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PREFACE
 

In mid-April Khalipha Investments (Pty) Ltd. was sub-contracted
 
by the TransCentury Corporation to conduct an impact assessment
 
of the (USAID) Participant Training Program from 1971 to 1989.
 
Subsequently, a multi-disciplinary team of local and regional

consultants were assembled to conduct the following seven-phase

impact assessment: (1) development of impact assessment
 
methodology; (2) tracer, participant and supervisor

questionnaire design; (3) questionnaire pilot testing;

(4) participant tracer survey; (5) participant survey;

(6) supervisor survey; and (7) analysis ani report writing.
 

Throughout this assignment a nine member cross-sectorial
 
"Impact Advisory Committee" was organized and met to discuss
 
the survey findings. This group consisted of former USAID
 
eponsored returned participants and provided Anvaluable
 
guidance and feedback throughout the assessment.
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BACHELORS 

DEGREE 


BONDING 


CANDIDATE 


CERTIFICATE 


COURSE 


DEGREE 


DIPLOMA 


ESTABLISHMENT 

REGISTER 


FIRST USAID 

TRAINING PROGRAM 


GOS 


GRADES 


HR/GDO 


IAC 


IN-SERVICE 


GLOSSARY OF TERMS
 

An academic certification given by an
 
accredited college or university to a person
 
who has satisfied that institution's
 
requirements (usually a four-year program or
 
its equivalent).
 

A regulation fixed by a company or
 
institution that "bonds" or contracts an
 
employee to that company or institution for
 
a specified period of time.
 

A prospective participant; an individual who
 
is being considered for USAID-sponsored
 
training.
 

A document signifying the successful
 
completion of a course of up to three months
 
In length.
 

A unit of instruction in a subject, usually
 
short-term.
 

Specifically Bachelors, Masters and PhDs.
 

A certificate issued to a student upon the
 
completion of a prescribed course of study.
 

The system used by the government to grade
 
employees within the civil service.
 

Specifically, the first USAID-sponsored
 
program a participant undertook;
 
occasionally used for the purpose of
 
distinguishing between subsequent USAID
 
sponsored training undertaken by the same
 
participant.
 

Government of Swaziland
 

Job grades, levels or rank within the civil
 
service.
 

Human Resources/General Development Office
 

Impact Advisory Committee
 

Training undertaken within the context of
 
current employment; short-term courses
 
designed to supplement an employee's skill
 
or knowledge that can be directly applied to
 
the workplace.
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INTERVIEWEE 	 The 130 long-term participants included in the
 
impact assessment study selected by the
 
following criteria: by having completed a
 
USAID sponsored long-term training program and
 
by being employed full-time in Swaziland.
 

LONG-TERM Any training program having lasted 12 months
 
TRAINING or more.
 

MAJOR 	 A field of study in which a participant has
 
specialized and received his or her degree.
 

MASTERS 	 A degree from a college or university received
 
after completing a prescribed program of
 
graduate study in some field; ranking above
 
Bachelors and below PhD.
 

NON-QUALIFICATION 	Single "one-time" short-term courses usually
 
SHORT COURSE(S) 	targeting one skill area; their value is
 

that the skills gained may be immediz.ely used
 
to benefit the individual and/or workplace.
 

NON-USAID 	 Programs not sponsored by USAID, such as those
 
sponsored by other donor agencies, private
 
companies or the Goverment of Swaziland.
 

PARTICIPANTS 	 All individuals, both short and long-term, who
 
received training outside Swaziland under
 
USAID sponsorship.
 

PARTICIPANTS Questionnaire filled out by the 130
 
QUESTIONNAIRE participants during their in-depth interviews
 

(See Appendix "B").
 

PARTICIPANTS Questionnaire used to identify the 425
 
TRACER SHEET participants. (See Appendix "A")
 

PROJECT 	 A specific development effort being operated
 
by individual ministries or, less often, by
 
private companies.
 

PTP 	 Participant training programs(s).
 

PROGRAM 	 All levels of training; short to long-term
 
coursework that may lead to degrees,
 
certificates or diplomas, as well as, other
 
training undertaken to improve individual
 
skills - i.e. non-qualification short courses.
 

PhD 	 Doctor of Philosophy - A post-graduate degree
 
issued by a university or college.
 



PARASTATA. 


RESPONDENT(S) 


SHORT-TERM 

TRAINING 


SUPERVISORS 

QUESTIONNAIRE 


SSS-PC+ 


SADCC 


USAID 


USG 


UNISWA 


A quasi-governmental organization operated
 
under the auspices of the Government of
 
Swaziland, usually independently managed but
 
funded in part by public monies.
 

Any or all of the 130 individuals who
 
underwent in-depth interviews; may be used
 
separately or in conjunction with
 
participant(s).
 

Any training program shorter than 12 months in
 
length.
 

Questionnaire filled out by 30 supervisors
 
during their In-depth interviews (see Appendix

"C 1 ). 

The Statistical Package for Social Scientists;
 
the computer program used for this impact
 
assessment study.
 

Southern African Development Coordinating
 
Conference which includes the following
 
countries: Angola, Botswana, Lesotho, Malawi,
 
Mozambique, Swaziland, Tanzania, Zambia and
 
Zimbabwe.
 

United States Agency for International
 
Development
 

United States Government
 

University of Swaziland
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EXECUTIVE SUMMARY
 

The USAID participant training program has had a significant
 
Impact on Swaziland's human resources base. To date, almost 500
 
Swazi nationals have been trained over the past 15-20 years, the
 
vast majority of whom have returned to Swaziland and are using
 
their skills in a variety of employment situations. This figure

does not double count those who have received more than one
 
degree or more than one short-term training program from USAID.
 
Moreover, It does not reflect those USAID-sponsored participants
 
presently in training for their first degree or program. If
 
calculated on a per training basis, the number of USAID
 
sponsored participants would exceed 600.
 

The following highlights illustrate the impact the USAID
 
participant training program has had on Swaziland:
 

0 	 A total of 320 participants, 206 male and 114 female, have
 
received long-term training;
 

0 	 Another 155 participants, 105 male and 50 female, have
 
received short-term training;
 

o 	 Less than one percent of those participants who received
 
both short and long-term training are presently unemployed;
 

o 	 Less than four percent of those participants who received
 
both short- and long-term training have emigrated;
 

o 	 Approximately ten percent of the participants who received
 
long-term training were not traceable. Presumedly, these
 
participants were not traceable within Swaziland during the
 
period of Investigation, had emigrated, or are deceased;
 

o 	 USAID sponsored training accounted for 53% of all training
 
undertaken by the 130 respondents;
 

o 	 USAID sponsored training was predominant at the Masters,
 
PhD and Bachelor's levels, 95%, 50% and 47%, respectively,
 
of all training undertaken;
 

0 	 56% of all USAID sponsored training was undertaken at
 

institutions in the USA;
 

0 	 86% of training was long-term (12 months or more);
 

U 	 Female participants accounted for 29% of all USAID
 
sponsored training;
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o 	 Most programs undertaken by female participants were at
 
the Masters and Bachelor's levels, 21% and 64%,
 
respectively, of all training undertaken;
 

o 	 Only 15 (4%) of all short- and long-term participants did
 
not complete their assigned program:
 

o 	 USAID-sponsored training most frequently fell into the
 
following categories: Agriculture and Science - 32%,
 
Education - 27%; Business AdminiAstration, Maths and
 
Economics - 19%; Health - 11%; Engineering and
 

Architecture - 7%; and Social Science and Humanities - 4%;
 

o 	 Female participants were most frequently represented in
 
teaching and training positions, although they have
 
increased (58% from pre-training to current positions)
 
their representation In management and administration
 
posts;
 

" 	 Taking all participants together, the biggest employment
 
transfers have taken place away from job-specific
 
technical posts toward general administration and
 
management posts;
 

0 	 51% of the 130 respondents returned to a higher level of
 
employment after completing training;
 

0 	 42% of the respondents reported receiving promotions one
 
or more times since completing their first USAID-sponsored
 
training program;
 

0 	 The mobility of participants across sectors, and
 
specifically, away from public sectors is limited; only
 
18% of the respondents had made a change across all
 
sectors while 13% had left the civil service to join the
 
private sector;
 

o 	 70% of all USAID participants are employed In the public
 
sector;
 

0 	 At least one third of the participants employed In the
 
civil service are now In senior posts with considerable
 
decision and pollcy-making responsibilities;
 

0 	 33% of the respondents reported to have a job grade of
 
21+;
 

0 	 80% of respondents supervise at least one person, the
 
majority of those supervised being professional workers;
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o 	 Female participants generally were less likely to
 
supervise others and, where they did, had fewer people
 
under them;
 

o 	 64% of the respondents reported being Involved with
 
development projects;
 

o 	 Of those respondents involved In development projects, 14%
 
were working In the private sector;
 

o 	 In the civil service, 91% of those working In health, 77%
 
of those working in agriculture, and 72% of those working
 
In agriculture were working on development projects;
 

o 	 Just over half of the respondents (67) took over posts
 
from non-Swazi nationals (39%) or took up a new post
 
created especially for them (12%), thus furthering the
 
manpower aims of the Government of Swaziland to increase
 
the number of Swazi nationals who are directly
 
participating In development work;
 

o 	 92% of the participants listed at least one of the
 
followinqp Improvements which had taken place within their
 
ministry or company Including. improved manpower/training
 
utilization, Improved management/planning functions,
 
departments strengthened or revived, the implementation or
 
Improved use of research/information systems, more posts
 
localized, Improved access to equipment/resources/funds or
 
Increased number of departments/institutes created;
 

0 	 95% of the respondents felt that their training was useful
 
to their present posltion;
 

0 	 In the absence of comparative data from non-participants
 
In the public and private sectors, it is difficult to
 
establish direct linkages between job mobility and the
 
extent of training undertaken;
 

o 	 A total of 79 respondents had completed Masters or PhD
 
degrees. Of these, ju3t over half (44) had undertaken
 
their thesis on a subject relating to Swaziland, or had
 
used data from Swaziland;
 

o 	 The majority of participants reported that their training
 
had a large Influence on their future career plans. Among
 
other responses participants mentioned the following:
 
training had increased their Interest in their
 
professional field; they were exposed to another culture
 
and other people as a result of treaining overseas;' and
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training had made them more ambitious and aore confident
 
of their skills, thus preparing them for greater
 
employment challenges;
 

o 	 Nearly all respondents reported that USAID sponsored
 
training had a positive effect on the participant's
 
personal development (42% said it was as a result of
 
interacting with American culture);
 

o 	 90% of the respondents said they required further training
 
to supplement skills acquired from previous training;
 

o 	 67% of respondents indicated that further training should
 
be undertaken in the USA; 10% reported that suitable
 
training could be undertaken in the southern Africa
 
region;
 

o 	 Participant's overall assessment of the training program
 
was extremely positive;
 

o 	 In respect to development in Swaziland, 77% thought it was
 
positive; 16% mentioned reaervations regarding Its total
 
impact;
 

o 	 The most frequently mentioned problem - by both
 
participants and their supervisors - was that academic
 
training in the USA had limited application to day-to-day
 
development work in Swaziland, often due to the inability
 
to obtain and utilize appropriate equipment and resources;
 

o 	 34% of participants felt that the placement system was
 
satisfactory; 39% mentioned the need for candidates to be
 
more directly involved in the selection procedure and 15%
 
said that more care should be taken when choosing between
 
possible institutions;
 

o 	 The two most common recommendations regarding future
 
programs were: (1) involving candidates and employers in
 
the decion-making process; and (2) paying closer attention
 
to the needs of the candidate and the relevance of the
 
program when selecting an institution;
 

o 	 Respondents felt that a candidates' qualifications were an
 
extremely important selection criterion, but recognized
 
the need for choices that meet the needs of development in
 
Swaziland;
 

o 	 A sample of participants' supervisors said that USAID
 
trained employees had a markedly better attitude towards
 
their work than non-USAID or locally trained staff;
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o 	 Supervisors rated all employees' performance highly,

although the work activity of USAID trained staff 
was
 
consistently ranked slightly above that of their
 
counterparts;
 

Non-USAID or 
locally trained staff performed better than
 
USAID participants In extension work;
 

o 	 Supervisors felt that all USAID trained employees were
 
qualified for the posts they currently occupied;
 

o 	 Supervisors reported that a quarter of their USAID trained
 
employees had taken over posts previously held by
 
expatriates;
 

o 	 Supervisors recommended In-house follow-up training using

short courses, seminars and workshops, emphasizing
 
management, administration and job-specific skills;
 

" 
 One-third of the supervisors interviewed felt that short
 
courses were the type of 
training most required;
 

o 	 Inter-Africa training was said to be more suitable for
 
short-term courses, Including certificate and diploma
 
programs;
 

" 
 Supervisors expressed a need for more communication
 
between themselves and USAID;
 

" 	 Advantages of USAID training mentioned: 
 (1) Increased
 
exposure to new technologies and methods; 
and (2) better
 
quality of training and a general widening of horizons and
 
Increased personal development; and
 

o 	 Training undertaken overseas lead to personal problems

caused by such things as marital stress and culture shock.
 



1. INTRODUCTION
 

1.1 The USAID Participant Training Program
 

Manpower needs In Swaziland are extensive and reflect a paucity
 
of skilled labor. In a partial resolution to this problem, the
 
United States Government (USG) has provided the Government of
 
Swaziland (GOS) with both technical and financial assistance
 
since 1971.
 

Through the United States Agency for International Development
 
(USAID), the Initiative in manpower development has assisted
 
the GOS to substantially Increase the health and vitality of
 
the local economy. However, the demographic patterns in
 
Swaziland (3.2 growth in population and 47% under the age of 15
 
was reported in 1986) will continue to be one of the most
 
Important factors Influencing the need for manpower
 
development. If this population growth rate continues,
 
pressure will increase to accommodate the new and young
 
work-force into the local economy.
 

In response to the manpower needs in Swaziland, USAID has
 
sponsored a number of manpower development projects. The most
 
recent project, the Swaziland Manpower Development Project
 
(SWAMDP # 645-0218), Is designed to: (1) expand the capacity
 
of selected Swazis and Swazi Institutions, both public and
 
private, to Independently plan and direct development
 
activities; and (2) encourage an Increased level of informed
 
participants by the general Swazi population in a variety of
 
activities. The project is based on the proposition that
 
well-qualified, development-oriented, management and leadership
 
in key Institutions will continue to be the major elements
 
contributing to accelerated economic and social development in
 
Swaziland.
 

The following Impact assessment surveys a portion of the
 
Individuals who received USAID training to ascertain the
 
overall effectiveness of the program. Key Issues focused on
 
were the level of Institutional development in both the public
 
and private sectors and the application of skills as they
 
relate to manpower development In Swazliland.
 

1.2 Terms of Reference
 

The purpose of this consultancy were to assess the overall
 
impact of the USO participant training program on development
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in Swaziland, with emphasis on institution building within key
 
public and private sector development Institutions. To achieve
 
the above purpose the following activities vere undertaken:
 

A. DATA COLLECTION/GENERAL RESEARCH DUTIES
 

Develop survey Instrument(s) that use proven research
 
methodology and pre-test Instruments to determine their
 
ability to provide the required analyses. Data will be
 
quantifiable whern possible.
 

Research Mission archives, all USAID project files and
 
Project Implementation Orders/Participants (PIO/Ps) since
 
1972 on participants approved for training for one year
 
or more.
 

Meet with the GOS officials and Ministry staff to
 
cross-check and verify participant data.
 

