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PREFACE 

The Agency for International Development (A-ID.) always has been concerned about achieving 
results through investments in develqing nations. The identification and measurrment of the 
resub, however, has been elusive, especially when investments join a complex chain of 
interventions and become difficult to track. 

AD. has invested substantially in mining since its inception and has supported a variery of 
means of tracking the investments, describing achievements and measuring effects. Cu~cenrly~ 
there is a renewed emphasis on impact measurement within the Agency and the results of several 
e f f m  are expected to conuibuz to an improved impact me-ment strategy. The Center tor 
Development Informaxion and Evdtlation (CDIE) has published mthod01ogical research focusing 
aetention on imoact indicators and notes the paucity of basehe data needed to gauge r e d s  
[A-LD. ~valuatibn Occasional Papa No. 301. 

The Bureau for Latin America and the Caribbean (LAC) consistently has supported training 
evaluation in recent years and employs monitoring systems and follow-up evaluations to assess 
results, The LAC Bureau has produced Training for Development - Review of Experience and 
has compikd extensive infomtion on CLASP, or the Caribbean and Latin American Schob"ship 
h g m q  including specific studies of participant involvement in eqloyment and community 
activities in Bolivia and El Salvador. 

The M c a  Bureau, too, has invested in impact assessment by supporting the development of a 
framework and methodology for impact evaluation that was completed in drift form in 1991. 
Additionally, the Africa Bureau is implementing a study of 3,000 participants in the African 

Graduate Program AFGRAD, It will be completed in 1993. 

This study of aaining impact in Swaziland joins ongohg efforts within ALD. to innprove the 
knowledge base and to build solid strategies for W g .  It is the aim of t h i s  and other related 
works m assist A.LD. in understanding where and how to target investments in the development 
of lhllman resources. 



Learning about the impact of mining on a nation's development continues to be both challenging 
and sdmnlanhg. The oppmmity to field test a framework and methodo1ogy for rhe design, 
management, and evaluation of A.19. trstining initiatives has been of great value in e b c i n g  
our understanding of ckvz1opment impact. The study team, wishes to thank the many individals 
who participated in the study (see appendix) arid to acknowkdge the s u p  and assismnce of 
USAfD/Swaziland, especially, 

b Roger Carlson, Mission Director 

Don Foster-Gross, E/HFtD Officer 

s Grace Masuku, Training OiEcer 

Cyril Myako, PlMS Specialist 

The Africa B u m ,  A.ID./Washington, has continued to encourage and support the Jhldy of 
impact. The Swaziland case study was undenabn through the efforts of Cameron Born- and 
Bill Renison. Both have contributed to our thinking aad to fie progress of our work. 

With appreciation, 

Brenda Bryant and Herb Turner, Senior Advisors 
Douglas Passanisi, Field Research Team Leader 
Jacquelyn Conley, Researcher 
Bode Kligerman, Researcher 
Malengeni Shehui, Researcher 
Laura W e y ,  Research Assistant 
Famyta KIogfer, Pmhmion 



A B B ~ V 3 t A ~ O N S  AND ACRONYMS 

A.AI 
A F G W  
BMEP 
c m  
CAFS 
CBS 
CBD 
CDE 
a s s  
CLASP 
Elwru> 
E m  
EPMT 
u s  

African American Institute 
Afkican Graduate Program 
Bllsiness Management Extension Mgram 
C h v t  Associates Inemationa& Inc- 
Cenm far Mcan Family Studies 
C e a l  Bank of Swaziland 
Community Based Distribution 
Center for Development I.d-ti011 and Evaluation 
Country H)evelopme~kt Strategy Statement 
Caribbean and hh America Scholarship Program 
Edumion/H- Resources Development 
Eastern Michigan University 
Ethxfiomil Planning, Management and T~hoIogy hjject 
Family We Ass-on of Swaziland 

FLE Family Life Mucation Program 
GOS Government of Swaziland 
]Hmf Health Education Unit 
l3R.D Human Resources Development 
EC Inf-on, -on aad Commmication 
MI? htemational Monetary Fund 
PIT htermional Planned Parenthood Federation 
LAC Latin Amxican and the Casibbean 
MOAC Ministry of Agdcdaure and Cooperative 
MOE ?vGstrgr of Ebzcation 
MOH TVYinisq of Health 
ME3 MaEkenrs Re-B Station 
MSCI M a  Senrices Consultants Inc. 
NCC National Currid= Center 
NNGO Nan-govmnd Organization 
OPT mice of Intermtiad Training 
OPEX W O ~  Experts 
PCSD Pnimary Cudcdm Deve1opment Project 
W3U P r i m  C l ~ e d u m  Unit 
PTMS Participant Trainiang Management System 
PVO Private VoImmq Qrgmizition 
WElJ R-h and Evduation Unit 
WSA Republic of South Mca 
S m C C  Sou?herpl M n  Developmnt Coodimticin Coderence 
SBDP S d d  Business Development Program 
SDIC S w w  Development hvesment Company 
SlHS Swaziland Institute of Health Sciences 
STD S e d y  Transdtted Disease 
STRIDE Swmhnd Training and Institutiod Development hject  
SWAMDP S wazil~wd Management Development Project 



UNESCO United Nations Educational, Scientific, and Cdrural Organization 
W S W A  Univetsiey of Swarilstnd 
UPC Usutu Pulp C o r n p ~  
USIS United States Inf-on Service 
WHO World Health Urganiaxion 



