
Use, BKKBN, 1986
 

-M.S. Medical De­
mography, London
 
School of Hygiene
 
& Tropical Medi­
cine, 1987-1988
 

3. Lely Nurlely Research Staff M.D. -M.S. in Epidemio­
logy
 

4. Flourisa Research Staff Phar- -Two-week course in 
Juliaan marcist Epidemiology I, 

BKKBN, .1985 
-Two-week course in 
Epidemiology II, 
BKKBN, 1986 

-Two-week course in 
Epidemiology III, 
BKKBN, 1987 
Short course in 
Reproductive Endo­
crinology for Hor­
monal Contracep­
tive Studies,BKKBN 
U of Indonesia, 
1986 

-Five-week course 
in Research Metho­
dology I, Popula­
tion Institute 
GAJAH MADA U,1984 
-Five-week course 
in Research Metho­
dology II, U of 
Indonesia, 1984 

-Two-week course 
in Demographic 
Data Analysis, 
Demographic Ins­
titute, U of In­
donesia, 1986 

-Two-week course 
Epidemiology, 
Chinese U, Hong­
kong 
-Three-month course 
in Epidemiology, 
Hongkong 
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5. Leli Asih Research Staff Biology 


6. T.Y. Prihyu- Research Staff Biology 
giarto 

7. Maria Anggreni Research Staff Biology 

-Short course in
 
Research Survey
 
Methology, Popu­
lation Institute
 
GAJAH MADA Uni­
versity, 1984.
 

-Short course in
 
Research Metho­
dology, Popula­
tion Institutae,
 
GAJAH MADA Uni­

versity, 1984.
 
-Short coure in
 
Contraceptive
 
Epidemiology,
 
BKKBN, 1985.
 

-Short course in
 
Reproductive En­
docrinology for
 
Hormonal Contra­
ceptive Studies,
 
BKKBN, 1985.
 
-Three-week course
 
in Epidemiology
 
and Applied Sta­
tistics, Hongkong
 
1987.
 

-Short course/work­
shop in Randomized
 
Clinical Trial,
 
BKS Penfin, 1987.
 

-M.S. in Bio­
statistics
 
(ongoing in USA)
 
Return 6/89.
 

-MS in Nutritional
 
Sciences (Ongoing
 
in country, Insti­
tute of Agricul­
ture (IPB) ,returns
 
6/90.
 

-Two-week computer
 
course, U of Indo­

nesia, 1988.
 
-Two-course in Epi­
demiology III,
 
BKKBN-CDC, 1987.
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8. 	Hitima Wardhani Research Staff Bliology -Two-week computer
 
course, U of Indo­
nesia, 1988.
 

N.B. 	 Presently taking intensive -Two-week course in
 
English Language training. Epidemiology III,
 
Candidate for an M.S. in BKKBN-CDC, 1987.
 
Reproductive Biology. May -Five-week course
 
go sometime during 1989. in Family Planning
 

Evaluation, London
 
School of Hygiene
 
and Tropical Medi­
cine, 1988.
 

9. 	 Hadriah Research Staff Pharma- -Two-week Computer
 
Oesman cist Course, U of Indo­

nesia, 1988.
 
-Two-week course in
 
Epidemiology III,
 
BKKBN-CDC, 1987.
 

-MS 	in Nutritional
 
Sciences (Ongoing
 
Institute of Agri­
culture (IPB).
 

10. 	Endang Administrative High School -Two-week course in
 
Purwani Staff Office Management,
 

BKKBN, 1976.
 
-English 	Lanuage
 
Course, Level 4
 
LIA, 1977 & 1987.
 

11. 	Djoko Administrative High School
 
Mardiono Staff
 

12. 	Suharsini Administrative High School -Course for
 
Murti Staff Treasurer, BKKBN,
 

1986.
 
-Secretarial 	Course
 
BKKBN, 1979.
 