Review the existing participant tracking system now in
 
use under the SWAMDP project and develop an expanded
 
Information data system on participants both for
 
HR/GDO/USAID as it applies to the Participant Training
 
Management Systems requirements of the Mission and the
 
more comprehensive tracking system currently maintained
 
by the TransCentury Corporation (TCC) including all
 
returned participants funded by AID. The system will
 
encompass all of the contractor's baseline data as well
 
as the new data derived from this Jmpact study.
 

Compile and codify data on all USAID-funded participants
 
by name, discipline area and degree level of training
 
using above information:
 

- Identify position held prior to training, and 
update this Information giving current positions 
held and location; 

- analyze how participants perform on the job;
 

- Identify the number of participants who are working 
In the private sector and position held; 

- provide statistical data on the number of 
participants who have migrated; 

- Identify the number of participants who have since 
moved Into key managerial, administrative and 
policy-making positions which are directly related 
to development; and 
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data on other donor-funded participant training
 
and/or joint training.
 

Provide gender information (breakdown of men and women) for
 
participants currently in-training and returned
 
participants by area of disciplines, degree levels and post

training positions held.
 

B. INSTITUTIONAL FOCUS
 

Impact data has been structured using the following as
 
guidelines:
 

Identify examples of public institutions that were
 
strengthened and/or created as a result of the USAID
 
participant training program;
 

Assess the effectiveness of this training in terms of
 
Institutional development and how former participants are

utilizing/applying their skills/training to assist the GOS
 
in strengthening public sector institutions;
 

Assess the likely long-range Impact of the USAID
 
participant training program on GOS Institutions in view of

posittons held by former participants In these
 
Institutions;
 

What impact, If any, has the participant training program

had In the private sector;
 

Are there any specific development gains/benefits in
 
Institutional development that could be directly attributed
 
to the participant training program; and
 

Identify any particular Issues or subjects that surfaced
 
during Interviews which represent a consensus or 
trend
 
among participants.
 

1.3 SamplInc Procedures and Research Methodology
 

The first stage of the sampling procedure Involved defining the

entire population of participants. Using a "Participant Tracer
 
Sheet", (see Appendix A) two team members trcced all known
 
participants who had undertaken USAID-sponsored training between

1971 and early 1989. 
 The task was difficult and time consuming.

Participants biodata on 
the USAID and TCC lists did not match,

and a great deal of cross-checking had to be undertaken. 
After
 
extensive tracing work, however, full details on training,

current and past employment, and othir data were complied for 425
 
Individuals out of a 
total population of 475. The break downof
 
the population As illustrated in Table 1 below.
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TABLE I
 
USAID TRAINED RETURNED PARTICIPANTS
 

LONG-TERM & SHORT-TERM
 
(1971-1989)
 

LONG-TERM I SHORT-TERM I SUB-TOTAL 
ICATEGORY IMALE IFEMALEIMALE IFEMALEIMALE IFEMALESTOTALI

I_ _ II J __I I ] 

JGOS/PARASTATAL 161 1 91 i 88 1 45 1 249 136 385 1 

I II I I III 
1PRIVATE 20 1 3 2 1 4 221 7 1291I__ ____ 

IUNEMPLOYED 0 1 2 0 0 0 2 2 

III i I I 
IN TRAINING 1 8 1 81 01 0 81 8116I 
[(ABROAD)II JI J I ]J1IIIII 
IN TRAINING I 0 1 0 1 21 1 2 1 1 31 
I(SWAZILAND) /1 1 _ _ __ 

II I I I I I 1I1 
IEMIGRATED 7 8 1 4 1 0 11 1 8 119 

I I _I __ I _ IIIII I 

IOFFICIAL DUTY 6 2 0 0 6 1 2 8 
IIABROAD) 
I 

I____- _ 
I I 

_ 
I 

__ 
I I I I I 

IRETIRED 1 1 0 1 4 1 0 5 0 1 5 1 

II I I I IIII 
IDECEASED 1 0 1 0 1 5 1 0 1 8 0 1 8 

II I I I IIII 
ITOTAL I 206 1 114 1 105 i 50 I 311 1 164 1 475 1 

1/ Those participants currently receiving further training
 
An Swaziland by other sponsors.
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More 	detailed Information on characteristics of the entire
 
population of participants Is given in Section 2.1 below.
 

The following criteria were used to select a sample of
 
participants for In-depth interviewing.
 

a. 	 Interviewees must have undertaken at least one long-term.
 
training program (of more than 12 months duration)
 
sponsored by USAID;
 

b. 	 Interviewees must be in full-tim2 employment within
 
Swaziland; and
 

c. 	 Interviewees must have been In post since finishing their
 
most recent participant training program for at least nine
 
months.
 

Using criteria (a) and (b), the possible sample was reduced to
 
240. It proved difficult to Identify the participants' length

of service in their current posts during the tracer study 
criteria (c) - so a sample of Interviewees was picked from the
 
240 participants who qualified for Inclusion under criteria (a)

and (b). Due to time constraints and difficulties arranging
 
Interviews, particularly for people working in the public
 
sector, the final number of in-depth interviews conducted was
 
130. This number represents 54% of all those qualifying for
 
inclusion In the survey sample and 41% of all participants (320)

who have ever undertaken long-term training.
 

The sex ratio of the 130 Interviewees is proportionate with the
 
sex ratio of the total population, as shown below:
 

I __ __ 

All USAID Long-term I In-depth
IParticipantsg Training I Interviews 

_ _I _ _ _ _ _ _ _ _ J _ _ _ _ 

I 
I 

Male 1311 
1 

65% 1206 
1I 

64%1 92 70%I 
I 

Female 1164 35% 1114 36%I 38 30%I 

TOTAL 1475 100% 1320 100%1 130 100%1 

We are therefore confident that the Impact assessment survey had
 
a representative cross-section of all participants. In order to
 
cross-check Information received from the participants, and to
 
obtain more Information about their observed job performance,
 
Interviewees were asked for permission to Interview their
 
Immediate supervisor. While a few participants were In senior
 
positions and had no Immediate supervisor, the majority
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of Interviewees granted permission to interview their
 
supervisor. A total of 30 supervisors were Interviewed during
 
the impact assessment survey -- see Section 2.3 below for a
 
discussion of their responses. Together, they supervised a
 
total 	of 66 participants, 35 of whom (53%) were participants
 
Interviewed for the survey.
 

Two separate questionnaires were utilized:
 

(1) 	 Individual questionnaire for participants
 
(see Appendix B)
 

This questionnaire was used to obtain Information from the
 
individual participants on their assessment of their training as
 
It relates to their current Job. Most questions were pre-coded.
 

(2) 	 Individual questionnaires for the participants'
 
supervisors (see Appendix C)
 

The focus of this questionnaire was to assess the work
 
performance of participants, and the overall impact of the
 
program on Individual ministries, Institutions and private
 
companies.
 

The participant questionnaire was pretested; however, due to
 
time limitations, It was not possible to draw the pretest sample
 
randomly from the final sample population. Participants to be
 
Included in the pretest were drawn from those first contacted in
 
the population Identification process, using the Tracer Sheets.
 
A total of 23 respondents were Interviewed with the pilot
 
questionnaire. Responses Indicated that the basic framework of
 
the questionnaire was valid, but some restructuring was
 
required. In addition, a number of previously open-ended
 
questions were precoded.
 

The supervisors' questionnaire was not pretested because the
 
Interview team was unable to Identify any supervisors prior to
 
administering the Individual questionnaire. However, changes
 
Indicated by the pretest of the participant Instrument were
 
Incorporated. Questionnaires were checked, coded and key
 
punched as the Interviewing proceeded, and the results were
 
analyzed using the Statistical Package for Social Scientists
 
(SPSS-PC+). Frequency distributions and cross-tabulations were
 
the primary forms of analysis prepared from the data.
 

Due to the difficulties experienced In bringing together key
 
persons from the various ministries Involved In the
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participant training program, it proved impossible during the
 
survey period to convene the discussion groups which had
 
originally been anticipated. However, background information
 
pertaining to the USAID participant training program and
 
manpower development In Swaziland was obtained from Individual
 
resource persons, as well 	as, existing documentation and
 
surveys. In addition, an 	Impact Advisory Committee (IAC) was
 
convened to review the findings of this study. The members of
 
the IAC included:
 

1. 	 Sandile Ceko - Ministry of Natural Resources and Energy
 
Principal Secretary


2. 	 Ephraim Hlophe - Ministry of Health
 
Under Secretary


3. 	 Nomathemba Hlope - Ministry of Labor & Public Services
 
Senior Management Serv'ices Officer
 

4. 	 Leon Jacobsz - SWAKI
 
Accountant
 

5. 	 Dickson Khumalo - Ministry of Agriculture & Cooperatives
 
Senior Agriculture Officer
 

6. 	 Stanley Matsebula - Central Bank of Swaziland
 
Assistant Research Manager


7. Phindile Mkhonza -	Department of Economic Planning
 
& Statistics
 
Under Secretary
 

a. 	 Solomon Simelane - Ministry of Education
 
Director of Education
 

9. 	 Correl Sukatl - UNISWA
 
Registrar
 

Oontextual issues such as those Itemized above were discussed at
 
the Impact Advisory Committee meetings.
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2. FINDINGS OF THE EVALUATION STUDY
 

2.1 Returned Participants Interviewed In-depth
 

2.1.1 TrainIng History
 

Respondents were asked for details of all the training they had
 
undertaken, Including that sponsored by USAID, other donors, and
 
undertaken through other Institutions at the Individual's own
 
Initiative. The total number of training programs undertaken by the
 
130 participants Interviewed is shown in Table 2 below:
 

TABLE 2
 
TRAINING PROGRAMS UNDERTAKEN
 

BY 130 USAID PARTICIPANTS INTERVIEWED
 

IBA/BScJMA/MScJ PhD ICert. iDiplomalOtherjTotall
 

First USAID I I
 
PTP 52 62 1 0 1 12 1 3 130
 

Other USAID
 
PTP 5 28 3 13 1 1 5 55
 

---------------------------------- I-------- I
 
Total USAID
 

PTP 57 90 4 13 13 8 1185
 

--------- I-------------------------I--- -------I
 
Non-USAID I
 
Programs 2/ 63 5 4 40 43 I11 166
 

.-------------.------

Total 120 95 8 53 56 19 351
 

IUSAID PTP I I I
 
as % of totall 47% 1 95% I 50% 24% 23% I 42%1 53%1
 

2/These figures only represent USAID trained participants
 
and do not reflect other donor or personally funded
 
training.
 

Training sponsored by USAID accounts for just over half of all
 
programs undertaken by the 130 participants and figures most
 
significantly at the Masters, PhD and Bachelors levels. The GOS was
 
another major contributor, sponsoring 74 programs or 21% of the
 
total.
 

56% of the reported training took place at Institutions in the USA.
 
An additional 102 programs (29%) were undertaken at Institutions in
 
the southern Africa region, Including some non-USAID funded students
 
at UNISWA. Tables 3 and 4 below show the length of training
 
programs, ranging from less than one month to 5 years duration, and
 
the time period In which they were sponsored.
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TABLE 3
 
DURATION OF TRAINING PROGRAMS
 

jFIrst USAIDIAll Other 1 1% Of I 
PTP Wrograms 3/iTotaliTotall 

III I I I 
1 1-6 months 1 10 41 I 51 14% 

7-12 months 9 15 I 24 7% 

1 year 44 40 i 84 24% 

2 years 39 55 I 94 27% 

3 years 19 17 I 36 I10%
 

4 years I I 
or more 9 53 J 62 18% 

Total 130 221 1 351 1100% 1
 

TABLE 4
 
YEAR OF TRAINING
 

IFIrst USAIDIAll Other 1 1%of 
_ PTP [Programs 3/ITotaliTotall 

I I I I 
1960-1969 0 25 I 25 7% 

1970-1979 28 103 I 131 37% 

1980-1989 102 93 I 195 56%
I-I 

Total 130 221 I 351 1100% 1 

3/Combined USAID (55) and non-USAID (166)
 
sponsored programs.
 

Out of the 185 programs sponsored by USAID, 53 (29%) were
 
undertaken by female participants. Table 5 below shows the
 
breakdown by sex of participants undertaking various levels of
 
training. Females were most frequently represented in Masters
 
and certificate-level programs.
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TABLE 5
 
PROGRAM LEVEL BY SEX OF PARTICIPANT
 

ALL USAID TRAINING COURSES 4/
 

1 JBA/BScJMA/MScJ PhD I Cert. IDiplomaJOtherJTotall 

Males 461 56 1 3 9 I 10 1 8 11321 

FemalesI 111 
I 

134I 1 4 II 3 1I 0 J 531 

Total 1 57 1901 4 I 13 I 13 8 185I 

Female I I I I I 
% of Totall 19% 1 38% 1 25% I 31% I 23% I 0 29%1 

4/ Survey data, 130 participants
 

The age breakdown of respondents are as follows:
 

gAge of Respondents (130) 1 Number %
I I_ JI 
I 21-30 16 I 12 
I 31-40 69 I 53 

41-50 37 I 29 
I over 50 8 6I _ _ _ _ _ _ _ I _ _ _ _ I,_ _ 

Complete data on all long-term participanto was unavailable.
 
However, by calculating date of birth, as listed on 212 of the
 
Tracer Sheets, the findings show that age distribution remained
 
constant.
 

lAge of Participants (212)1 Number I % I 

21-30 28 1 13
 
31-40 108 1 51
 
41-50 62 1 29
 
over 50 14 7
 

Table 6 below Is the breakdown of all degree programs, by
 
subject, undertaken by the 320 long-term participants.
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Table 6
 
ALL DEGREE PROGRAMS
 

UNDERTAKEN BY 320 LONG-TERM PARTICIPANTS
 

AGRICULTURE & SCIENCE 


IAgriculture 

lAgriculture Economics 

lAgriculture Education 

jAgriculture Engineering 

lAg. Extension Education 

jAgriculture Mechanics 

jAg. Mechanization 

jAgriculture Management 

jAgronomy 

lAnimal Production 

lAnimal Science 

IBiochemistry 

IBiology 

IBiological Science 

IBotany 

IChemistry 

jCrop Science 

jEntomology 

lFarm Chemicals 

IForestry 

IGrain Storage 

IHome Economics 

IHorticulture 

Husbandry 

ILand Resources 

jPlant Science 

IRange Management

lRange Science 

IRural Development


1Soll
Science 

Soll Survey 

IVet. Science 

Water Resources 

ITOTAL SUBJECTS 

IBUSINESS ADMINISTRATION 


AND ECONOMICS 

lAccounting 

IBiometry 

IBusiness Administration 

lComputer System 

lEconomics 

IFinance/Banklng 

lHuman Resources 

lInternatlonal Business 

IManagement 

IManagement Info Systems 

IMathematics 

Public Administration 

IResource Management 

Statistics 

ITOTAL SUBJECTS 


BA I MA 


7 4 

- 1 6 


1 12 1 7 

2 
- 2 


1 1 1 -

I - 1 1 

1 4 1 -

I - 1 3 

I - 1 1 

1 1 1 2 

I - 1 


1 
1 1 
1 
2 -


I 1 -

I 	 - 2 

I 
- 1 
I 

1 7 1 2 

I 1 3 

1 I1 


I - 1 1 

2 1 1 


1 1 1 -

I 	 - 4 
1 I 
1 4 2 


I -


I 

- 1 

54 1 45 


I
 
j
 

I1 2 

- 1 

1 13 

4 I 

4 11 

- 2 
- 2 
- I 
-


-

- 2 
1 8 

1 
2 2 


1 14 1 47 


I PHD I TOTAL
 
DEGREESI
 

1 - 1 11
 
- 1 6
 

1 	2 1 21
 
- 1 2
 
- 1 2
 

I 	 - I 1
 
1 - I 1
 
I - 1 4
 
1 1 1 4
 
1 - 1 1
 
1 	- 1 3
 

- 1
 
- 1
 
- I I
 

I 	- 1
 
- 1 2
 
- I 1
 

1 	- 2
 
- I
 
- I
 
- 1
 
1 10
 
- 4 1.
 