THE SWAZILAND TRAINING PROGRAM 

USAlD has provided a significant momt of mining to Swazi nationals over the past twenty 
years. The principal god of USAID Swaziland in recent years has been to impmve "the abSq 
of S wazk to manage and participate in economic g m d  ..." (Adon Plan FY 1991-1992)- This 
goal is in keeping with AD.'s  long-he emphasis on basic educahn and managemnt mining 
at hi&t~ levels, the type of mining deemed the most beneficial for developing the skills anb 
attitudes co13somt with a capwiy for impr~ved management and &sty to change a nation's 
quality of 

Most ofthe rt,&g in Swazi3,and (96%, ii.cc0-g to the 1992 Participant Training Management 
System (F.fid5) stadstics) has ascurr#l in the public sector, with 4% designated for the mining 
of privasc secroic emp10yws. The piivate sector in Swaziland is Iargely fmigndominatecI so "few 
Swazis &?ive benefic3 hft other than as low-wage empIoyees." Based on &tics 
&\?lading changes. in literacy m s  and e m h e ~ t  in schools, USiiiD's training has made a 
dgnf~cms -wsitii'~3 c0n1;P;bu~on toward af'rectiag the education of numerous Swazis. Training in 
a31 sectors bas irs 83Esr~rn respas affect& the quality of H e  in Swaziland. An esthmd 65% 
of a 8  Swazis axe litmte, 82% ~b~kend primary schm1s. Findings b r n  the study team's focus 
group: htav%::ficrs wk2198 scbjem dso indicate that trainkg has resulted in positive effects on . 
Swazi in&vid:As, h ~ l u t i o r a  and u::g&ons, with a s i ~ ~ t  impact on capacity building 

Sirm itr, begisning ic 1971, tkz USAD Mission in Swadmd has assisted in developing Swazi 
a@cd:ztre, i~ sxpandkg rhe 13iral healrh and d water system, in deveIoping a rnm job 
rebvmr pcbaq: school & d u r n  a d ,  to a lesser degree, in assisting in development of the 
private sector. The crment focus of A D . ' s  mining activities is consistent wirh USAID's past ' 

Ekiuarion Hwm Resource Development (EblRD) grogram but is more focused on Swazi 
m~nageezid capacity- The sh-e of know1edgeab1e technical and sdminismtive leaders, ' 

professionals and institutions capable of inmducing pmgressive ammdes, systems and 
technologies into the society has been an overwhelming consmint to truly indigenous 
development in virtu&{ every area requking development. For this reason, the USAID Mission 
continues to develop &qmwer and tu emphasize mining in management aml lczdmhip skills 
in order to meet these nacbnat needs (Country Development Strategy Staemeot [ a s s ) ,  
FY1987). USAID training P s  ccmibuted to the personal, professional and b-stitntional 
development of numerous Swazi :aic-;Lals and their employkg organizations. 

Swaziland sends m average of 20 students to the. U.S. each year, with m y  comp1etirrg 
bachelors and masters degrees. Swazi participants have received training in fields such as 
agriculture, education, business and public administration, and health and f i y  pl&g, Otker ' 
Swazis has studied industrial development and enginee~g positions, and have k e n  prepared for 
employment in ttee fabor; hausing and transportation sectors. Academic and non-academic 
(technical) training are sunrmarid in Figure 1 fer 1982 to 1992. The figure shows field of 
study and the percentages of parbicipimts in training. The figure is c m n t  through Septem6er ' 



23,1992. WQ pnzedbg 1982 wcre considered by the Office of Int~matioaal Tminii~g (Om-) 
to be unreliable. 

T d t h g  by Fdd of Study ( A e a d d  and Non-academic) 

SWAZILAND 

The a g k u h e  S a a S  has been prominau in both academic. and non-adeIllic wining followed 
cbsely by harltb ard f d y  piaming maad business and public administration Over ow qusrax . 
of W m i c  degmes have h a  ii~:hieVed in cduarx .  



Training programs can be fimher analyzed by gender of participants, by level m. type of Paining 
and by nzining 10caion. Figure 2 summarizes these cf.,afaeteristics oPUSAZD mining programs. 

Figure 2 

Swaziland Training Statistics 

Men: 579 (68%) 

TOTAL: 857 (100% j 

Type of training: 

PhD: 32 
MA: 167 (19%) 
BA: 147 (17%) I 

Shm-terzn: 36 (4%) 

Toid Academic 382 
Technical: 475 

TOTAL 857 (100%) 

Training I d o n :  I 

United States: 501 (58%) 
Swazibd. 86 (10%) 

74 (9%'0) Third CountEy: 
U m o W  196 (23%) 

TOTAL: 



Through the Thomas Jefferson Fellowship Program, an estimated 857 Swazis have received 
training: 53% of these have been trained in the United States. W-country training for Swazis 
has been provided in Kenya, Botswana, Zimbabwe, Lesotho, 1s- Mauritius and Nigeria, among 
other counrries. In-counny workshops have been offered, particularly through the University of 
Swaziland's (UNISWA) Division of Extra Mural Studies program. In over two decades of 
training activity, USAID has met A.LD. standards for gender equity in training and development 
opportunities. As shown in the chart, 32% of those trained were women and 68% were men. 
A p p o h t e 1 y  55% of those trained received short-term technical training- 

Training in Swaziland has been provided through forty-one projects including those funded and 
managed at the counay, mgional and cenual levels. 'Ihe total investment in aaining has been 
$41,721,793 which is approximate1y 4U% of the total USAID investment in SwazJIancB~accoding 
to the Mission's most recent Sunrmary Project Financial Report 

AcEolding to A-LD. project evaluation summries, mid-point and find project evaluations and 
interviews, USAID program have been successful in establishing preconditions that are necessary 
for the achievement of development impact. Especially in the agriculture, education and health. 
sectors, substantid investments over long periods of time have produced results. A s~mnmry of 
each sector follows. 