13. 	Suharyanto Treasurer High School -Course for
 
Treasurer.
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14. 	Sarmi Administrative High School 

Staff 


15. 	Djoko Administrative High School
 
Widodo Staff
 

16. 	Indriyati Administrative High School
 
Staff
 

17. Gunawan Research Staff M.D. 


N.B. 	 Candidate for in-country 

long-term training in 1989. 


18. Sujana Consultant M.D.
 

19. Corry Consultant PhD, 


-Three-day course
 
in Word Proces­
sing, BKKBN, 1987
 

-Field Training in
 
Family Planning.
 

-Several Health
 
Workshops.
 

-Training CU/Cr.
 
-Short course in
 
Randomized Clinical
 
Trial.
 

-Demography
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Appendix I: PROPOSED TRAINING PLAN FOR PDD
 

Following is a recommended two-year training plan which is
 
based on the results of a training needs assessment conducted
 
during the period of October 31 through November 22. 1988.
 
Appendix H provides the detailed listing of the academic and
 
specialized training received by members of the PDD staff.
 

The survey revealed that a considerable amount of research­
related training has taken place. However, in view of the
 
recommended "streamlining" of functions and tasks within the
 
approved organizational structure, this consultancy has
 
recommended that greater emphasis be given to the areas of
 
research management, research skills and personnel management.
 
In addition, a viable in-house training capability - in contrast 
to contracting outside training - should be gradually developed 
to further the institutionalization of an effective and 
successful family planning research program.
 

Interviews with each of the Center Chiefs, and a
 
representative number of their respective staffs, provided the
 
supporting data on which this training plan is based.
 

Following is a listing of course titles, as described by DAN
 

staff who participated in previous training programs.
 

SKILLS PUSIK PUJAK PUBIO TOTAL
 

ECO/DEMOGRAPHY 5 5 
DEMOGRAPHIC MGT 7 2 9 
SOCIOLOGY 5 5 
STATISTICS 6 2 1 9 
POPULATION STUDIES 1 1 
EXECUTIVE TRAINING 1 1 
FAMILY PLANNING AND 
POPULATION PROGRAM 
ADMINISTRATION 

FAMILY PLANNING, 
NUTRITION & HEALTH 
PROGRAM 
FAMILY PLANNING, 
HEALTH & OTHER 1 1 
RESEARCH MANAGEMENT 1 1 
DATA MANAGEMENT 1 1 
RESEARCH METHODOLOGY 10 3 13 
MEDICAL DEMOGRAPHY 1 1 
DEMOGRAPHIC DATA 
ANALISIS 1 1 
RESEARCH SURVEY 
METHODOLOGY 3 2 5 
RANDOMIZED CLINICAL 
TRIAL 2 2 
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FAMILY PLANNING 
EVALUATIONS 2 2 

SOCIAL RESEARCH 
METHODOLOGY 1 1 
DEMOGRAPHY AND 
FAMILY PLANNING 1 1 
POPULATION DYNAMICS 
AND DEVELOPMENT 1 1 
RESEARCH METHODOLOGY 
AND POPULATION 
ANALISIS BY MICRO 
COMPUTER 1 1 

RAPID SURVEY METHOD 2 2 
RESEARCH METHODOLOGY 
AND STATISTICS 6 6 
COMPUTERS SKILLS 
(WORD STAR, dBASE III, 
LOTUS 1,2,3 & OTHER) 3 3 

Based on the above, DAN should give immediate priority to
 
upgrade the skills of its existing functional and structural
 
staff. For the functional staff, training should focus on both
 
upgrading research management skills as well as developing
 
specific areas of research expertise related to each research
 
activity. For the structural personnel, training should also
 
focus on increasing their skills in research management, as well
 
as the ancillary administrative management requirements of
 
contracting, budgeting and financial control. Such skills are of
 
paramount importance so as to facilitate a more cost/effective
 
tracking and evaluation of a project's progress and results.
 

Attachment 1 is a matrix entitled, A TWO-YEAR TRAINING PLAN
 
WHICH IS COMPOSED OF A TOTAL OF 20 WEEKS OF TRAINING PER YEAR.
 