- I 2
 

1 - I 1
 
1 - 3 I
 
I - 1 1

I 	 - 1 4 I
 

- I 1
 
- 6 
- I 
- I 
- 1 

1 	4 103
 

- 3
 
- 1
 
- 14
 
- 5
 
- 15
 
- 2
 
- 2
 
- I1
 
- 1
 
- I1
 
- 2
 
- 9
 
- 1
 
- 4
 

- 1 61
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Table 6 (con't)
 
ALL DEGREE PROGRAMS
 

UNDERTAKEN BY 320 LONG-TERM PARTICIPANTS
 

EDUCATION 


jCurriculum Development 
lEducation Administration 
lEducation Leadership 
lEducation Planning 
jElementary Education 
lElementary English 
lEnglish 
IGeneral Education 
IPrimary Curriculum 
ISecondary Education 
ISchool Administration 
ITOTAL SUBJECTS 
I ENGINEERING AND 
I ARCHITECTURE 
lArchitecture 
IChemical Engineering 
ICivil Engineering 
lElectrical Engineering 
lIndustrial Technology 
IMechanical Engineering 
IMining Engineering 
ITOTAL SUBJECTS 
I HEALTH 

IDietitian 

IFood Science 

gHealth Administration 

IHealth Education 

IHealth Planning 

lInternational Health 

IMedical Technology 

INursing 

jPublic Health 

iNutrition 

1Occupational Therapy 

ITOTAL SUBJECTS 


SOCIAL SCIENCE 
AND HUMANITIES 

jAnthropology 
Psychology 
lEducation Psychology 
ILinguistics 
IPolitical Science 
IPublic and International 
I Affairs 
IRural Sociology 
ISocial Science 
ITOTAL SUBJECTS 
ITOTAL DEGREES 

BA 


2 

-

-
-
-

2 

1 


33 

I 
1 1 

I 

39 


4 

2 


I10 

1 


I -
I 


-

1 18 


I 

g
I 	 I 


5 

-

-

3 

6 

-
3 


20 


-

-

-
-
-

-

-

1 1 

1 1 

1146 


I MA 
|_J 


3 

7 

1 

2 


11 

1 
1 3 


18 

I 


1 

I 1 


47 


-
-
1 

2 


i1 

-


I 

1 	 5 

I
 

-

-
1 


1 
1 

1 


1 	
3 

5 

2 

1 


14 


I 

2 


I 

2 

1 


I 

I 


1 2 

11 


1169 


PHD 	I TOTAL
 
JDEGREESI
 

- 5 
I 8
 

- I1
 
- 1 2 1
 
- 11 1
 

I - 2
 
1 4 1
 
1 - 51 1
 
1 - I 1
 
1 1
 

I 1
 
1 87 J
 

I I
 
J j J
 
I - 1 4 1
 
I - 2
 

- 11
 
- 3
 
- 1
 
- I
 
- 1
 

1 - 23 J
 

- 1
 
- I
 
- 2
 
- 5 1
 
- I
 
- i
 
- 3 1
 
- 9
 
-.
 

- 5
 
- 1
 
1 34 1


I [
J 

- I 
- 2 

- I 
- 2 
- 1 

- 1 
- I
 
- 3 1
 

1 - 1 12
 
I 5 I 320
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USAID training most frequently fell into the following
 
categories: Agriculture and Science-32%; Education-27%;
 
Business Administration, Maths and Economics-19%; Health-l1%;
 
Engineering and Architecture-7%; and Social Science and
 
Humanities-4%. Only 15 (4%) of all short and long-term
 
participants did not complete their assigned program.
 

2.1.2 Employment History
 

Questions on the participants' employment history sought to
 
identify changes in career patterns and job mobility which had
 
occurred among the participants. In the absence of comparative
 
data from non-participants in the public and private sectors, it
 
is difficult to establish direct linkages between job mobility
 
and the extent of training undertaken.
 

It is also difficult to distinguish how far USAID-sponsored
 
training has contributed to mobility against other, non-USAID
 
training programs. For example, the 130 participants
 
Interviewed had between them undertaken 185 USAID sponsored
 
programs, an average of 1.4 per participant, and 166 non-USAID
 
training programs, 351 in total, for an average of 2.7 per
 
participant.
 

It appears, however, that the USAID sponsored training has
 
contributed to upward mobility within both public and private
 
sectors, particularly within the GOS civil service. USAID
 
training has nearly always played a significant role in opening
 
up or extending educational opportunities, operating as a type
 
of platform for further personal and professional development
 
(see Section 2.1.3.5 below).
 

To assess the Impact of the USAID participant training program
 
on employment, respondents were asked for details of three
 
employment posts: (1) the job they left when beginning their
 
first U§AID sponsored training program; (2) the job they
 
returned to after that training program; and (3) their current
 
job. Information about these three employment posts has been
 
analyzed in a variety of ways. First, changes In job
 
classification were identified, as shown in Table 7 below.
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TABLE 7
 
CHANGES IN TYPE OF JOB CLASSIFICATION OVER
 

THREE MAIN EMPLOYMENT POSTS
 

Post Before Post After 
Training Training Current Post 

_ JMale IFemale Male IFemale Male Female 
IFInancial I I I I I 
IManagement 7 1 3 1 8 3 1 7 1 4 

1Other Manag. 
land Admin.I[ 

I 
1 23 

I 
1 4 

I 
1 25 

I 
I 4 

I 
1 38 

I 
8 1 

ITeacher I I I 
ITraining 1 17 1 20 1 18 I 21 1 16 1 20 1 

IResearch 1 6 1 2 1 8 1 7 0
 
1__ 

IJob-specific I I I I I I I
 
Itechnical work 32 I 9 33 7 124 1 6 1
 

I-I 
OthrI I 0 0 I 0 0


II 
IN/A (students) 1 4 1 0 1 0 1 0 1 0 0
 
1 1i 

There has been little movement between job categories. Females
 
have tended to remain most highly represented In teaching and
 
training positions. Although their absolute number is small
 
(8), they have Increased their representation In management and
 
administration posts. Taking all participants together, It is
 
clear that the biggest transfers have taken place away from
 
job-specific technical posts towards general administration and
 
management positions.
 

Sixty-seven respondents (51%) reported that the position they
 
returned to after their first training was at a higher level
 
than the one they occupied prior to USAID training. A slightly
 
larger proportion of females (52%) than males (48%) returned to
 
a post at the same level after completing training. Overall, 18
 
participants experienced a delay in taking up a position when
 
they returned from training. In ten of these cases, the
 
respondents reported that the delay was caused by there being no
 
appropriate vacant post for them to move Into, or because a new
 
post was being created for them.
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Since returning from their first USAID sponsored program, 53
 
participants (40%) have remained In the same post. While only

38% of male participants have remained in the same post, the
 
corresponding figure for women is 47%. This is perhaps
 
Indicative of a situation where promotion opportunities for
 
females are still more limited than for men, despite their
 
training. In four cases, respondents indicated that lack of
 
additional qualifications had caused them to remain in the same
 
post since completing their first USAID program. The reasons
 
most frequently mentioned were: no vacant promotion posts --27;
 
at top of career structure already --13; participant did not
 
wish to move --12; lack of additional qualifications --4; other
 
--7. For those respondents who had changed jobs since returning
 
from training, promotions and transfers within or across their
 
original ministries, departments or companies were quite
 
numerous, as shown in Table 8 below.
 

TABLE 8
 
EXTENT OF PROMOTIONS AND TRANSFERS SINCE
 
RECEIVING FIRST USAID SPONSORED TRAINING
 

IMore Thanj 
Once I Once I Total 

I_IPromoted within same dept/section 133 24 57
 

Promoted and transferred to
 
another dept/section 15 10 25
 

Transferred to another dept/
 
section at same level 6 8 14
 

Promoted and transferred to 
another ministry/company 7 

I 
I 8 15 

Transferred to another 
ministry/company at same level 

I 
3 I 6 9 

The reasons most frequently reported for promotion or transfer
 
were as follows: possessed required training --55; possessed
 
required skills or experience --54; vacancy/new post had to be
 
filled --34; participant requested transfer --6; other --7.
 
Promotions and transfers within ministries, departments and
 
private companies have led to an 11% change In the physical
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location of the participants' workplace. As might be
 
anticipated, it would appear that with higher qualifications
 
gained as a result of training, the trend is towards head
 
offices and "desk jobs", and away from extension posts at the
 
district and regional level. This is demonstrated in Table 9
 
below. The increase in the number of participants based at
 
training Institutions and UNISWA, however, indicates an Increase
 
in opportunities to disseminate skills acquired in training
 
through teaching and training activities.
 

TABLE 9
 
CHANGE OF LOCATION OF WORKPLACE
 

BEFORE/AFTER TRAINING
 

ILocationl I 
IBefore Current I Loss\ I 

I _ _ _ _ _ _ Trainina Location Gain
 
Head office 1 61 69 + 8 
Parastatal/dept office I 3 4 + 1 
Training institution/UNISWA 13 19 + 6
 
Urban school/hospital 1 8 3 - 5
 
Rural school/hospital 5 2 - 3
 
Regional/district office 40 j 33 - 7
 

In order to substantiate the information on promotions,
 
respondents were asked to specify the grade of their job. With
 
private sector companies, some parastataJ., and semi-auton:mous
 
public sector agencies - the Central Bank, for example - It
 
proved difficult to equate the grading system with the
 
Government's Establishment Register. Some trends may be
 
identified, however, from the limited information obtained.
 

The majority of promotions and transfers took place within the
 
original ministry, department or company within which the
 
participant was situated after training. This trend is further
 
substantiated by the analysis of movement between ministries and
 
companies, as detailed Jn Table 10 below. The largest losses of
 
participants have been sustained by the Ministries of Finance
 
(predominantly males) and Education (predominantly females).
 
Private companies and financial Institutions experienced gains.
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TABLE 10 
MOVEMENT BETWEEN MINISTRIES AND
 

PRIVATE SECTOR, BY SEX
 

Post Beforel Current ILoss/1
 
ITraining I Post IGalnI
 
M_ F ILLj M__I_F__JALLJ 

I II I II 
Private Companies 17 111 8 119 12 1211 +131
 

Ministry of Health 13 19 112 12
13 19 1R O
 

Ministry of Agriculture 116 14 120 117 15 1221 + 21
 

Ministry of Finance 17 13 110 13 12 151 - 51
 

Ministry of Nat. Resourcesl 1 0 1 1 2 1 0 121 + II
 

Ministry of Labor 12 1 1 3 12 1 1 31 0O
 

Ministry of Works 12 1O 2 1 2 1 0 1 21 01
 

Ministry of Justice 1 1 1 0 1 1 1 0 1 0 O0 - 1
 

Ministry of Education 126 117 143 125 112 1 371 - 61
 

Ministry of Commerce 1 2 1 0 1 2 11 1o 11 - 11
 

Economic Planning11 1 0 1 1 0 1 0 O0 - 11
 

Banks/SEDCO etc. ill1 1 112 113 12 1151 + 31
 

Other Public Sector Agencyl 4 1115 1 1 2 131 - 21
 

NGO/Donor 1 i 1 2 1 1 1 0 1 1 - 1
 

other 1810 1 8 3 13 1 6 1 - 21
 
1_1 1 . _ 
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Overall, there has been little movement between sectors.
 
Seventeen respondents (13%) left the civil service to join the
 
private sector; of these 12 were males (71%).
 

2.1.3 Current EmDlovment Status
 

2.1.3.1 Work Activities and Responsibilities
 

The current employment status of the 130 participants

interviewed is shown In the tables in the preceding section.
 
The main characteristics may be summarized as follows:
 

Male Female All 

Current Job Classification: 
Financial Management 7 4 11 
Other Management and Administration 38 8 46 
Teaching/Tralning 16 20 36 
Research 7 0 7 
Job-specific Technical Work 24 6 30 

Current Grade: 
9-14 2 1 3 

15-20 21 14 35 
21+ 32 11 43 
Not Known 37 12 49 

Current Employer: 
Ministry of Education 25 12 37 
Ministry of Agriculture 17 5 22 
Banks and Financial Institutions 13 2 15 
Ministry of Health 3 9 12 
Other Public Sector 11 5 16 
Private Companies 19 2 21 
Other, non-public Sector 4 3 7 

The majority of participants - 72 (55%) - have been In their
 
current posts for three years or more. Respondents were asked
 
to indicate what proportion of their working time they spent on
 
various activities. As shown In Table 11 below, administrative
 
work was the predominant activity for all participants, although

job-speciflc technical work and teachlng/training were other
 
important activities.
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Table 11
 
PROPORTION OF TIME SPENT
 
ON VARIOUS WORK ACTIVITIES
 

iI 
INone 11-25% 126-50%151-75%176-100%1 

I Financial Management 1 54 1 63 1 8 1 4 1 1 
1 Other Administration 1 22 49 27 I18 1 14 
Teachlng/Tralning 
Research/Evaluatlon
Extension Work 

1 43 
1 53 
183 

1 58 1 
1 65 1 
1391 

10 
8 
61 

8 
2 
2 

11 
2 
0 

Job-epecf1ic Technical 1 59 1 35 16 1 8 12 
Travelling 

1other 
155 
1103 

1 
1 

73 
27 

2 
0 

1 
1 

0 
0 

0 
0 

Respondents were also asked to indicate project-related work
 
they are presently undertaking. "Projects" were defined as
 
speclfic development activities being carried out by Individual
 
ministries or, less often, by private companies. The number of
 
respondents undertaking different kinds of project work were as
 
follows:
 

Project Identification 51
 
Project DesIgn/Planning 51
 
Project Implementation 67
 
Project 14onitOring/Evaluation 65
 
Other Project Work 13
 

As an indicator of both seniority and level of responsibility,
 
the participants were also asked to identify the number of
 
People they Supervised, and the job classifications of the
 
people supervised. Tables 12 and 13 below show that eighty
 
percent of the respondents supervised at least one person, and
 
the maJoritY Of those supervised were professional workers.
 
Female PartilcPants were less likely to supervise other
 
employees than males, and where they did act as supervisors,
 
generally had fewer people under their supervision than males.
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Table 12
 
SUPERVISION OF OTHER EMPLOYEES
 

BY SEX OF RESPONDENT
 

Numbers Supervised
 
Sex of Respondent INonel 1-5 16-10 111-15116-201 20+ 1
 

II II I I I I 
Male 1 10 28 16 8 31 271 
Female I 16 12 4 I 1 I 4 II __________________________I ____i_____I_____I _____I I_____ 

I II I I I I 
TOTAL 126 40 20 9 4 311
I _____________________________ _____I_______ _____ I I. I _______I 

Table 13
 
JOB CLASSIFICATION AND NUMBER OF INDIVIDUALS
 

SUPERVISED BY USAID RESPONDENTS
 

Job Classification of I Numbers Supervised 
Persons Supervised J 

INone 1 1-5 6-10111-15116-201 20+ 1 

Professional 1 59 1 41 11 I 5 3 I 11 
Technical 181 33 10 12 1 13 
Administrative 76 33 12 12 3 14 
Semi-skllled 1104 1171 4 1 111 31 
Unskilled/Casual 1108 1 71 6 1 3 14 1 21 
Other 1128 11 11 0 101I _____ ____ ____ __ __ __ _I __ _ _I __ _I__ _ 

Table 14 below gives some indication of the relationship between
 
level of training and level of employment. Table 15 below shows
 
the current placement of USAID participants (425, as identified
 
by the Tracer Sheets) across the public and private sector. The
 
data shows that the majority of participants have settled into
 
Ministries with a particularly high concentration at UNISWA.
 