Five projects in agriculture have focused on agriculrud productivity and farmer income, land 
planning aod development, consernation, d cooperative pmducti~ra and marketing and 
agdcultud research. Both academic and technic& tmhhg were incorpatad into the grojw. 

Results of the investment in agriculture in S w d a n d  hcl!;de expansion of dometic waher supply 
systems: increases in bddable homesites; additions ~f access rods in d areas; increased use 
of fertilizers, hybrid seeds and pesticiks; improved f m ; r  access to supplies; and hovations . 
in crop varieties- The participative mi= of several programs has led to broader political and 
economic adviry in communities, decreased Mnt mortality and improved school attendance. 
Fanners also report irnprov~ living standards. 

Education 

Nine projects in educmion have concentrated on teacher training, ieadesship dtvzopmenf 
strengthening of regio~al mining in Southem Afcica, labor o r g ~ i o n ,  &dt education, 
management and ~cluzical tr-g and cunicufum development. Training largely, has been 
academic, bur mined educators have trained virtually every in-service primary teacher in 
Swaziland 

L 

Results of the invesment in education have included increases in the number of years of 
schmling for the average Swazi, improving prin;jlary e m h e n t  rates, primary cmicIrium in the 
local lmgwge, trained Swazis managers imd tedmicians have ~;ip1ac& expatriates, improved 
cobbration on training with other Southern African Devebpment Cm&abg Committee 
(SADCC) member countries, ioaeased emoUazents in adult education and, in g e n d  
snengthening of public sector institutions. 

iv 



I Nine projects in health have addressed planning, management and policy development in &e 

I Ministry of Health, family pl&g, nurrition, primary health care, operations research, 
reproductive health and f d y  health. Both academic and technical m k h g  have been proviw 
through these projects and the health sector, in general, has made extensive use of in-connay 
training. 

I 

The results of interventions in health practices in Swazitmd have been impressive. Evaluations 
indicate Ircreased contraceptive prevdsnce, a policy of remientation toward preventive cam, 
decentralization of health c m  defivery, improved persome1 practices in health, improved 
emergency response, and expanded sentice delivery. 

I 

Business 

Private sector training is receiving emphasis at present and two projects are imp- for smalI 
business development and strengthening of the privzte sector. The Swaziland Trhing and 
InstieUtionai Development (STRIDE) and Swaziland Busiaess Devc10pmnr b g m m  @BDP) are 
~~g to show results. 

The projects refami to above are described in greater detail in the Appn&x. 

W M N G  THE IMPACT OF TXZAIMNG SWAZILAND 

AID. training projects have heen extensively documented md evaluated tr= &&mine resdtsi 
Results, however, have  bee^ rmasurecl in tern of ourpus--degrees obtained, iiumben of penoni 
mmplethg training propms, post-training employnent placement, job advancement and the lib: 
Few sysmadc awdyses u&ig rtliabft evidence haw been compiled to make a convincing link 
between -g and evenmd development -sf a country's eccrromy and the quality of IL%e of is 
people, It has been difficdt, theref-, to establish a plawible association between mi&g and 
development. 

The need to determine the impact of training on &velop=ent is compe1ld not only by a genuine 
interest in hovCing IlOW t~ invest developnmt dollars wisely, but also by specific requirements 
of the Development Fuod for Africa to expand the s B  of the Mean werkfo~ce and 
demonswble contEibutic)]~~s to productivity. Yet the connection bet wee^ training and development 
fa rxw, bng has been elusive. kilfficient empirical evidence has been compiled to demoarmte 
the contpiburion of kamm resource devel~prnat to improvemenxs in the quality of Xe for 
beneficiaries; is., to develop-t impact. This evaluation report was undertaken to e n h &  
undastandiag of the asswiad~n bemeen @airing and impact on a country's quality of 5.E 
conditions. It is hoped that the repan's insights into training impact as a. multi-tiered process can 
be usefid in tile &sign of fume A.IB. straegies, 

Purpose of the Study 

In June, 1932, Creative Assmiaxes L~ianarional  Enc. ( C Q  was conmcM by A.I.D. to conduct 
a study of the impact of mirig Lairatives on devc1opment in Swaziland. The gods of the 



 raining impact study are to develop a strategy for measuring training impact, to use USAID'S 
training ponfo5~ in Swaziland to test that strategy, m.i to analyze *e firdings to inform. the 
design of impact assessments for human resource developmeut program. 

The purpose of this study, in short, is tc; describ~ ~ . r :  i-tpact of training on development for 
projects sponsored by USAID in Swazilmd since 1371 . Based on pmjct dwlrmentation, targeted 
individual interviews and ins~tutional in-house focus b-oups for participants of long- and short- 
*- U.S. mining, and in-country and third country short-term b i g ,  the study aims to. 
describe training outputs and determine how t~aining has consribated to development in 
Swaziland This is not a ricer study. QuanNiabIe tracer information i~ uresented in the text and 
is also included in the Appendix. Further tracer and pmgam e~&&Jeaess information is 
available in the Transcenyufy Corporation's report, Impact assess men^ .:E USA13D Swaziland 
Participant Training Pmw:m (1971-19891. 