Administering these priority courses will assist to continue the
 
process of strengthening the institution through the gradual
 
upgrading of job skills. This training plan, however,
 
concentrates only on those -areas which are considered to be of
 
the immediate highest priority and which should be administered
 
during the next two years; namely, research management, research
 
skills, executive management and personnel management. These
 
courses, we feel, lay the foundation for the development and/or
 
strengthening of a more efficient research management system.
 

Attachment 2 is a chart which depicts the training needed
 
in the DAN Office and each Center. It also provides a
 
consolidation of all training required by the Division.
 

Courses should be initiated as soon as possible. In this
 
respect, it appears that there are still some funds available
 
for Staff Development, under USAID PIL 130 of June 1988.
 
Specifically, Section 3 (a), (b) and (c) outline short term
 
international training, in-service training program, and in-house
 
training. Their use should be explored as a possible initial
 
financial resource to facilitate the launching of this two-year
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international training, in-service training program, and in-house
 
training. Their use should be explored as a possible initial
 
financial resource to facilitate the launching of this two-year
 
training program. Further training courses should be developed
 
and administered under a possible low-cost/nb-cost basis. The
 
ubjective of this plan is to use as many of the in-house
 
experts/consultants/advisors/returned participants in
 
transferring as much of the research management, research skills,
 
etc., as soon as possible, for the purpose of accelerating the
 
institutional strengthening process of BKKBN.
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Attachmeni 2 to Appendix I 

CONSOLIDATION OF BACKGROUND SKILLS REQUIRED 

OFFICE OF PROGRAM DEVELOPMENT (DANG) 

SUBJECT MATTER CENTRAL OFFICE PUJAK PUSIK PUBIO 

1. OVERALL 

MANAGEMENT 
A.Executive 

Management 
Training X X X X 

B.Personnel 
Management X X X X 

2. RESEARCH 
MANAGEMENT 
A.Strategic 
Management X X X X 

B. Identifying 
Research 
Priorities X 

C.Request for 
Proposals X X X 

D.Proposal 
Development X X X 

E. Proposal 
Review X X 

F.Subcontracts 
and Amend­
merts X X X 

G.Technical 
Monitoring X X X 

H.Eudgeting and 
Financial 
Control X X X 

I.Management 
Information 
Systems(MIS) 
for Research 

Management K X X X 

3. FAMILY PLAN-
NING PROGRAM 
RESEARCH SKILLS 
A.Family Plan­

ning Program 

Indicators ?, 
Measurements X X 

B.Quasi & Non-
Experimental 

1 



Design 


C.Defining Re­
search Objec­
tives & Hypo­
thesis 


D.Sampling Tech­
niques 


E.Data Collec­
tion Techni­
ques - Quan­
titative 


F.Data Collec­
tion Techini-­
ques - Qua­
litative 


G.Operations
 
Research
 
Methods 


H.Basic Sta­
tistical
 
Analysis 


I.Qualitative
 
Analysis 


J.Report Pre­
paration &
 
Analysis 


4. 	 DEMOGRAPHIC
 
RESEARCH
 
SKILLS
 
A.Demographic
 
Estimation 


B.Proximate
 
Determinants
 
of Fertility
 
& Mortality 


C 	Population
 
Projections 


D.Projections
 
of Family
 
Planning
 
Performance
 
Required to
 
Attain Pro­
gram Objec­
tives 


C.Projections
 
of Family
 
Planning
 
Commodity
 
Supply Re­
quirements 


X X 

X X 

X X 

X X 

X 

x 

X X 

X 

X x 

X X 

X 

X x 

X 

X 
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5. BIO-MEDICAL 
RESEARCH SKILLS 
A.Reproductive 
Health X 

B.Contraceptive 
Efficacy & Side 
Effects 

C.Infertility X 
D.Maternal and 
Child Health X 

E.Nutrition K 
F.Andrology and 
Endocrinology x 