This clearly Indicates the development of the public sector.
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Table 14
 
CURRENT GRADE BY PROGRAM LEVEL OF
 

FIRST USAID SPONSORED TRAINING COURSE
 

I GradeII JBachelorsi Mastersi _ I PhD IDiploma I Other 

Grades 9-14 1 I I 1 1 0 I 1 1 0 
Grades 15-20 1 
Grades 21+ I 
Not Known I 

18 
12 
21 

1 
1 
1 

13 
27 
21 

j 
j 

i 

0 
0 
1 

1 
1 

4 
2 
5 

1 
1 

0 
2 
1 

2.1.3.2 Contribution to Development Work In Swaziland
 

Overall, 83 participants (64%) reported that they were Involved
 
in some way or another In specific development projects. These
 
respondents named a total of 139 projects, an average of two
 
(1.67 actual) projects each. The projects mentioned were
 
classified as follows: educatlon/training development --39;
 
agriculture/natural resources/conservation --33; health
 
development --28; construction/infrastructure development --18;
 
Industrial/financial development --14; other --7; total --139.
 

Project activities covered a wide spectrum and Included health
 
education for primary health care, staff development projects

for ministries and pararstatals, work with small holders In
 
rural areas, dam rehabilitation, school construction, trade
 
promotion and agricultural marketing. As shown in the Table 11
 
on page 19, participants were Involved at all stages of project
 
activity, notably with project Identification and
 
design/planning.
 

Of those respondents Involved in development projects, 12 (14%)
 
were working In the private sector. Within the civil service
 
sectors, 15 respondents were working In health, 15 in
 
agriculture, and 17 in education were Involved In development
 
projects.
 

The GOS has pursued a policy of localization as an Important
 
component of manpower development in both the civil service and
 
the private sector. The aim is to Increase the number of Swazi
 
nationals directly participating in development work. Respond
ents In the survey were thus asked to Indicate from whom
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they had taken over their current post. Responses were as
 
follows:
 

IPrevious Post Holder Number % 

jSwazi national 
lExpatrlate/technical assistant 

53 
51 

I 41% 
I 39% 

jPost was created for respondent 
SNot known 

16 
10 

I 
I 

12% 
8% 

I J 

Just over half the respondents took over posts from non-Swazis
 
or took up a new post created especially for them. Table 15
 
shows USAID-sponsored participants by ministry and institution
 
as a percent of professional staff. Experience of training
 
programs in other developing countries has demonstrated the
 
importance for returned trainees to disseminate the skills they
 
acquired while in training. Where the skills gained remain only
 
with the returned trainee, and are not passed on to others, the
 
future benefits of training are minimized, especially in
 
situations where there is high staff mobility. Respondents were
 
also asked which mechanisms, if any, they used to transfer their
 
skills to others. All respondents claimed to use at least one
 
of the following mechanisms: one-to-one guidance of staff --97;
 
writing reports/publications --86; in-service workshops --81;
 
supervising interns/staff-in-training --78; research work --61;
 
part-time teaching, outside workplace --51; and other --6.
 

Respondents were also asked to indicate the ways in which they
 
themselves had contributed to the strengthening of the ministry
 
or company for which they worked. Thirty-seven (28%)
 
participants were unable to respond to this question. A further
 
59 (45%) gave unspecified answers; they felt they were more
 
effective in their jobs but could not indicate particular
 
contributions. Among those giving detailed answers, however,
 
the following contributions were mentioned: through
 
training/supervising others --53; in advisory capacity/committee
 
membership --49; improving general planning functions --45;
 
improving general administration and management --41; improving
 
co-ordination\networking --36; through research activities --24;
 
improving financial management --17; through procuring
 
resources/funds/equipment --14; and other --13.
 

Again, the responses demonstrate the extent to which
 
participants are, at least as they perceive It, involved in key
 
activities in their workplaces, and making significant
 
contributions to their ministries or companies. Responses from
 
the participants to this question are compared with those from
 
the supervisors in Section 2.2.3 below. Both respondents and
 
supervisors were asked to specify what improvements they had
 
seen in their ministries or companies as a whole, and to
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Table 15
 
USAID-SPONSORED PARTICIPANTS BY MINISTRY AND INSTITUTION
 

AS A PERCENT OF PROFESSIONAL STAFF
 

jTotal Pro-JUSAID Sponsoredl% Of L-TI% OF S-TI% OF L-T I
 
IMinistryI fessionall L-T I S-T I Trainedl TrainediPlus S-T I
 
I_ staff I I IBY USAIDIBY USAIDIUSAID TrdI

I I I I I I I I
 
IMOE 7513 1 90 I 32 I 1.20 1 0.42 I 1.62 1
 

IIII I I II
 

IMOAC 1047 62 1 22 1 5.92 1 2.10 1 8.02 1
 
IIIIII I I
 

jMOH 982 34 I 26 I 3.46 1 2.65 1 6.11 1
 
IIII I I
 

IMOW&C 1 553 9 0 j 1.63 0 1.63
 

IIII I I II
 
MOI 359 1 2 1 3 I 0.56 I 0.84 I 1.40 1
 

IIII I I II
 
IMOF 262 6 1 19 1 2.29 I 7.25 1 9.54 1
 

IIII I I II
 

IMONR&E 1 154 1 4 I 0 I 2.50 I 0 1 2.50 1
 
IIII I I II
 

IMOL&PS 1 154 2 3 1.30 I 1.95 I 3.25 
IIII I I II
 

IMOCIM&T 57 2 0 3.50 I 0 3.50 
I~~~1 

IUNISWA 1 120 55 1 0 45.83 1 0 45.83 1
 

I II III
 
S/Bank 1 150 3 6 2.00 I 4.00 6.00
 

IIII I III
 
IC/Bank 1 216 11 I 1 5.09 I 0.46 5.55
 

II I I I I I
 
IP/Sectorl N/A 27 I 6 N/A I N/A I N/A
I I 

MOH-Ministry Of Health; MOE-Mlnistry of Education; MOAC-Ministry of
 
Agriculture & Co-operatives; MOL&PS-Ministry of Labour & Public
 
Service; MOW&C-Ministry of Works & Communications; MOI-Minlstry of
 
Interior; MONR&E-Minlstry of Natural Resources & Energy; MOF-Ministry
 
of Finance; MOCI&T-Mlnlstry of Commerce, Industry & Tourism;
 
UNISWA-UnIversity of Swaziland; S/Bank-Swaziland Development & Savings
 
Bank; C/Bank-Central Bank; P/Sector-Private Sector.
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determine how important staff training had been in respect of
 
the achievement of such improvements. Only 10 returned
 
participants (8%) could not identify any improvements which had
 
taken place in their ministry or company. The other 120
 
respondents mentioned at least one of the following
 
improvements: improved manpower development/training/
 
utilization --82; improved management/planning functions --52;
 
departments/institutes strengthened or revived --48; improved
 
implementation/use of research or information systems --43; more
 
posts localized --41; improved access to equipment/resources/
 
funds --28; departments/institutes created --21 and other --20.
 

Despite the number of improvements mentioned by participants,
 
there were a large number of constraints identified, as shown
 
below: lack of finance/funds n=63; lack of skilled/
 
trained manpower --62; lack of co-ordlnation/networking --41;
 
lack of transport --39; shortage/loss of staff --34; lack of
 
planning base/skills --33; lack of other equipment --31; other
 
--28; and unproductIve/unprogressive staff --14.
 

2.1.3.3 The Perceived Relevance of Training
 

Respondents were asked in a number of questions about the
 
perceived relevance of their training. Questions focused on
 
the relevance of training programs to specific work activities,
 
and to the role or work of their ministry or company.
 

Seventy-seven (59%) thought that their training was very useful
 
in respect of their current jobs, while 46 (35%) thought It was
 
useful. The remaining seven respondents felt it was not useful
 
at all. The estimated importance of tialning in assisting
 
participants to make contributions to their employing agencies,
 
as discussed In the previous section, was somewhat higher:
 

Importance of Training in Making Contributions:
 

Extremely important 82 63% 
Very important 27 21% 
Important 15 12% 
Hardly important 6 4% 

A total of 79 respondents who had undertaken Masters or PhD
 
programs had prepared a research thesis. Of these, just over
 
half (44) had researched a subject relating to Swaziland or had
 
used data from Swaziland.
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2.1.3.4 	 Individuals' Further Training Needs
 
And Career Plans
 

Only four participants reported no future career plans at the
 
present time. Among the other respondents, career plans were
 
described as follows: to stay in current job --38; to go into
 
own business/consultancy --29; undertake further training --24;
 
move to another ministry/company (but remain in same
 
sector)--16; join International agency or private company --11;
 
and undertake more research work --8.
 

For the majority of participants, their training had a large
 
influence on their career plans. Fifty-three respondents (41%)
 
said that training had developed their skills and expertise and
 
motivated them to continue in their respective areas of
 
specialization. Another I (9%) respondents rated exposure to
 
other cultures and other people as most influential. Twenty-one
 
participants felt that training had made them more ambitious and
 
more self-confident so that they were prepared to actively seek
 
out greater employment challenges in the future.
 

The USAID sponsored training significantly influenced the
 
respondents' personal development. The single negative comment
 
came from a respondent who felt that the long period of training
 
in the USA had destruyed his family life; eight respondents
 
reported that training had no impact on their personal
 
development.
 

For 54 (42%) respondents the personal impact was most closely
 
related to a broadening of outlook and understanding through
 
interaction with American culture. A further 48 (37%) said
 
their most significant gains had been in increased
 
self-confidence, a better attitude towards problem solving and
 
and better interpersonal skills. Four (3%) participants
 
reported that the rise in their income levels had the greatest
 
impact on their personal development.
 

Despite the number of training programs already undertaken by
 
the participants interviewed, only 13 (10) said that they did
 
not require any further training. Asked what training they
 
required, and at what level, the remaining participants
 
responded as follows:
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Level of 	Training Required Number
 

Bachelors 5
 
Masters 37
 
PhD 41
 
Short courses 21
 
In-service training 6
 
Other 7
 

Area of Training Required 	 Number
 

In same technical field 74
 
In different technical field 12
 
Management skills, to supplement
 

existing technical skills 26
 
Technical skills, to supplement
 

existing management skills 5
 

For the majority, therefore, higher level training was desired
 
to extend or supplement skills acquired from previous training
 
programs. There was little call for training to assist a move
 
away from current areas of expertise or specialization. Given
 
the number of higher level degrees specified, it is not
 
surprising that 72% of those desiring further training thought
 
that programs of at least one year duration were necessary. And
 
given the linkages between the surveyi and the USAID programs, it
 
is not surprising that 67% indicated that the training they
 
required could be undertaken in the USA. Notably, 14 (10%)
 
respondents mentioned the southern Africa region as providing
 
suitable training programs.
 

2.1.3.5 	 Overall Assessment of the Participant Training
 
Program and Recommendations for Future Programs
 

The participants' overall assessment of the training program was
 
extremely positive. In respect of its impact on development in
 
Swaziland as a whole, 100 (77%) considered it was positive,
 
mentioning factors such as increased localization, benefits to
 
manpower development, extending the number of trained personnel
 
available, etc. 21 respondents gave a negative assessment, and
 
the most frequently mentioned reservation was that training in
 
the USA has limited relevance to the situation in Swaziland.
 
Lack of equipment, resources, and a defined promotion structure
 
in the civil service were mentioned by these respondents as
 
reducing the effectiveness of training on Swaziland's
 
development.
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Respondents had a number of recommendations to make In respect
 
of the future operation of the program, as shown below:
 

Recommendations for Future Programs Number 

Change procedures for choosing training 
institution 28 

Increase the scale of the program/send 
more participants 21 

Program requires no changes 18 
Increase support and assistance with 

accommodation, orientation, etc. 17 
Change entrance exam requirements 9 
Make allowances for spouses to visit 

during long courses 9 
Sponsor more courses in African countries 6 
Increase allowances 5 
Eliminate role of broker (contractor) 3 
No response 21 

There were two major concerns relating to the currenZ systems
 
used to choose a training institution for a particular
 
candidate. The most frequently mentioned was the perception
 
that candidates had very little say in making the choice, which
 
they found to be unacceptable. Candidates felt that they were
 
handed a fait accompli, and had no role in deciding from a
 
number of options which would be the better training program.
 

The second concern related to the perception that institution(,
 
were selected on criteria other than the relevance or excellance
 
of their programs. Respondents felt that the same programs at
 
the same Institutions were chosen time and again, without real
 
efforts being made to look further afield for others that might
 
prove to be more appropriate and ultimately more beneficial.
 

The need for change In the placement system, as it currently
 
operates, was brought out In responses. Fifty-one (39%)
 
respondents said the candidates needed to be more directly
 
Involved in the selection process. Twenty-one (15%) said that
 
more care should be taken in choosing between possible
 
institutions and 34 (26%) participants felt the system was
 
satisfactory.
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In respect to the participants' assessment of the various
 
selection criteria, the following responses were obtained:
 

Most Important Selection Criteria: Number
 

Candidate's academic qualifications 84
 
Candidate's work experience/performance 81
 
Area of training a priority for Swaziland 78
 
Candidate's personal interests 49
 
Area of training a priority for employer 47
 
Scores for TOEFL, GRE or entrance exams 21
 
Recommendation from employer 17
 
Other 7
 
No response/not known 6
 

Clearly, respondents feel that candidates' qualifications, both
 
professional and personal, are extremely important, but they
 
also recognize the need to relate training to Swaziland's
 
development efforts.
 

2.2 Supervisors' Response
 

?.2.1 Main Characteristics of the Supervisors
 

A total of 30 supervisors were interviewed in the course of the
 
impact assessment survey. Among them, they supervised a total
 
of 66 USAID trained participants, 35 of whom (53%) were
 
interviewed in the survey. The supervisors themselves had
 
undertaken a total of 57 training programs, ranging from PhDs to
 
non-qualification short courses. Two supervisors - both skilled
 
workers in manufacturing industries in the private sector 
claimed to have undertaken no specialized training. The 57
 
programs included the following: bachelors --26; masters --12;
 
PhD --I; certificate --5; diploma --11; and non-qualification
 
short - courses --2. The highest qualifications gained by
 
individual supervisors were: no qallfications --2; bachelors
 
--10; master --12; PhD --I; certlficate/diploma --3; and not
 
known --2.
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Only 20 of the 57 training programs had been undertaken in the
 
southern Africa region or other African countries, 23 were taken
 
in the USA. USAID sponsored programs accounted for one 
third of
 
this total. Five supervisors (17%) were working in private

sector companies. Those working in the public sector were based
 
in the following ministries: Ministry of Health--3; Ministry of
 
Agriculture --5; Ministry of Finance --1; Ministry of Natural
 
Resources --2; Ministry of Labor --2; Ministry of Works 1;

Ministry of Education --5; Ministry of Commerce --1; Prime
 
Minister's Office --1; and financial institutions --4.
 