MethodoIogy 

The strategy for measuring training impact was derived from a methodology developed by the 
Africa Bureau under a previous c o n ~ a c t  2 % ~  methedology was expressed in the form of a 
h e w o r k  for the evaluation of training impas&. The fhmework contains some concepts which 
are insmunena to the design of the Swaziland case study. These four concepts m summarirRd C 

' 

below: 

1. The training hierarchy. Training occurs within the context of a hierarchy of systems 
in which mining intervenes. The individud, the organization or institution, and the sector' 
as a whole participate in and are affected by trzhing, 

2. The training sequence. Training must be reviewed over the long-term to capme not, 
only :he specific effects of the learning process but also to capture the mediating effects' 
of ezvimnment. (exogenous) factors that impinge upon mined individuals and ma: 
facilitate or prevent these trained individuals from msking an impact on cieveI~pment,~ 
A thoroagh evaluation also requires &at indicators use points of reference to detennine~ 
whether change has bad ir;xpazt md, if so, to what extent. 

3. The impact on target groups. Impact is defined as an improvement in the quality 
of life of beneficiaries. Measmment of mining impact must successfully comectl 
mining with results among beneficiary populations. 

4. The preconditions for impact. Improvements in quality of Me for beneficiaries can1 
be achieved in most instances only when a combination af complex conditions m ' 

s k i b l l y  brought into existence. Adequately trained personnel is but one of the1 
conditions tbat must be present. To understand more fully the effect of training on 
development, one must note the variety af impact preconditions, how mining dates to: 
the;e preconditions, and how "real impact" can be achieved. 

The design of the case study presented bere was derived fkom the training impact evaluationi 
methodology outlined above. Swaziland represents the first full field test of the case study, 
design. It was conducted in fortr steps. 



Step I:  Describing the E/HRD InvesZmenE in SwapapIand 

The first task was to set the boundaries of the case sr~dy by descfibing the diglensions of the 
total investment rnade ro date iri E/HED for S w d a n d  and d e t e m . g  the s h e  and scope of the 
total population. The total population was definrtd as dl targets of USAII) assistance in the . 
EBB! pmgram since its inception in 1971. Targets of assistmcc wcrz identified in priority 
sectors on an individual or organizational basis. T r e g  was deZiieed as including academic or , 

tec'hnic'al mining; sho~-term or long-&m training; tra-g irl the U.S*, third countries or in- 
country and x?y have been provided tiwojlgh any contracting mec;Wsm Including contracts &at 
were funded centrally, regi~naU.;l by the Missiou. The cantracts m y  have been those that 
have been comp1eted or ~ h i c h  were in progress and they m y  have been m g e d  by any office 
withiu USAH) including the tcaining office or sector offices. 

Step 2: Describing resalts that k ~ e  been achieved through USAID irc~esiment ira B ! H .  

The second task was to determine if USAID has obtained the Intended =sd% &magh its I 

invement in mining. The case amdy relied on existing e ~ d ~ d 0 K t  data uo d e t e h e  what the ! 

E/HRD imresrmect has achieved Ekein a rnethuiio~o@caI htdt ion was noted since nost 
p m j t ~  evaluations described outct~mcs Gut did not measure impact of training. Nlone&ele:.s+ !he 1 
team was able to derive some ~ise fd  information from the evduiidaa~ and n;;l &ax- some ' 

conc1.usioc.s regaxding impacs. The $earn then proceeded to idenrify the secton, target pups  or 1 
hsdmtians where, a~corcbg to sfae levd~ations~ cviderrce of developm~nt impact might be 
e q w  m -be fomd 

Step 3: Describing how training hots m& an impact on SeveZupmenf in Sw&ntL 
I 

The third task was ro explore the impact of uahhg on development SpecXcdy, the task was 
to describe the impact of ~~g n deveIopment in Swaziland md to d y z e  the causes that 

! 
led to the impact, According to the method010gy fdowed, this process k~i~ded evatudng the : 
role of the Swaziland Government, U S m  ?mining interventions, ri-irgeted recipient insaimtiom 
and targeted individuals, as well as exogenous variables. The task included developing a 
measurement saategy, selecting arrd describing the sample and colIecting the data, 

Step 2.1 3e;8eloping the strategy for masuring impact. This task included the ; 

developmn* of the approach, dab collection methods, and inss;ments and setting of 
critefia far selectian of the study sample. Criteria for the selection or" institutions anb 

i 
hdividuals for the case study were: t 

• The secmr(s) h m  which the sample \was drawn had been targead as a U S D  , 
piority; 

I 
1 

- The sample was comprised of diEferenr types of mganizations; 
i I 

The organizations were established work units with some atimnomous decision 
msking aad a definable purpose; 

I 

vii 



The organization had a higL concennztion of prcfessionally d e d  individuals 
who sew& in mid- 2nd high-level positions md who S U C C ~ S ~ ~  caqIe1d 
training program; ar.d 

The organization coigd make its professional staff available to participate in 
individual one hour interviews an3 the majority of those swff could attend a one 
and a half hour fwus group session. 

The team developed and pilot tested four ktzsviewing guides. The guides were dkected 
to a) managas; b) cment emplovees w h  received training; c) current empl10yees who 
did not receive mining; and i) former employees who had received m g .  The guides : 
were revised and adapted for tIs various subjects of the study. 

Step 3 2  Selecting iind describing the sample. Using the sampling critaia to iden- 
targets for the study, the team then proceeded to describe .-ach sf the institutional ar 
m g k d o n d  subjects. The description included: 

* Background Docurnentation identifying USAID'S intended impact in sectors 
(erg.; in the health sector, icklrtifying rhe goal of lowering rates of Want: 
momlity) was iet<e~ed. Th3 role of the specifTc organization in the sector (e.g; 
to provide community-bwed nursing services to mothers and children) and how 
this orgarriaion fits in an institutional &Every system w i t h  the sector (e-g., how 
it worics doqg with primary health care units, traditional healers, public education 
program) were researched The organization's size, purpose, and activi5es were 
described.  tion on was obtained from documents and from interviews with the 
leadership of eie organization. 

Documentation Outputs. Having established that beneficiaries have been weted : 
for impact in the seam, anti that a given organization plays some role in the : 

insrimtiorid complex to see that tlxe beneficiaries are reached, relevant 3utputs of 
' 

the organization were described as impact conditions or as impact pre-conditions. 
For example, an organization that inoculates children and has docummted ; 
evidence that lives have been saved may be said to cozltribute directly to irnpac~) 

The Role of Training. The role of training in affecting the organization's ability 
to create impact precondirions and/or achieve impact was explored. bfessional 
personnel involved in th% grganizattion and all of the training that was provided 
by whatever source, as long as it was pmfess10~l technical or managerid in , 

name, were described. Specificafly, USAID'S conaibution to training resources 
in the organization was described. 

a importance of mining in the development sequence. Having established the . 
role that uaining played in ar. organization, its relative impmaacc to achieving 
impact on development was described. Availability of resources, conditions for 
impact (including such variables as personal commitment, interest and motivation; 
organizational and =agerial support for the employee's work; support of the : 

family and comm~ty; external assistance of donm or other technical assistance: 



community leadership and srrp?ort from ?he benefidzii groups) were dso 
identified and expiored to &termins their -hpamm 19 tSnt ~ ~ t i ~ n .  These 
data were collected at ehe level of thc individual mbee auld agpgited far rhe 
organization. Non-trainees were queried as well f' comparative purposes and to 
determine whether aod/or how trained individuals influenced or improved rhe 

Step 3 3  Co' 'ecting the Data. The study team used individual interviews and focus groups 
to collect data. Individual inte~ewees drawn from the orgmimional sample were 
persons who had received mining (USAID or other training), persons who-had nor 
re.ceivcd training (including persons aspiring to participate in mining)), and managers who 
would have larowledge of how mining was dealt with by the organization. Other 
individuaks were drawn random.fy from all sectors and were not part of tkte o r h g . o n d  
samp1e. 

Indi14d~a.I interviews with employees lasted frsm one to one and a half horn each and 
were conducted at the place of work Interviews with the institution managers were a bit 
longer and lasted h m  one and one-half to two and one-half hours. 

Following the individual interviews, one in-house fwus group interview was held with 
each organization. All focus p u p  interviews took place at the institutions themselves for 
convenience to  employee:^. FOCUS groups relid on a predetemhed questioning mute 
as the format for discussion. In each case, a series of five to seven questions was 
commcted and the team then facilitated group responses. The purpose of the focus 
groups was to place the individual and institutional training-related contributiom into a 
national development context. General questions relevant to tlhe sector led to quite focused 
questions related to the role of mined and ~mtrained individuals and rhe role of the . 
institution in facing the challenges of the pardcular SZC~DI. Linkages were then made 
between the individustVurgwbtional capabilities in responding to challenges in the sector 
and the perceived impact of their achievements on beneficiaries or on national 
development. 

Sfep 4: Analyzing the &fa 

The study team hand-trtbulated the data by summarizing and categorizing largely open-ended 
responses to questions. The data were fed back to study subjects and to USAlD for v&cation , 

of interpretations. 

The Study Team 

The study team consisted of a task leader, a country-team leader, two U.S. and one Swazi 
education and training specialists, and r Washington-based researcher. The team began the study 
by meeting with USAID officials in Educatio4Human Resource DeveIopment ( E m ) ,  
Agriculture, Health, and Private Sector Development divisions at the USAD Missior k 
Swaziland. In addition, a l l  chiefs-of-party for on-soing USAID projects were interviewed. 
Sirndmeously, the Washington-based researcher was compiling d m  fm the FTMS system, 
CDE, the A.I.D. Afi-ica Bureau, the &can &&rican Institute (AAI) and OIT. Documentation 
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was ga-thered about USAID project interventions in order to formulate an historical perspective 
on which ?he smdy would be based- The study was conducted under the auspices of the Ministry 
of Labor since it is responsible fur 'czrfi a d h g  and resource development as well as magikg 
the stzening corm;ittee of the current USAD Swaziland Training and Institutional Development 
(STRIDE) project. 

The Study Sample 

In cooperation wit\ USAID the team selected the sample for hcIusion in the e y .  The 
selection of the smpIs began with targetting of the agricul~we, hedth and education seams 
which have been emphasized since the inception of USAID activity in Swaziland. The private 
sector was subsequently added because it is now central to the training portfolio. 

Within the targeted sectors the team identified sixteen organizations that met the sampling criteria 
and had received substantial WAD training or had employed m e d  participants. The sixteen 
organizations were reviewed and categorized to include: a! kt least one governmentai, parastad, 
nong~venmentd (NGO), and private o r g e t i o n ;  b) Each targeted sector - health, agridane, 
&ucatiu~ c) At least one ,arasatal, private and nongovernmental organization not in the wge& 
seam; and d) A minimum of five persons within the organization unit that had received training. 