Job grades were unobtainable from nine supervisors. Of the
 
remaining 21, 2C were in jobs classified at grade 21 or over;

and one was in a post classified as grade 19. The majority (24)
 
were working at lead office level, while four were based in
 
training institutions, three at UNISWA and one at the Nazarene
 
Nursing College. Supervisors occupied the following job

categories: financial management --3; other managerial and
 
administration --18; teaching/training --3; research --2; and
 
job-specific technical work --4.
 

The majority supervised professional, administrative or
 
technical staff; only 10 had semi-skilled or unskilled employees

under their supervision. Among the USAID returned participants

they supervised, 52 (79%) were professional, 11 technical and
 
three, in administrative posts.
 

2.2.2 Assessment of Staff
 

It proved very difficult to encourage supervisors to provide a
 
rating of their staff. They were particularly uncomfortable
 
comparing locally trained or non-USAID sponsored staff with
 
USAID participants. Many were unwilling to give even an
 
absolute rating to other groupings.
 

In part, this was because supervisors felt that the two
 
categories of trainees had not received comparable training, and
 
were, in addition, not usually in comparable job situations; it
 
was, therefore, unfair to try and rate them on a comparative

basis. Another frequent response, however, was that the
 
distinguishing factor between USAID participants and staff
 
trained locally was 
their attitude towards work. The impression
 
was that USAID trained employees had a markedly better attitude
 
towards their work, although this was not clarified by the
 
supervisors.
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Thus, data obtained from the rating exercise Is very limited,
 

but does give some Indication of supervisors' perception of job
 

performance. Supervisors were asked to rate employees on a
 

5-point scale, ranging from very capable (1) to not capable (5),
 

on a variety of work activities. In Table 16 below, percentages
 
are given for the number of employees in each category who were
 

rated as very capable (1), quite capable (2) or capable (3).
 

Table 16
 
RATING OF STAFF CAPABILITY, BY TYPE OF SPONSORSHIP
 

FOR TRAINING AND TYPE OF WORK ACTIVITY
 

I USAID ILocally Trained or 
IParticipantslnon-USAID Trained I 

I _ _ _ _ I_ _ _ __ . _ _ I __ 

Financial management/ 
_ _ 

budgeting (rated 1-3) 90% 60% 

__ 

Other admin/managerial
 
work (rated 1-2) 1OO 71%
 

Teaching/training
 
(rated 1-3) 100% 83%
 

Research/evaluation
 
(rated 1-3) 100% 67%
 

Job-specific technical
 
work (rated 1-3) 100% 63%
 

Extension work
 
(rated 1-3) 80% 100%
 

I Project Identification
 
(rated 1-3) 100% 33%
 

Project design/planning
 
(rated 1-3) I100% 33%
 

1 Project implementation
 
(rated 1-3) 100% 80%
 

I 	Project monitoring/
 
evaluation (rated 1-3) 100% 67%
 

Managing people
 
I (rated 1-3) 80% 78%
 

Organizing work tasks
 
I for others (rated 1-3) 88% 90%
 

_ __IJ 	 I_ 
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While the figures must be treated with some caution, given the
 
high non-response rate to this section of the questionnaire (on
 
average, approximately 50% per work activity), they do show an
 
interesting pattern. Throughout, the USAID participants have
 
consistently high scores, and are rated above other employees
 
for each work activity, with the exception of extension work,
 
where they are at par. The locally or non-USAID trained staff,
 
received high scores on extension work and work scheduling.
 

These results serve to reinforce the comment made by many
 
supervisors, discussed in Section 2.2.5 below, that a major
 
disadvantage of the USAID sponsored training was that it was not
 
always relevant to the situation in Swaziland. Lack of
 
relevance would obviously be particularly acute at extension and
 
project level, where an understanding of context and
 
"socio-cultural characteristics" is particularly important.
 

The supervisors were also asked to rate USAID participants and
 
locally or non-USAID sponsored employees on a variety of factors
 
which they themselves considered important in evaluating staff
 
performance. While the supervisors were generally forthcoming
 
with lists of evaluation factors, they were again reluctant to
 
rate their employees. The results, therefore must be treated
 
with caution.
 

The factors usei to evaluate staff performance were as follows:
 

Interpersonal re.ationships 17
 
Initiative/creati,ity 14
 
Job skills - not Epecifled 12
 
Reliability/punctuality 12
 
Knowledge of job 11
 
Communication skills 11
 
Performance on the job - not specified 11
 
Personality 7
 
Ability to motivate others 7
 
Drive/determination 6
 
Compilation of reports 6
 
Declsion-making 5
 
Diligence/conscientiousness 5
 
Potential for advancement 3
 
Knowledge of English 2
 
Understanding - not specified 2
 

Given this wide range of factars, and the small number of
 
supervisors who responded to this exercise, it was not possible
 
to identify a rating for the two categories of USAID and
 
non-USAID trained employees, against each individual factor.
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Overall, all employees were rated consistently high on the
 
evaluation factors, although the USAID participants were as a
 
rule marginally higher, or equal to, those of other employees.
 

By and large, supervisors felt that the USAID participants were
 
suitably qualified for the posts they were holding. None
 
thought that any USAID participants were in posts for which they
 
were unqualified, although six supervisors reported that some or
 
all of USAID trained employees they supervised were in posts for
 
which they were only partly qualified. Four felt that some or
 
all of their USAID trained employees were holding posts for
 
which they were over-qualified.
 

2.2.3 Mobility and Skills Transfer
 

Overall, the supervisors reported limited mobility of USAID
 
participants between sectors, within the past year. Four said
 
that up to three of their employees in this category had
 
emigrated, and another four said that two of their USAID trained
 
staff had changed sector; In all cases this was a move from the
 
public sector to private companies. In common with the
 
participants themselves, supervisors most frequently mentioned
 
the attraction of better salaries, conditions of service, and
 
greater job satisfaction, as reasons for movement between
 
sectors.
 

Asked to indicate what percentage of USAID participants had been
 
promoted and/or transferred within the past five years, the
 
supervisors provided the following figures:
 

Table 17
 
PROPORTION OF USAID PARTICIPANTS PROMOTED,
 

TRANSFERRED OR REMAINING IN POST OVER PAST FIVE YEARS
 

IjjI 1 
I No 11-25%126-50%151-75%176-1001 

I_Change _JJ 

Promoted internally, or 11 1 4 1 4 1 0 I 11 
promoted and transferred j
 
Transferred internally,
 
or to another ministry/ 1 20 I 0 0 I 1 I 0 

I company at same level J 
RemiIeI I II Remained in same post 15 I i 2 I3 [ 6I 

I _JIJ i~ 
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In respect of skills transfer, supervisors were asked to
 
indicate what proportion of the USAID participants used the
 
various mechanisms, shown below:
 

Table 18
 
PROPORTION OF USAID PARTICIPANTS USING
 

SKILLS TRANSFER MECHANISMS
 

INone 1-25%126-50%151-75%176-100%1

I J j J I _ l I 
II Ii I I 

I In-service workshops I 12 3 I 0 0 15 I
I ___________________I _ _ I___ __ _ _ I____ I 
Part-time teaching, I I I
 
outside workplace 123 0 0 1 6
I_ _ _ _ _ _ _ I _ _ _ 1 _ _ _ _ _ .1 _ . _ 

Supervising staff I I I I
 
In-traInIng 115 10 0 1 14
 

_ _ _ I _ _ I_ _ _ _ _ _ _ i _ I_ _ I _ i _ _ 

One-to-one guidance I I I
 
of staff 9 1 1 0 I1 19


II I II
 
Through research work 120 1110 0 1 09
 

Through writing reports I 15 I 1 0 1 13
 

Other 126 0 0 10 4
I_ _ __ _ _ _ _ _ I _I I I _ _ I_ _ 

The above figures correspond closely with those obtained from
 
the participants' questionnaires, and indicate that the most
 
frequently utilized mechanisms were one-to-one guidance of
 
staff, supervising staff in training, conducting In-service
 
workshops or seminars and writing reports.
 

Only 10 (33%) of the supervisors said that their ministry or
 
company had any fixed bonding regulations. Two did not know
 
what the regulations were in their employing agencies, while the
 
remaining 18 said there were no such regulations (one supervisor
 
said procedures existed in theory, but were not followed in
 
practice). Bonding regulations which did exist, normally bonded
 
the employees for a period at least equal to the length of time
 
spent In training, although in four cases, all of which were
 
government institutions, a post-tralning contract of five years
 
was said to be mandatory, regardless of the length of long-term
 
training.
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2.2.4 	The Contribution of Returned Participants
 
to Development Work in Swaziland
 

In a manner similar to that addressed to the participants
 
themselves, supervisors were asked to assess what contributions
 
USAID trained staff were making towards development In
 
Swaziland. Estimating the proportion of USAID trained employees
 
Involved in various aspects of development projects, the
 
supervisors provided the following figures:
 

Table 19
 
PROPORTION OF USAID PARTICIPANTS
 

INVOLVED IN PROJECT WORK
 

I 	 INoneli-25%I26-50I151-75176-100I 
I 
I 

IJ_ 
I I 

_ 
I I I I 

I Project Identification II_! 
II 

I 17 

I 
I 0 ._ 

I 
1 0 

I 
1 1 

I 
12 I 

I 
Project Design/PlanningIIJI I 19 0 J 0 I 1 1I 10 

II I I I I I 
I Project Implementation IIJ I 14 JI 0 2 I 0 I 14 

II I I I I I 
Project Monitoring 15 I 0 2 I 0 13 I 
Evaluation II . 1 

In respect of each of the various activities, at least 60% of
 
supervisors indicated that one or more, and most frequently, all of
 
their employees with USAID sponsored training were involved In
 
project work.
 

In only two cases supervisors reported that participants had taken
 
over their current posts from technical assistance personnel, 15
 
Indicated that the posts of at least a quarter of the USAID trained
 
staff had previously been held by expatriates. Another three
 
reported that the posts had been created for the USAID participants
 
and the remainder were In posts previously filled by Swazi
 
nationals. Comparison Is made below of the responses of supervisors
 
and participants, in respect of the latters' contribution to
 
development within their employing agencies.
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Table 20
 
RESPONSES FROM SUPERVISORS TO PARTICIPANTS
 

CONTRIBUTION TO DEVELOPMENT
 
WITHIN THEIR EMPLOYING AGENCIES
 

ISupervisorsl USAID
 
iParticipantsl
 

Being More Effective in the 
Job Not Specified 1 80% 

I 
15% I 

Through Training/Supervising 
Others 70% 14% 

[ 
I 

Improving Administration 
and Management 47% I11% 

I 

Improving General Planning 
Functions 

I 
30% 12% I 

Due to the high level of non-response on the part of the
 
participants, It is rather difficult to make comparisons between
 
their responses and those of the supervisors. However, the pattern

of the supervisors' responses corresponds quite closely with that of
 
the participants themselves, although the latter placed emphasis on
 
their contribution in an advisory capacity and through committee
 
membership, which was only mentioned by four supervisors.
 

Despite the generally high levels of satisfaction with participants'

job performance, which were evident from the supervisors' comments,

supervisors made a number of recommendations about ways In which the
 
participants' contributions to development work could be improved.

By far the greatest number of these related to the need for follow-up

training, principally to be done In-house, through the media of short
 
courses, seminars and workshops, with a particular emphasis on
 
Improving management, administrative and job-specific skills. It
 
appears that the requirement was for academic skills to be
 
supplemented by on-going training in more practically orientated
 
subjects with direct relevance to day-to-day work activities.
 

In addition, supervisors Indicated that their employing agencies, in
 
both the public and private sector, still had high levels of training
 
requirements for all their staff. Lack of qualified and
 
appropriately skilled personnel was the single most frequent

constraint the employing agencies mentioned. While approximately one
 
third of the supervisors felt that short courses were the type of
 
training most required, 10 specified a total of 63 staff In need of
 
training to degree level, and for an additional 54 staff, higher
 
degree training to masters or PhD level was recommended.
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In the 	majority of cases, overseas training was favored for
 
academic training, at degree level and above (eight supervisors
 
Indicated that the programs required could be undertaken in the
 
USA), while local training (within Africa) was regarded as
 
suitable in respect of short-term courses, including
 
certificate and diploma courses.
 

Despite the very detailed nature of the responses on training
 
requirements from a number of the supervisors, the majority were
 
able to offer only very vague ideas about what training plans
 
their employing agencies had developed. Sixteen (53%) said that
 
the question would have to be referred to the training officer,
 
or that there were no plans of which they were aware. Eleven
 
Indicated that their agencies' existing plans centered mostly on
 
providing In-service training for personnel; five identified
 
specific plans for sending staff for academic training at the
 
degree level and above.
 

Ideas about the manner in which USAID training opportunities
 
were Incorporated Into ministry or company training plans were
 
equally undefined. Six supervisors said it was Impossible to
 
Incorporate programs offered in the USA into their training
 
programs when individual staff members could only apply after
 
responding to public announcements made each year. Others felt
 
that direct representation by each ministry, Including the use
 
of quota systems, would make it easier to use the USAID
 
opportunities more effectively as a part of their overall
 
planning for training. The majority of supervisors Indicated
 
that the process was essentially pragmatic, If USAID was
 
offering programs of Interest to the employing agencies, they
 
would try and capitalize on them.
 

Asked what other factors, apart from training, would help to
 
accelerate or strengthen development work within their ministry
 
or company, a number of supervisors raised needs which were In
 
fact tralning-related. Ten supervisors, for example, mentioned
 
the need for educational tours, secondment to overseas or local
 
Institutes Involved in similar work activities or attendance at
 
professional meetings. Others mentioned the need for equipment
 
and facilities which would both encourage highly trained staff
 
to use 	their skills more fully, and act as an Incentive to
 
remaining on the job. The need for improved salary and
 
promotion structures was also mentioned in this respect.
 

2.2.5 	 Overall Assessment of th2 Participant Trainina
 
Program and Recommendations for Future Programs
 

in respect of an overall assessment of the participant training
 
program, supervisors had somewhat more serious reservations
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than the participants themselves. While they enumerated a
 
number of advantages of USAID training - most frequently:
 
increased exposure to new technologies and methods (24), better
 
quality of training (17), and a general widening of horizons and
 
increased personal development or enlightenment (13) - many
 
disadvantages were also Identified.
 

Most commonly, as noted earlier, these related to the
 
questionable relevance of the American training to Swaziland's
 
context, particularly where frustrations arose when participants
 
did not have access to the type of equipment and facilities they
 
had used during training. Marital stress, culture shock and
 
other personal problems were mentioned, particularly in respect
 
of the number of young and immature candidates who were accepted
 
into the programs.
 

In respect of the placement system, supervisors made very
 
similar comments to those of the participants, discussed in
 
earlier sections of this report. The lack of participation by
 
the candidate and his or her employer was mentioned by 12 (40%)
 
supervisors as a problem area. Overall, only six (20%)
 
supervisors thought the placement system was satisfactory as it
 
currently operates, which compares with a similar response from
 
26% of the participants.
 

The most important criteria to be used in selecting candidates
 
were again similar for both participants and supervisors,
 
although not surprisingly, the Importance of employers'
 
recommendations and priorities figured more strongly for the
 
latter, as shown below:
 

USAID
 
Supervisors Participants
 

Candidate's academic qualifications 73% 17%
 

Candidate's work experience/
 
performance 73% 16%
 

Area of training priority
 
for employer 57% 9%
 

Recommendation from employer 43% 3%
 

Recommendation, for the participant training program centered
 
around the placement system, specifically, the need for more
 
participation by the candidate and employers In the selection
 
process and the establishment of more direct communication
 
between USAID and the employers early on In the process. There
 
were also a number of comments relating to ways in which
 
training could be made more relevant within the context of
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development needs in Swaziland. Suggestions included a more careful
 
assessment of the host institutions, so that relevant programs were
 
chosen, and an increase in the number of training places in
 
non-American institutions, with a particular emphasis on more
 
practically-orientated training programs.
 

Thus, the overall assessment of the program for development in
 
Swaziland, and for individual ministries and companies, while
 
generally positive, was tempered by reservations about the relevance
 
of the training received. The benefits of a qualified and
 
well-orientated staff was appreciated and seen to be important in the
 
long-term, not to mention the high level of confidence shown by USAID
 
trained staff. Yet this was overshadowed by feelings that the
 
academic nature of training was Impractical for the day-to-day
 
requirements of development work in Swaziland.
 

It should be noted that many of these concerns were echoed by the
 
members of the IAC committee during their discussion meetings,
 
particularly with respect to the need to incorporate USAID training
 
opportunities Into a national manpower development program.
 

3. IMPACT ASSESSMENT - CONCLUSIONS
 

3.1 The Impact of the Participant Training Program to Date
 

In preparing an Impact assessment of the USAID participant training
 
program in Swaziland, we have used both quantitative and qualitative
 
Indicators. Both are important, for by themselves, the figures on
 
number of trainees, number of different programs undertaken and so
 
forth, do not give the whole picture. The manner in which
 
participants use, disseminate and further develop their skills is an
 
equally significant measure of the impact of their training, as
 
assessed both subjectively and objectively by themselves, their
 
supervisors and the consultants. In addition, whether participants
 
work in the private or public sector, the employment, socio-economic
 
and cultural environment of Swaziland has a bearing on the Impact of
 
the training program as a whole.
 

In quantitative terms alone, the Impact of the program is certainly
 
significant. Almost 500 Swazi nationals have been trained over the
 
past 15-20 years, the vast majority of whom have returned to
 
Swaziland and are using their skills in a variety of employment
 
situations. The training programs undertaken have covered a wide
 
range of disciplines in the crucial public service sectors,
 
particularly in agriculture, education and health. While the
 
majority of participants have been trained to bachelors and masters
 
level, many have undertaken short-term training with an emphasis on
 
improving job-specific skills.
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The need has been expressed for more of the latter type of
 
training programs, Indicating a feeling that too much emphasis has
 
been placed on the academic, as opposed to the more practically
 
orientated programs. Both types of training are clearly
 
required. At the start of the USAID program in the early 1970's,
 
skill levels In the public sector were extremely low and the
 
Initial decision to begin with basic academic training for the
 
majority of participants was understandable, and indeed, practical
 
at that time. We have not observed any particular change in
 
training trends over the period of the USAID program; as discussed
 
below, changes in the level of programs and the range of subjects

offered are now necessary, but may be difficult to achieve
 
effectively In the absence of a national manpower development
 
plan.
 

In quantitative terms, we have assessed the mobility of
 
participants across sectors and specifically, away from the public
 
sector. Such movement appears to be limited: only 23 (18%) of
 
the participants Interviewed have made a major change across
 
sectors, while 17 (13%) had left civil service employment for
 
private companies. Although this might be regarded as 'wastage',

It may also be argued that the Importance of the private sector to
 
Swaziland's economy means that skills are equally beneficial In
 
that sector.
 

Overall, the numerical Impact of the training program has been
 
greater in the public sector, (only 10 participants in our sample
 
were In private sector employment when they undertook their first
 
USAID sponsored training program). Given the relative size of the
 
sectors - employment In the public sector has, over the period of
 
the USAID training program, accounted for approximately 70% of
 
total formal employment - it would appear then, that more emphasis
 
could be given to training employees from the private sector.
 
However, it Is very likely that the sector's Internal resources
 
and access to finance for training, whether in-service, locally or
 
overseas based, is far greater than that available to the
 
Government of Swaziland. The public sector Is more heavily

dependent on donor assistance for training awards, and the
 
opportunities made available by USAID and other agencies should be
 
targeted primarily by the civil service, although not to the total
 
exclusion of private sector personnel.
 

It is clear from the findings of the impact assessment survey that
 
the majority of participants have been upwardly mobile in terms of
 
grading and salary levels, and at least one-third are now In
 
senior posts within the civil service, with significant decision
 
and policy making functions. The range of work activities
 
undertaken by the majority of USAID trained employees in their
 
current posts is broad, and includes responsibilities at fairly

high technical and professional (managerial/administrative)
 
levels.
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Supervisors indicated high levels of satisfaction with the
 
participants' performance in these areas, but a somewhat lower
 
assessment of their work at extension level and in respect of
 
project implementation. The number of participants contributing
 
to development projects is significant. Eighty-three (64%)
 

participants were involved in development projects, primarily in
 

identification and planning. All respondents (130) claimed to
 

actively transfer their skills in one way or another. Combined
 

with the numbers of participants in key institutions and the
 

posts occupied, the impact can be assumed to be considerable.
 
Although more difficult to assess, the transfer of knowlege and
 

skills should clearly work to strengthen the respective
 
ministries or companies.
 

In respect of the impact of the program on women, the results
 

indicate that females represent just under a third of
 
participants interviewed in the course of the study and their
 

mobility, seniority and general employment status is somewhat
 
lower than that of males. Family commitments and domestic
 
pressures, together with somewhat unprogressive attitudes
 
towards the abilities of female employees are characteristic of
 

most employment environments in both developing and developed
 
countries.
 

There is no reason to expect that the situation in Swaziland
 

should be significantly different, but the fact that USAID has
 

trained female personnel - and approximately 60% of these, to
 
to have had a particular influence
the masters level - seems not 


on the attitude of those responsible for promotion and the
 

delegation of work activities. A further in-depth study would
 

be required of the employment situation of women in Swaziland
 

to ascertain more clearly the reasons for the prevailing trend,
 

and methods which might be developed to improve it.
 

Assessment of the impact of the program in qualitative terms is
 

more difficult to assess. Our findings suggest, however, that
 

both subjective and objective assessment of the impact, by those
 

involved, is relatively high. Three major limitations were
 

identified fairly consistently, however. First, both
 
participants and supervleors frequently noted that participants
 

were often unable to obtain and utilize appropriate equipment
 
and resources to translate their training into practical work on
 

a day-to-day basis. While there was some concern that the
 
limited relevance of the training itself was the cause of the
 

problem, the more commonly raised issue related to the inability
 

of the Government to provide adequate resources for transport,
 
equipment, etc., as well as, a lack of systematic promotion
 

structures and salary gradings, which further frustrated
 
participants. While structural and resource problems within the
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Government machinery may not be areas which USAID feels it is
 
within Its scope of work to influence, these problems must be
 
recognized as ones which may ultimately limit the impact of the
 
training program.
 

The respondents' second concern related to the feeling that the
 
program to date had emphasized too heavily the availability of
 
training places for academic subjects as opposed to ones more
 
practlcally-orientated, especially a lack of short-term training
 
In management and administration. Our results confirm that
 
academic training has been the major type undertaken by the
 
USAID participants to date, but concludes that it has provided a
 
much needed skills base across the public sector.
 

The third major concern related to the selection process used to
 
determine which candidate would ultimately be offered a training
 
place, and to which institutions he or she would be sent. In
 
respect of both parts of the process, participants and
 
supervisors felt equally strongly that much more direct contact
 
was necessary between all the parties involved, from an early
 
stage, and that candidates and employers should have a greater
 
role in reviewing the relevant programs and institutes
 
available, and be involved in the final decision on the best
 
choice for the individual. For many respondents the current
 
lack of participation on the part of the candidates and
 
employers limited the impact of the training received. It was
 
felt that where they did not have an opportunity to discuss
 
their needs and priorities fully with TransCentury or USAID, it
 
was not always the most relevant training program or institution
 
which was chosen.
 

3.2 Likely Long-term I;mpact of the Program
 

While the current situation indicates that the USAID training
 
program has contributed significantly to providing a cadre of
 
generally well-trained personnel in the senior and middle levels
 
of the Swaziland civil service, the long-term effect of the
 
program will be determined by two primary factors:
 

the future mobility and employment situation of the
 
participants; and
 

the ability of those who take up their current posts
 
as they are vacated through retirement and movement
 
across jobs and to carry on with work activities
 
already in place.
 

In respect of the first factor, the majority of participants
 
interviewed indicated a general satisfaction with their current
 
employment situation and prospects. Most were willing to stay
 
and work in the civil service, and were, indeed, often
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determined to use their skills acquired through 	training to
 

contribute to development work and improvements 	in the
 
Given this
functioning of their current employing agency. 


loyalty to the civil service, a significant movement away from
 

the public sector to the private sector in the short to medium
 

term is unlikely.
 

Over time, however, the expansion of the private sector, which
 

is progressing fairly rapidly at present, may offer incentives
 If, at
 to the participants which they may find hard to 	resist. 


time, the GOS fatls to establish more attractive
the same 

promotion and salary scales, and conditions of services
 

Moreover, training for the
generally, the losses may Increase. 

majority of participants, and subsequent work experience, 

has
 

created an ability and willingness to make and see through
 

important decisions regarding policy and program development.
 

The dual system of national decision-making, where the
 

traditional leaders and civil servants both have a large role 
to
 

play, may ultimately frustrate these personnel In carrying out
 

activities and development work, where the slow impetus for
 

change among many of the leaders delays the process at a number
 

of levels.
 

A number of the respondents mentioned that their career
 

aspirations involved the setting up of their own businesses or
 

small consultancy practices. The infrastructure and incentives
 

to establish small businesses in Swaziland are relatively well
 

For the SADCC region as a whole, as well for the
developed. 

country itself, consultancy services for development work may
 

Other countries in the region have
be Increasingly in demand. 

already experienced a situation where donor agencies themselves
 

"cream off" the most able civil servants for local project
 

management posts. It is extremely difficult to estimate how
 

extensive these trends may be In the long-term and how many
 

participants may make good their aspirations of
 
The skills of the participants may be equally
self-employment. 


useful, wherever they are utilized for significant development
 

work In Swaziland or the region.
 

long-term benefits in training people in subordinate
There are 

positions who are likely to take over the posts of the older
 

Some of these subordinates may
participants as they move on. 

already have academic training, sponsored by USAID or other
 

donors, and require only short in-service training to develop
 

and/or supplement their skills.
 

Such planning will not be appropriately formulated unless the
 

GOS is able to produce a long-term assessment of manpower
 
Shortfalls are easily
development for the civil service. 


identified, but projections of future needs require fairly
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sophisticated planning and statistical techniques. While
 
technical assistance personnel have been helping in this area up
 
until now, there has been limited progress in actually producing
 
forecasts in significant detail. With the relatively
 
well-tralned cadre currently in post, however, the long-term
 
effects of the program will be reduced if such forecasts are not
 
available for the medium to long-term.
 

There is thus clearly a need for USAID to determine how far It
 
wishes to become involved in such a planning exercise, to ensure
 
the maximum Impact of the program In the future. Without
 
development In the planning base, the program will not be
 
completely effective. If the program does not recognize the
 
need for review and respond to the trends highlighted in the
 
assessment exercise, its impact will be reduced. There is
 
currently a peaking at the higher levels of the civil service,
 
with respect to the availability of suitably trained
 
participants. Attention should continue to be paJd to academic
 
training for middle management, as well as, broadening the range
 
of training opportunities in respect of managerial,
 
administrative and practical skills.
 

Wherever possible, this training should be conducted within the
 
SADCC region. Within the country, there is need to strengthen
 
existing training Institutions, possibly through the deployment
 
of technical assistance to help In the development of course
 
planning and curriculum design. UNISWA will continue to require
 
overseas training to PhD level within all its faculties, to
 
further increase the standard of academic training which the
 
university Itself can provide.
 

In the medium to long-term, the USAID participant training
 
program will need to extend the range of training opportunities
 
it can offer, while maintaining the present number of academic
 
placements. Current speculation about priority needs and actual
 
numbers of trainees requiring places for the various types of
 
training are insufficient, however, to form a meaningful
 
planning base for any extension of the program. Every effort
 
should be made to develop comprehensive national manpower
 
policies and plans, and for the USAID program to respond to the
 
needs Identified within it. The program has to date made a
 
significant contribution to the development of Swaziland In
 
general, and to the development of the manpower base in the
 
public sector In particular. It is important that this
 
contribution is maintained In the long-term.
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PARTICIPANT TRACER SHEET
 



PARTICIPANT TRACER SHEET
 

PIO NUMBER: ............. KI NUMBER: ............ 

Participant's Surname .......................... Foreman .............. 

Sex ................... Marital Status ........ DOB .................. 

Current Employment: 

MIn/Ins/Co..................... Address ...............................
 

Job Title/Position ....................................................
 

Time in current job ....... years ....... months Phone number ......
 

Supervisor's Name ................................ S NUMBER: ..........
 

Supervisor's Job title/PositIon .......................................
 

Supervisor's contact phone number: ...........
 

If not employed in Swaziland, current status: .........................
 

Training History:
 

BACHELOR DEGREE: Subject ........................ Score/GPA ..........
 

University .. ................................. Country .................
 

Start date ........... Finish date ......... USAID PTP? Yes No
 

If YES, which programme: .............................................
 

If NO, sponsored by whom:
 
.................................................
 

MASTERS DEGREE: Subject ..............................................
 

University . ................................... Country ................
 

Start date .......... Finish date .......... USAID PTP? Yes No
 

If YES, which programme: ..............................................
 

If NO, sponsored by whom: ..............................................
 

PHD: Subject ..........................................................
 

University .. ................................... Country ...............
 

Start Date .......... Finish date ......... USAID PTP? Yes No
 

If YES, which programme: . .............................................
 

If NO, sponsored by whom: ..............................................
 



CERTIFICATE: Subject ..................................................
 

Institute . .................................. Country ..................
 

Start date ......... Finish date ........... USAID PTP? VPs No
 

If YES, Which programme: ..............................................
 

If NO, sponsored by whom: ..............................................
 

P LOMA/AA: Subject ....................................................
 

Institute ..............................................................
 

Start date ......... Finish date .......... USAID PTP? Yes No
 

If YES, which proqramme: ..............................................
 

If NO, sponsored by whom: ..............................................
 

When first went for USAID PTP, In what position:
 

Min/Ins/Co .............................................................
 

Job title/position ....................................................
 

CHECK: private sector ...... public sector ......
 

Member of USAID Alumni Association: Yes No
 

Available for Interview:
 

Mon Tues Wedn Thurs Fri 
Wk 1 April 24 - 28 ..... H ..... ..... .... 

Wk 2 May I - 5 ..... ..... H ..... 

Wk 3 May a  12 ..... ..... ..... ..... 

Wk 4 May 15 - 19 ..... ..... ..... ..... ..... 

Interview Checklist 

Participant SupervIsor 

Interview booked Date/Time ................ Date/Time ......... 

To be Interview by: ............................... .................. 

Call back: Date/Time ............... Date/Time ........ 

Q/nalre coded: ......................... .................. 