The study's institutional sample was comprised of six organizations or organizational clusms: 

e The National Curriculm Center, Ministry of Education; 
w Tire Swaziland Institute of Health Sciences, Ministry of Heal* 

Mdlkerns Research Station, Ministry of Agriculture and Cooperatives; 
The G n t d  Bank of Swaziland, parastatal., 
The F d y  Life Associa~on of Swaziland, and the Business Management 
Extension Program, both nongovefnmentaI organizations; and 
Usutu Pulp, Cama and Associates, and Swazi Clutch and Brake; three private 
companies. 

Thnc of the entities am public; one is a parastataI; one is nongov~enxall; one is a dusm of 
private companies. Six 'USAID projects supported the training for these organizatio~~~. They 
were the Primary Cmiculum Development (PCD) bject, the Cropping Systems Research and 
Extension Project, the Wealth Manpower Development Project, the F d y  Health Sewices 
Project, the Swaziland Manpower Development Project (SWAMDP) and AFGRAD. 

A total of 98 individuals were selected for study. They were managers and current and f-r 
employees of selected o r g ~ t i o n s .  The sample also included employws who had not received ' 

tdnbg. Seven subjects were not employed by the organizations targeted in the study. 

OWRVEW OF THE REPORT 

The repart that follows is a case study of rhe six organizations or ~ ~ t i o ~  clusters lisred 
above. Chapters I-V? are devoted to the description and analysis of each case. In the final 
chapter, the ream presents analysis and conclusions. Derailed supparting material appears in the 
appendices. 



In 1972, a nationwide program was initiated rn =form Swdancf"s prbmy educational system 
fry d e r i m g  thz content of primary education toward the needs and circ-ces of the Swazi 
environment En colhburation with xhe Government of Swaziland (GOS), USAID established a 
program rr Cevelop new curriculum and institlltioxial capability within Swazilmd's Minimy of 
Education (MT)E) tbat wade be able to carry out curricuZum reform on a continuing basis. In 
1974, the Primary Cmiculum Unit (XU3 o< the MOE was esrablished. Its mission is to: 

D~veiup and operate a cruriculum design and preparation system which includes 
rhe design and prqiaration of pmratype ~~ addressed to national outcomes 
cr d~cational goals as well as testing and evatl~ating aern prior to large-scale use. 

The goah of USAID's Pfimary ~?lrriculum Development (PW) Fkoject were to: 

Strengthen c*micuium design and development capability of the R i m q  
Curicdum Unit within the MOE; 

EstaLlisb teacher trainins in impiemenmtion of &e new curricalum; 

Develop delivery sysams for production and distribution of curriculum mataids * 

within Swaziland; and 
. . 

Create a system for ongoing evaluation. 

With USAID a s s ~ c e ,  S w h d  established a policy h e w a r k  and an W t u t i o d  
khsuumm for imp19rnenwrion of the project, Components of the project included the Primary 
Gunicuhxm 'Jnit, and a Primary C ~ i c u l u m  Panel, a Cuniculum Codbating Committee, and 
I1 Subjsct Panels comprised of sc5ject experts from the University of Swazifand (UNISWA), 
members of Swaziland's Teacher Training Colleges, and W h m  and others advisass on 
c u i c d w  materials development. The USAD contribution was US$5,692,692. 

Pt-ioi s the mitidon of the Prima-jy Cmiculum Deve10pment (PCD) Project, primary cutciculam 1 
specidbts did nci exist in Swaziland Cudcdum training was a new field. None of the MOE 
s a f f  hi been trained in curriculum materials development. An integral part of the PQ) project 
was to train the newly Swazi IW staff in curriculum development. Through the project, 
fl X U  s& members received on-the-job mining from technical advisors from the contmaing 
ag&, Esm Michigan Universiay @MU), as well as "off-campus training", Wugh comes 
$ ~ - n  by the sonuactor in Swaziland. 



Twenty members of the curriculum center were sent to Eastern Michigan University fur fuaher 
training in the U.S. Two staff members were sent twice. The majoricy of the paflicipmts who 
went to EMU studied for Bachelor of Science degrees. These students followed EMU'S 
I n d i v i d M  Interdisciplinary Concenmtion Program, which required stdents to first meet rhe 
University's basic study requirements and then to dssip a concentration program in conayftation 
with an EMU faculty member. This program provided students with a come of study more 
approprim to fCU needs, since students were not required to follow the regular p r c - d c e  
degree program for teachers at EMU because this program is tailored to meet Michigan teacher 
cenEcarion. Fom curriculum center staff members dso obtained masters degrees in educational 
leadewhip or educational measurement and evaluation from EMU. 

As the PCD project phased out in 1983, the PCU joined forces with the UNESCO-funded 
Secondaq Curriculum Unit to crate the National Curriculum Center (NCC). In 1990, a 
Con&xal Assessment Unit was added to the NCC. This pmgram was established to provide 
ongoing monitoring and assessment of students and materials. The Continual Assessment Unit 
is being funaed by A.1.D. through the Educational Planning, Management and Technology 
@Pm, Project 

At present, the NCC has a staff of 48, including 28 professional st& and 20 support staff. Since 
the inception of the Primary Curriculum U n i ~  28 of the professional stafE have left the 
organhation, necessitating rehiring for those positions. w& the recent introduction of the 
Continual Assessment Unit, five additional new staff positions have been added and filled. 