Q/nalre punched: ......................... .................. 
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APPENDIX "B"
 

PARTICIPANT QUESTIONNAIRE
 



USAID/Swn,11and PARTIC IPANT 'TRAINING PR(ORAM EVAIUATION 

PARTIC I PANTS' orIJI'IONNA I R 

l-/,
 

Pnrtlcipnnt's KT Number: 	 I-T-I-"F
 
5-9 

First lSAI.l (ourae PlO/P Number: _ I III 
10
 

Card Numher Mi--


Name 	of Interviewer: Date:
 

Participant's Surname:
 

Forennmen:
 
It
 

Sex: Male I Femnle 2 I-1
 

Marital Status: 	 Never Married I
 
Married 2 12
 
Sepnrated/Di vorced 3 l
 
Widowed 4
 
No Respon"se 5 	 13
 

5. Over 50 [ 

In which age group do you belong:-- 1 Under 21 Resp
 

Number of Children: 2. 21-30 
 8]
 
4. 41-50
 

1. 	When you first went for IJSAID participant training, what Job
 

were you in? 15-16
 

Job Title/Poitl.on : Grade: __-I

17-18
 
Name of Mlnistry/Compnny: _-T-1
 

19
 
Location of workplace: __
 

2. 	 What type of training did you first undertake as n 1ISATI)
 
Participant? 20
 

Program/Level: 	 El 
21-22
 

Subject/Major: l-1
 
University/Institute: 	 23 

Country of Training: _I
 

24 
Did you complete the course? Yes 1 No 2 LI 

25-26 

Start date (year): _ _-_'-_ 

27
 
Length of course: months years 	 LI 

28-34 
INTERVIEWER CIFCK: PROGRAM NIMBER _ IIEIZi 



3. 	 What Job did yon take p when you retrned to Swaziland? 

a) No Job taken tp I Took up Job 2 
(Go on to Q.5) (Continue to Q3h)
 

36-37
 
b) Job Title/Positlon: Grnde: _-T-i
 

38-39
 

Name of tinIstry/Compnny: [-M--]
 
40
 

Location of workplace: 	 ]
 

c) Wans this Job nt the sname or n higher level as the one you 

left when you went for tralinup,? 41 

same level. I higher level 2 El 
A. 	 Did you take up this job ns noon ns you returned to Swaziland 

or wans there n delay? 42 

Yes I No 2 El 
If Delayed, Why? 

1. No appropriate vacant post. 	 1
 
2. Post abolished in absence. 	 2 43
 
3. Process involved in creation of appropriate post 3 	 1I
 
4. Other. 	 4
 

5. 	Apart from the rourne described InQ2, what other training
 
have you tindertnken, Including that sponsored by USAID, any
 
other donors, the (]S, or through your own initiative?
 

First Second Third 	 44 45 46 

Progrnm/Level: _ _ __ E--1 
47 48 49 50 51 5 

SubJect/MaJor: I]-- -F-1 L--

University/Inntittite: 

53 54 55 
Country: _ _ __ E-] 

56 57 58 
Course Completed: Yen=l No-2 Yes=1 No-2 Yes-l No"2 LM I3 LI 

59 60 61 62 63 61 
Start Date (yenr)' __--[- Fn__ E LI--1-

65 66 67 
Length of Course: m y m y m I E l EI 

68 69 70 
Sponsored by: 0_ ElE] 

1-4
!-aIIIZE! 

Participant's KI Number: 


5 
Card Number [] 

6-12 

INTERVIEWER: CIIECK PROGRAM NUMBER IF SPONSORED BY USAIDI LIZE I IEII 

First Second 	 13-19
 

IiIII EIThird 
20-26
LiiEithi 
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6. Are you it the ,name Job/posItlon ns the one you retured to 
when you returned to Swnziland after USAII) pnrtir.ipniit trnln
ing (an mpeclfled In Q3)? 

In anme jor) I (Cnnt nue) 27 
In different Job 2 (Go to Q7) Li 
What fnctors have contributed to your remaining in this post? 

Yen No N/A 28 
At tap of career structure nlready 	 1 2 8 Li 

29 
No promotion postsn to move Into 1 2 8 	 17L 

30 
Lack of qualificatlons I 2 8 F-1 31 

Like the present jot) I 2 8 32 
Other (specify) 1 2 8 

(Go to QO) 

7. inrenpect or the other Jobs you ihnve hind, have you been: 

More 
Oice than Never N/A 

Once 33 

Promoted within .ame department/ 1 2 8 L 
section
 34 

Promoted and transferred to nnother 0 lR 
department/ect I on 	 25 

35 
Trannferred to nnother department/ 2 3L 

section at ,name level. 
36 

Promoted and trnnsferred to nnother 1-1 
Mini. try/company 2 3 37
 

Transferred to another Mnlstry/ 1 2 3 8 -
company at same level 38
 

Demoted 	 1 2 3 8 El 
What factors do you think contributed to your being transfer
red or promoted? 

Yes No N/A 

39 
Possessed required skilln/experence 
 1 2 8 	 17 

40 
Possessed required trnlnl.ng 	 1 2 8 E] 

41
 
Vacancy/new post had to be filled 
 1 2 8 	 171 

42
 
Participant requested transfer 
 1 2 8 	 Ml 

43 
Other (specify) 	 1 2 8 L3
 



8. Since undertnkIng nny llSAII) participant trning, have you: 

Yes No N/A 
44 

Ieft government for private sector I 2 8 F-J 

45 
Left government for .qplf-emptoyment 1 2 8 I 

46 
Left private sector for government 1 2 8 C-1 

47 
Left private nect.or for self-employment 1 2 8 I 

48 
Left self-employmeut for puhlic sector 1 2 8 0 

49 
left self.-empI.oympat for private sector I 2 8 

What fact:ors roltlrih,,ted to your lenving government service/
 
the prlvate sector, or going Into self-emp.oyment?
 
(Code lip to THREE factors)
 

O1 -Bet.ter conditions of service 
02 -Better salary 50-51 
01 -Better fringe benefits First 
04 - Lnrk of promotion prospects 52-53 
05 - L ck of training opportinitles Second 
06 - Greater job qntsfnctlon/chnlltenge =-

In work Thil rd 54-55 
07 - ltder-utI lizntinn of trnlinIng/.kl I I. Eli] 

nrqo I red 
08 - Prohlems nqsoclted with working 

relations 
09 - Fnmily rensons
 
10 - Other (spectfy)
 
88 - N/A
 
00 - No Response
 

9. What 1.9 your ctrrent job? 
56-57
 

Job Title/Po1itIon: _ Grade: _i-T-

58-59 
Name of MinIstry/Compnny: I

60
 
Location of workplace: _I-I 

61
 
flow long have you heen In tilis post: months jenrs L 

62
 
10. flow many people do you supervte directly: 1. None- - -- ] 

flow many are In ench oF the following categories? 3:J? 36 
1 - Professional 4. 115 E

5., 16-20 65-66 
T. Over 20 

Technical 0. No Resp. 67-68 
67-68 

3 - Admtn/Clericnl I--

-4- 9/ 



4 -

5-

6-

I Id 

n1n1kI I etd/rnnun I workern 

Other 
__--

69-70 
Le'i-oki[l-_1 
71-72 
EK 

73 [ L 74 

l'nrI IripnnI.' q KI Num,,hr 

Cnrd Nuimber 

1-4 
EFIIZ1 

5 

[UJ 
I1 Whnt prpnrttni of your tie I 

F nnnci a! Houpnnment:/lIudpet 1nR 

spent: onl the roll (iwiipt. 

_ 

6-8 
E 

Other Adminilt rtni ve,/Hnunner in Work ... 
9-11 

EL 

IPar-i tIR/'lIrn ItfnR.... . 
12-1/s 

Rpo~nrrhn/Ervn t!hifori 
15-17

M_ 

Extenson Work 
18-20EEO 

,inb-.perifir ''echnirril Work 
21-23 

LLLI 

Trnve! pt_fIZ] 24-26
E11 

Other (spe'rt y) _L 
27-29 

12. nes you 
projects 

Yes 
No 

Job Involve nny work 
or prngrnmq? 

I (Con t lIite) 
2 (Go to QI3) 

on specific development 

30 
Ei 

Plenne give annmn of speclftc proJ.ects/prngrnms 
involved with since the h eginlp, of iqAR: 

I.I 

you hove been 

*31-32 

*33-34 

3. 
*35-36 
E__-1 

In what wnyn hnve you been involved? Yes No N/A 

Pro.ject/progrnm identiftcntion 1 2 8 
37
Lii 

Project/progrnm deslgn/plnning 

ProJect/progrnm Implementation 

1 

I 

2 

2 

8 

8 

38 
m] 

39 
l 

Pro.ject/progrm mnnftorlnR/evnIlitlon 

Other 

-9-

1 2 

2 

R 

8 

40 
-141 
4--1 
LI 

1 



13. Was your joh previoily. 

field by n Swn.i Nationl 
Held by ni expni:rlnte 
Ileld by technicnl an i atnil: 
Created for respndemit 
Not known 

1 
2 
3 
t 

42 
l 

14. llow far in the training you recelved under tle 
pnot training program annlsted you to mndertnke 
fol towing rntogorles In your currenit . oh: 
(Rate on scnle 1-5) 

finch finnl: 

Financial mnnpomnt/budgeting -

ISAI) 
work 

Phi) 

pnrlIrl
in tihe 

1)1ipCert 43 44 

E3 

45 

-1 

46 4 

E[I 

Other ndmin/maunnprin]t work 

Tenchlng/tralnnp, 

Resenrch/evnl int ion 

.Job-.pectfri technicnl work 

Extension work 

Project Identificatton 

-] 

--

48 49 
I,- ElJ 
53 54 

[ 

58 59 
--I [--] 
63 64 

L] 
68 69 
m-I LII 
73 74 

[-1 L 

50 51 5 
I] I L 
55 56 5; 

lr-l I-
60 61 62 
[-] LI] L 
65 66 6 
L] L] EI 

70 71 72 
m--]L 

75 76 7 
] [] 

Participantt' KI Number: _________ 

1-4 

Card Number 
5 
m 

Project deslgn/planning -- - -

6 7 
M 

8 
0] 

9 IC 

Project Imptementntion _ _0 

11 12 13 
El] 

14 1 
C 

Project monttorlng/evaluation -El 

16 17 18 
El 

19 
El 

A 
L 

Mannging people - --

21 22 
El 

23 
El 

24 
E 

25 

Organizing nnd scheduling 
work tanks for other.s 

26 
El 

27 28 
L El E 

29 
lr-

30 
E 

Other (specify) 
31 
' 

32 
El 

33 
El 

34 
El 

35 
E 

Scale: I  very helpful 
4 - hardly helpful 

2 
5 

quite helpful 
not helpful 

3  helpful 
8 - N/A 

15. How far bn the training you received under other training 
progrnm(s) nsisited you to undertake work In the following 
cntegories In your current Job: 
(Rate on ncnl.e 1-5) 

- 6 



linri P4i1 p , Ii'hil Dip 
16 37 3Iq 3') 

Finnn Inl mn1nnp.omoni /hIidpot . . .. l [ i rLi 

M1l:hor ndrin/um:ipni i,11wolc 	 _. I I L 
A6i /,7 /1 /1 ,, 

T'v'rI'hon/ l 	 Ii L 1 1 1 I 1 I 

g( 7 "M "3fq 

l,- , f or,- ,in [.] Li] [ Ir I IrlI 

61 6'2 61 61 , '. 

Pro jort 	 iop II iLtIr, I,,,,I I [.1 [ 1 I 

71 7:! 7 7 " 
l'ro jo-I df i/In/) n I rp,l [11 1 [1:1 

7h6 .-7 7(j 7,1l'roj,,r~ 	 itil t_n.1nw
,-mrnl~n 	 I [ 


PortlIcrlpnnt 's I Nimin,i: 	 .-T -'1 

Cnr Nimior 

6 7 R I 
Projecft m,'itIorinp /fovnlnI ion F I [Il [-" L- IE 

II 12 13 14 I 
Mlnnginp peoplrh E EI - - I [1 
Orgnnizinp nnd achedhl Inp 	 16 17 18 19 2f)

work tnlks fnr ol:hers E_-] [l I- ED [71 
21 22 23 24 1' 

Othuor (Sporiry) 	 E] E] E-1 EAiv 
qr:nlo: 	 I " vory ho-illiil 2 -quIte helpful 3 -.hlpfl
 

4 - hrnrdly helpful - not helpful R - N/A
 

16. 	 lowuiofmJ iIo yon :hink yourr rainIng Its,In ros'lirr of your 
cnirrent job? 

Very Ilsof,,F I Hardly usri 4 26 
Qnijto Ijsofi1l 2 Not IsefrtI 5 
fl.efil, 3 Don' t Know I 

17. 	 FOR 1ASTERS AND Phi) PARTICIPANTS ONIY - )id yon do your 
theqst on n s bject relating to Swaziland, or nsing dntn from 
Swaziland? 

27 
Yeq I No 2 N/A S 	 -I 

19. 	 What type of further training do yon reqnire? 

28 
1'rogrn/level 	 E-L1 

7 -	 



S hbjec.t/m , for: .. . .. . . .. . . . .. ... . .. ..... ... ... 
29L I 

Ifl 

W'hore nvnllahiMr: .. 

l,ength of t:rnlinlnip,: motinlh 

Wht are yor frl ire rareer j'lnus? 

yErlr] 

[1_ 

31 

. . . . .. . .... ... . .. .. ... . .. . . ... ... .. .. . . . . . . . . . . . . . . . .. '3 -3 
It32 33 

flow hs your Irflninp, in fur,,cd these career plntis? 

*34-35 

W)(.Mint Imlprt 
hod on your 

hn Ih, lI.qATI) pnrtirI pntu 
personln rlevelopmen t? 

rrninhi, you rerl vrd 
(PROI.) 

*36-37 

'1. Whit opportuunitioen or fnruuunq do yoiiuse to pnrs on thr, skill 
yot ncqtrl r hruugh tin Innp, to rollen ues or olhr .ztfr 
with whom yoi work? 

Yers NJo 

('irlct np, In-rnrvire works hop.s/semi nors 1 2 

Pqrt-time tnchlnp,, nut:sle own 1Iin./Ins./Cn. 1 2 

Supervisinp Interns/stoff-in- training I 2 

One-to-one guidnnre of staff 1 2 

Through rnsonrrih wnrk 1 2 

Through writlnp reprts/phibllcntlons 1 2 

Other (specIfy) 1 2 

38 
l 

39 

Ml 

/10
El 
41 
1 

42 
01 

43
l 
64 

22. What is the role of this Ministry/Institute/Company In the 
national development of Swaz.land? Give detatiIs of specific 
programs and octivities: 

23. What constraints are faced by the Ministry/Institute/Company 
In carrying out Its role in development? 
(Code TIRE most important) 



No constraints 
Lack of finance/funds 
Lack of transport 
Lack of other equipment 
Lack of skilled/trained manpower 
Unproducti ve/unprogressive staff 
Shortage/loss of staff 
Lack of coordination/networking 
Lack of planning base/skills 
Other (specify) 
Not known 

00 
01 
02 
03 
04 
05 
06 
07 
08 
09 
99 

First ___LZ 

Second 
ecn 

Thlrd 

45-46 

47-48 
I 

49-50 

m 

24. In what ways have you most contributed to the strengthening 
of your Ministry/Instttute/Company? 
(Code TH1REE most important) 

No contributions 00 
In advisory cnpaclty/commtttee member 
Improving planning functions - general 
Improving coordination/networking 
Improving financial mnnngement 
Improving general ndmi.n and management 
Through tralnlng/supervising others 
Through research activities 
Through procuring resources, 

funds or equipment 
Being more effective In job - n/s 
Other (specify) 
N/A 
Not known 

01 
02 
03 
04 
05 
06 
07 
08 

09 
10 
88 
99 

First _-T--] 

Second 

Th i rd 

51-52 

53-54 

55-56 

25. flow important has your training been in enabling/assisting 

you to make these kinds of contributions? 

Very important 
Quite important 
Important 
Hardly important 

1 
2 
3 
4 

Not important 
N/A 
Not known 

5 
8 
9 

57 

D 

26. What improvements can you identify which have taken place 
within this Ministry/Institute/Company as a whole? 
(Code THREE most important) 

No improvements 
Depts/institutes strengthened or revived 
Depts/institntes created 
Improved manpower development/train-

lng/utilization 
Improved access to equipment, 

resources or funds 

0 
1 
2 
3 

4 

First 

Second 

58 
M-] 
59 
El 

60 
Improved management/planning functions 
Improved implementation/use of 

research or information systems 
More posts localized 
Other (specify) 
Not known 

5 

7 
8 
9 

Third _ _ 

27. flow important has the training of Ministry/Institute/Com
pany staff veing in making these improvements? 
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61
61
FirstVery important 1 

Quite important 2 62 
62
Important 3 

llnrdly Important 4 Second __ E 
Not Important 5 63 
N/A 8 ThIrd 
Not known 9 

28. 	 Amongst the following, which do you think are the three most
 
important criteria which should he used in selecting candi
dates for USAI-sponsored training?
 
(Code THREE most important)
 

Candidate's work experience/performance 1 
Candidate's academic qualifications 2 64 
Candidate's personal interests 3 First _ -

Scores for TOEFL, GRE or entrance exams 4 
Recommendation from employer 5 65 
Area of training is a priority for 6 Second _ _ 

employer
 
Area of training is a priority for 7 66
 

Swaziland Third F 
Other (Specify) 8 
Not known 9 

29. 	 What are your comments on the university placement system for
 
prospective participant trainees?
 

*67-68
 

30. 	 What recommendations do you have for the operation of any 
future USAID participant training programs? 

*69-70
 

*71-72
 

31. 	 What comments do you have on the overall impact of the IISAID
 
participant training program in Swaziland?
 
(PROBE for detailed answer)
 

*73-74
 
r-Mq
 

*75-76
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32. Any other Comments:
 

INTERVIEWER EXPLATN:
 

As part of the Impact assessment, we are also talking to a 
number of officers in Covernment and in private companies who 
supervise returned participants. This is in order to obtatn 
general information from the supervisors about the impact of 
the program as they see it from their position. 

We should like to interview your supervisor, if you agree to 
it. Please he assured we will not be asking for a specific 
evnluntion of your own, personal Iob performance or cnpnblti
ties -- we are merely seeking general information. All
 
Information from the study will he treated in the strictest 
confidence. 

Permission to interview supervisor:
 

Granted 1 
Not Granted 2
 
N/A 8
 

-Il

77 



APPENDIX "C"
 

SUPERVISOR QUESTIONNAIRE
 



USAID/Swaziland PARTICIPANT TRAINING PROGRAM EVALUATION
 

SUPERVISORS' QUESTIONNAIRE
 

TO BE COMPLETED PRIOR TO) INTERVIEW:
 
1-4 

S Number: 9 

Supervisor's Surname:
 

Forenames:
 

Returned Participants supervised by this Supervisor:
 

Part's Surname KI Number Part's Surname KI Number
 

1. 	 6. 

2. 	 7. 

3. 	 8.
 

4. 	 9. 

5. 
 10. 

Name of Interviewer: 	 Date:
 
5 

Card Number
 

I. 	What training have you yourself undertaken, includiiig that
 
sponsored by USAIT), any other donors, the GOS or through your
 
own initiative?
 

First Second Third
 
6 7 8 

Level/Program: _ __ _ 	 E 
9-10 11-12 13-14
 

Subject/Major: __-_-- F =j

University/Institute:
 

15 16 17 
Country: _ _ __ E J 

18 19 20 
Length of Course: m___my m E [-1E- E]
 

21 22 23
 
Sponsored by: __ 	 0 0 

INTERVIEWER CHECK: 
 24
 
Respondent's highest academic qualification is: _i
 

2. 	 What is your current job: 

25-26
 
Job 	Title/Position: Grade: _-_--E
 

6k 



27-28 
Name of Ministry/Company: 	 M 

29 
Location of workplace: 	 LI

30-31 
3. 	 flow many people are tinder your direct supervisilo? 

flow many are in each of the following categories? 
32-33 

1 - Professionai EL 

34-35 
2 - Teclnicnl _-_-1 

36-37 
3 - Admin/Clericnl 	 [__m 

38-39 
4 -	Semi-skilled _--_-

40-41 
5 -	 linski I led/Casuna Workers _-_-_-

How 	 many of these people are IJSAiI) returned participants, in 
which cntegories?
 

42-43
 
1 - Professional_ 	 -T-] 

44-45
 
2 -	 Technicalt__--_

46-47
 
3 	 Admin/,lericnl. _-_-] 

48-49 
4 - Semi-skilled -T-_ 

50-51 
5 -	 [lnski].led/Cnsual Workers _--_-' 

INTERVIEWER CiECK: Total number of returned participants 	 52-53
 
supervi sed: 

4. 	 Thinking generally about the 1iSAIl) returned participants whom 
you supervise: 

- Firstly, how would you rate their performance in respect
 
of the following work activities (fill in under cot. A);
 

- Secondly, how would you rate the performance of locally
trained staff in similar positions, in respect of the same
 
work activities (fill In tinder Cot. B):
 

Col A Col B 
(USATI)) (local) 

54 55 

Financial management/budgeting C MJ 

56 57 
Other admin/managerial work _ _ Li 

58 59
 
Teaching/training D- 0J
 

- 2-C 	 b , 



60 61 
Research/evnlIuation M_ M 

62 63
 
Job-specifir trcinlernl work 0- E-1 

64 65 
Extension work E-1 E 

66 67 
Project idnt rfirnti on MJ MJ 

68 69
 
Project desigtn/plannitip, M [ 

70 71 
Project implementation E] E

72 73
 
Project moo Itoring/evaination M M 

74 75
 
Managing people L__ El
 

Orgnnizirg and scheduling work tasks 76 77 
for othlrs _-_ _-1 

78 79
 
Other (spoc Ify) U U 
Scale: I - very capable 2 = quite capable 3 = capable 

4 hardly capable 5 = not capable R = N/A 

1-4
 

S Number: 9 
5 

Card Number m 
5. IF ANY DIFFERENCES IN RATING SCALES BEIVEEN OVERSEAS AND 

LOCALLY TRAINED STAFF, what do you think accounts for the 
differences in performances between the staff trained overseas 
and the staff trained .locally? 

*6-7 

8-9 

6. What factors do you take into consideration when evaluating 

your staff's job performance (fill In tinder Col. A): 

Col A Col B Col C 
(factors for evahlution) (USAID) (local) 

10-11 12 13 
i._rT_ _IE1 M 

2. _ _ _ _ _ 

14-15 16
E 

17 
E 

18-19 20 21 
3. CT-1 F-l M-1 

22-23 24 25 
4. _T_1 0 M 



26-27 2R 2)5. __ _ 	 II El CI 
30-31 32 'U 

6. 	 r-M- E Li 
34-35 36 37 

7. 	 --- 1 r
38-39 40 AI8. 	 _ .... ... . .... ......... . . . . -- Em E l[]
 

How 	 would you rate the IISAl) returned participai:ns Ih, 
respect 	 of these factors? (fill In under Col.B) 

How 	 would you rate locally trained staff In respect of these 
factors? (fill In under Col. C) 

Scale: 	 I - very capable 2 = quite capable 3 - capable
 
4 - hardly capable 5 - not capable R - N/A
 

7. 	 Approximately what proportion of IiSAID returned pntiripan:is 

would you classify as follows:
 

42-/4/ 
In posts for which they are over-qualified __ 

45-47 
In posts for which they are fully qualifled 

48-50 
In posts for which they are only partially qualified %___-r

51-53
 
In posts for which they are unqualified 	 %_r_-

8. 	 Approximately what proportion of SAII) returned participants 
are 	currently in posts whic|" were previously:
 

54-56
 
Held by Swazi nationals %r
 

57-59
 
Held by expatriates
 

60-62
 
Ifeld by techincal asqistants %
 

63-65
 
Created for returned pnrticipnnts %
 

9. 	Within the last five years, approximately what proportion of 
UISAID returned participants have: 

Been promoted within this Mlnistry/Institnte/ 66-68 
Company OR promoted and transferred to ___--T

another 	Mini stry/lnstitute/Company 

Been transferred at the sam , level to another 69-71 
Ministry/Institute/Company OR within this _ 

Ministry/Instl tute/Company 

Remained In the srme post (no transfer/ 72-74 
promotion) _ L--1

4--



1-4
 
S Numher: 9 	 19IEIFI 

5 
Card Number M 

10. 	 Within the last: five years, approximately what proportion of
 
USAID returned participants have:
 

6-8
 
Left this Ministry/rnstitute/Company for employ

ment in another sector %
 

Left 	this Ministry/Institute/Company for 
 9-11
 
self 	employment _ 

Left 	this Mlnistry/lnstitute/Compnny to 
 12-14
 
emigrate
 

11. IF ANY 1iSAID RETURNED PARTICIPANTS HAVE ,EF' TrilE SECTOR,

what are the THREE major factors which you think contributed
 
to the returned participnnts leaving their post for another
 
sector or for self-employment or to emigrate?
 

01 - Dissatisfied with conditions of service
 
02 -	 Dissatisfied with salery 15-16 
03 - Dissatisfied with fringe benefits _5-16 

04 - Lack of promotion prospects 
05 - Lack of training opportunities 
06 - Lack of job satisfaction/challenge in work 17-18 
07 - Ulnder-utilization of tralning/skills acquired 
08 -	Problems associated with working conditions
 
09 -	Family reasons 
 19-20
 
10 -	 Other (specify) E--_--_ 

Enter code numbers: First Second Third 

12. 	 What proportion of the USAID returned participants whom you
 
supervise are involved In the following activities, relating
 
to specific development projects and programs?
 

21-23
 
Project identification 	 __----

24-26 
Project design/planning _ 

27-29 
Project Implementation 	 %
 

30-32
 
Project monitoring/evaluation %
 

13. 	 What opportunities or forums do returned participants use
 
to pass on their skills acquired in training, to colleagues
 
or other staff with whom they work?
 

33-35 
Conducting in-service workshops/seminars _ 

36-38
 
Part-time teaching, outside own Mi/Ins/Co %
 

- 5-	 I1'
 



Supervi sing !ntertis/stn ff-i n-tran I ng 

One-to-one gui(lnnce of staff 

Through resenrch work 

Thronugh writig reports/pnbl trions 

Other (spocify) ___T-_--1 

_ 

% 

39-41 
L=-j 

/42-44 

45-47 

/.8-50 
l 

51-53 

It. What 
been 

bnding arrangements do 
on training program.s? 

you have for staff whri hav. 

*54-55 

15. What 
have 

kind of manpower development and training 
for your Ministiry/Tnsti tntt:e/Compny? 

plnns do you 

S~~--------- -- - -

*56-57 

-L 

16. How do 
nitles 

you incorporate the [iSA!!) training program opportu-
In your own plas or programs? 

*58-59 

17. What Is the role of this Htnlstry/nsttute/Compnny in the 
national development of Swazilond? Give detaits of specific 
programs and activities: 

18. What constraints are faced by the Minitry/Tnstitute/Company 

In carrying ou: Its role In development? 
(Code 111REE most important) 

No constraints 0(0 
Lock of finance/funds 01 
lack of transport 02 
Lack of other equipment 03 

- 6



[arck of ski ll od/I raiinod mnnpowrr 04 60-61 
Ihlpreductit.vr/rnl)r gresstvo staff 09 Fi rst i-T-_ 
Shnrtage/loss of staff 06 62-63 
l,rck of roord I tinat inn/notwork I np 0707rnd 
Lack of planninp hnsn/skillls Oe 
Other (srlrcI fv) 64-65 
Not known q') Th rd 

19. 	 In what . iys have ithr IISATI) returned particripants ,ont:ro hiurl
 
to strentR.huigp or improvtng this Miniairy/Instit lit(,/
 
Company?
 
(Code TIIREE most impnrtrnnt 

No contributIons 00 66-67 
In advisory rparlty/ommittee members 01 Firt 
Improving plannin functinns - oneral 02 
Improvi ig corr I nat ion/network ig 03 68-69 
Improving financial management IM S04 r-T-I 
Improving general. arlmin nnd minagrmint 05 
Through train Itrp/sir pprv I on 06 70-71ol: hers 
"hrouipgh resnrh artivitirs 07 i'lt rd m 
Through procrring rrsourrces, funds or OR 

+rplI pitl 

tIing more orfro-l 1ve in 'Johs - n/s 09
 
O:hir (.per I fy) I0
 
N/A 	 8
Not: 	 knrowl, 9() 

20. Wht long-term offects will IlSAlt) returned prrticipants have 
on tile rlevelopmont of your Nini.Itry/Tnstitrite/r(rmprny? 

*72-73
 

21. 	 Ilow colrlu tlre co,,trihul, tnn of returned pnrt Icipanuts lie 
Improver? 

*74-75 

Efl 

22. What additional training (state numbers and level) is 
required for staff of your Mlnlstry/Institute/Company 
(including returnpd participants? 

*76-77
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21. 	 Whnr', nitot I thoy ohtnln this tirnlning? 

*78-70
 

S Ntimhpr. -__ 	 I.]-T- i 

(Cnrd Nitmhr 

24. 	 Whmo do you cronir orar Ihe inn nrvnntnges/(lnndvnulnpo.q of 
.otidinp .qlnfr for vorrnns Irnininp iinder the IIPAIID prnp.tnm? 

Advnnl npon: 
*6-7
 

2. 	 . .L---] *8-9
 

*10-11
 

3. __EDl 

)1qnfdvnnI rigq5: 
*12-13
 

*16-17
 

2). 	Apnt from trntn g, wlint other fnrlor.q would help to 
ntrenpthen or nrrelernte tih dovelopmeit of ynur Ministry/ 
I nst. I t oit o/(:olmpniy? 

*18-10 

*20-21
 

*22-23 

26. 	Among the following, which do you think ore the throe most 
Importnnt crlterrln which nhould he used in selecting 
rnndldnlen for lISA!l) sponsored trnlnlng? 
(Code THREE most Importntit) 

Cnndldnte's work experence/performnnce 1 24 

nnfidntes ncndmic qitti ftcnt ions 2 First [] 

Cnndlnte's personnt Interests 3
 
Scores for 1TEFI,, (,RE or entronre exoms 14 25
 
Recnmmnenntion from employer 5 S
 



Arr'rt of trlni p, i !, 
emp I oyn r 

Aren of I:rnltinp Iq i 
Swnz I I lnd 

Othir (por Ify) 
NotIknowil 

pI) I it y 

pi lorlo y 

rot6 

rItIfTord 

R 

F-!....... 
26 

27. Wint qr.- yum rcnmr'nts onm lih lllversIty 
fnr pronprtiw pnrtlrlpnit trninfPoO? 

pInrement nystem 

*27-28 

---------------- L 

28. Wint rorommemtldt Ilos d|oyrtt 
fit titr II-,AI) portIirolnt 

Invi' for the n 
Itrnilnhpprngrnn.n? 

tp'nlim of miy 

. ... . . . ... . .. .. .......... - - - - - * - *29.-30 

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

*31-32 

II 

29. WIrtif rrimmo, orlIoyoinvo o 
port1rip t I rlIni p, proprtn 
(PROBlE for rdertlInd ntiwor) 

tnth ovrnll Impnrt 
itSwn.llnn(l? 

of tr- ISATI) 

. . . .. . . . . .. ... . .. . . . . . . . . . . . . . 33-3 

35-36 

T1). Any ot1hnr r'o)mnel! :

9--- -I 