THE SWrnCTS OF THE STUDY 

F a  this study, 23 professional. staff were interviewed; 1 manager, 20 professional staff of the 
NCC and 2 individuals who had left the organbatinn I n M e w e e s  included 14 cmcdum 
designers, 4 cdculum evaluasms, and 2 heads of deparments. One of the "leavers" (an 
individual who has left the org anizabn whae he or she was mined) is now a Personnel Dixeaor 
for Swazi Wways; the other is the Vice-principal of Swaziland College of Technology, Tlxe 
mahhg profile for txlose interviewed is as foUows: 

8 Eleven people received masters degrees from long-term overseas program. (PCD 
Project: 6; AFGRAI): 1; SWAMDP: 2; Development Communications Project: 1.) 
Four other staff members were sponsored by British Council funding; 2 were 
institution Ieavers. 

Seven people received bachelors degrezs &om long-term overseas programs. 
(PCD Project: 4; Teacher Training Project: I; British Council fuflding; 2); 2 
people obtained both a bacbeiors and a masters degree. 

Seven people have received no Iong-term overseas training. 

Four people inrerviewd were employed at NCC during the PCD project and 
received training at EMU. 



rn Three people in te~ewed were employed at NCC after the project and 
received mining during their employment at NCC. 

b Seven people intentiewed were employed at ozher organizations, not NCC, at the 
time of their naining. 

Following are the findings md conclusiocs drawn h m  interviews and the fxus group meeting 
with the National Curricdm Center. 

n e  study teazn examined trorh training and the contextual factors (exogenous variables) as they 
related to the ab'izy of the NCC to have an @act on development in Swaziland The factors 
are discussed below, 

1. Factors Related to the Training Process 

The quafity and eff'veness of the training program affects the leaning of the participant and' 
his or her ability to make a 8ifference in effm to contribute to development. T-g includes 
both pxrahkg p m p d o n  and the wduct  of the training course itself, Several fiadings are 
perrinent ta the effec~veness of training for the NCC. 

a. QwmQ and pentasiveness of NCC training. All of the NCC pmkssional persod have 
received donor-assisted mining. They unanimously believe training has beea significant to 
thkr effectiveness as a work unit Training has provided skills, a common language (with regard ' 
to educational temkol~gy) and useful methods and p d u r e s  w i t h  the organkatioa 

b. Abnce of imolvement of pcuhcuhcipm@ in pkmlng for training. In terms of the pre-departure 
fgr tdnhg, ~ ~ n z t i  no& h y  were not involved in the p h d n g  process related to choice 
of degme* inshaon and length of p r o m  Ipeopie employed at NCC during the PCD project. 
went to Fastem Mchigm University. One returned participant was sponsored by the Teacher 
Training Project and was sent for a masters & g m  to Ohio Univdty w h m  the mnmcm for 
W project was based The a&- responden& went through an application process which was ' 

hannled by the contracting or sponsoring agency ( A F G W ,  British Comci2, SWAMDP, 
hveiqment Cudcadons) .  Bemuse P W  objectives were already farmulate& irrttmiewees. 
revealed &at ?he lack of involvement in the phming process was not an issue, In most cases, 
mpo&nts revealed that "the project" took care of their needs and little individual action was, 
n e  

c. Widespread access m orientations. Most respondents had a p~e-departure orientation program 
a formal orientation in Swndland give3 by a contracting agency or an mientation offered by the 
training institution. The pm-depamre orientations proved to be infhmative about United States 
daid and social norms, sunrival skills, and &nhg expectations. In genera& the orientations 
weae very useful as they gave participants an idea of what they could expect one they arrived 
in the U.S. and zit their uaiversities. M y  one respondent had an orientation at the training 
institution in the U.S. which lasted one week and was very hejfuI. In all cases, computer 



training, either as p r e - d e p m  prtpmdo~ or as pan of a U.S.-based orientation program, was 
found to be extremely useful, especially to graduate students. 

d. Comlmenrfiom the er~rployer prwr b deparwe for naining. All mpmdents departed for 
their tsaining with a verbal under5ran&g from Minissy of Education officials that they would 
re- to their ~spective positi03s as NCC (or other workplace) upon completion of their degree, 

e. Lack of career pkzming. No promotion scheme was in place regarding degree advancement, 
job mobility ur salary 01 promotional increase. Pub career pfanning occmd for participants nor 
did they initiate career planning. 

f. Critic& role of academic All intmiew=s were assigned an academic advisor once 
they arrived at rbeir university. Twelve of the i n h e w e e s  felt their advism were essential to 
making their training experience relevant and valuable. The &visors assisted intemiewees ia 
making decisions regarding selection of courses in relation 10 their jobs and courses of study. 
Advisors aiso discussed academic needs and, when necessary, arranged for tutors- Advisors were 
called upon to assist with trainees' personal and social needs. Two of the respondents felt they 
would not have completed their programs had it not been for the support of their advisors. 

It is impommt to note that at EMU7 assigned advisors who had either waked in or visi& 
S w d a n d  were comected to the PCD project The advisors were thus quite firnik with the 
meds of the NCC staff who came to the university for fixher mining and helped rhnn design 
their programs acc~rdindy, especially in the Individuahd LnterdiscipIinary Concentration 
Program. Advisor knowledge and background of the mining project itself wzs viewed as the 
single most important factor of advisor effectiveness. 

g. iImportcutce uf extra-cmUrrtculw involvement and practical eqefience. Engagement in e m -  
cu;rricular activities was an extremely important aspect for half of the hterviewees. Activities 
cited as having made training practical and rebvant were: visiting schools, taking educational 
tom, being involved in l d  teachers' associations, working in a teachers' resource center, 
participating in the comuaity career awareness progmz, and involvement in African Student 
Ckgmimions, These @cat feasning experiences increased subject awareness, badened the 
scope of teacher mining and sharpened both professional and social skills. Most respondents 
stressed that the practical nature of the activities was most beneficial when they could actively 
lean from hds-on experience, and critique and anaiyve by observation. Two respondents who 
were enrolled in very demanding courses ahat were already practical, did not partake in my extra- 
ctaxri* activities. These people felt that the nature of their pgrams did not allow them time 
to get invo1ved in other activities but, that their program provided the types of knowledge and 
exprierace others ac~uked during exm-curricular activities. 

h. SigniJcartf egect of academic work specific to SwaziW.  Two of the degree programs that 
v n d e n t s  attended focused course work on country-specific issues related to Swaziland Other 
degree pgrarrrs wee moxre g e n d  so students had to chmse to relate the course work to 
Swadand. Eight of the respondents did papers or projects related to SwaziZand and their work. 
It was noted that by working on a project dated to Swaz ihd  and by having work experience, 
participants were sble to conduct research applicable to Swaziland All of the respondents who 
conducted projects related a Swaziland responded putting lmowledge acquired from their project 



or aspects of heir project inm practice upon their return. This oppatmiry was an easily 
measu-ab1e mabhg output and was highly rated as having a direct impact upon the respondents' 
isstituzion. 

j i*,, ~ r - z . , ~  on both theory and practice. Four respondem were enrolled in programs that were 
L.F. I*i&c3Uy designed for older students who had substantial experience. These pmgmm were 
quite Senefiw as theoretical knowledge was always related back to experience in the classmorn 

rade subject-specific infanna~on practical. One respondent noted that "with older students 
who ha5t experience, classmom learning tends to be focused. on ideas learned from the field and 
nor just s::&mic theory. For me this is what was needed". Three of these pmgmm dso 
emphasized ~elating coursework back to work siwtions. 

j. DSflcul~y in mainraining comct wizh the employer white studying abroad. Monitoring events 
in Swdand p v e d  to be a diiEcult task for Swazi trainees sntdying abroad. Contact was 
main- prhady zhtough f d y  and friends who wodd send newspaps and other news 
from home. A few respondents noted that staying in much with events in Swaziland was very 
i m p m a  to them so t h y  would not lose sight of what was occrrrring in the educational sector 
and where they wodd fit in u p n  return. NCC management stated that sta@ who were in mining 
we% not kept informed abut orgarimiond or s e c t u d  news on a farmal basis, An e q 1 e  of 
the hqmtmce of such contact came from one respondent who noted that she added comses in 
special education bas& on news from Swaziland about developments in that field and the need 
for trained pcmonneL If participants were kept better informed about general and work:-related 
news, they could adjust their course work to address changes in the sector or the institution itself. 

k, Strain caused by family separarion. All respondents noted that being away far periods from 
one to four years &&xed their family sinmion, Dmhg the t h e  away from home, people had 
to worry &out their families but felt at a loss because thsy could not do mythkg about probIems 
when they occurred. fUthough the respondents' productivity during the txainhg period was not 
directly affected by the separation, distance from farnily was generally cited as a majar concera 
One respondent felt it necessary to return home to address a pressing family problem, 

Respondents "toleme" xhe separation caused by training because options for obtaining training 
are iimited. Alte&ve:s which participants voiced to sending participants for extended periods 
incf,uW 

Locate accelerated program to minimize time away; 

Offer d e g r e e - ~ ~  courses in-country (as the PeD project did) so when 
participants go for long-tam training outside of Swaziland, credit can be 
transferred and time away can be shortened; 

Locate programs in the region, makr'ng periodic travel horne a viable option; and 

I Sponsor participants at the bcal university. 



2. Contextuall Factors and their Effect on Training Empact 

Once m g  is comp1e- the ability of the minee to use t6e W g  is affected by a variety 
of factors. The con~exmal factors affecting t r w g  utilization are discussed below. 

a. Job avai2ubiIily l q ~ n  r e m  from amiring. Upon compIetion of naining, all respondents 
returned to their intended jobs. In all cases, the positions were lcft vacant during the aaiaing 
pericxi. No =spundent noted a s d y  or position promotion as a direct rrsult of mining. If a 
promortian was receive& k was in relation to the2 time in s e ~ c e  (seniority). 

b. Negative effecrs of lack of abv~u"rcfement oppornurr-iy rzlld salary enhancemertr. Management 
stated bat m y  people who left the organization after mtming from mining did so fa better 
paying jobs. The Minisny of Education hiis a grade pay scale c e a g  of level 20 for curricdum 
developers. Once lev4 20 is m h e d ,  salary prornotioa can only be received with a job 
promotion, ie. a change of job position to one which is of a higher grade- In a small 
organizatrionill unit such as the NCC, even lateral job m~ves  am Ikaited Since the NCC is a part 
of the Ministry of Education, lateral job moves can be made to other positions within the 
Ministry. NCC has had 28 professionals leave the orgaf7ization, representing a 100% rate of 
turnover in 18 years. Management and bavers stated that lack of promotion oppmnities had 
a significant negative impact on trained individuals remaining at the NCC when no recognition 
was attached to academic qual.idication, It is noteworthy that this renuneefieaver problem was not 
fcreseen by participants prior to naining. tack of mob%ry became an institutional hindrance m 
impact upon their r e n v  since most trainees desired recognitioon of the academic p r o m  b y  
had complete& 

Promation and mobility became serious problems in the pubic sectorp specifidly in the field 
of education, Since the s a h y  grading system is based on the position with M e  regard fix the 
employees' academic b a c k ~ m d ,  the value of mining bectlmes questi~nable if no c ~ s u r p ~  
s a h y  and recognition are atwb3d This system showed how trainhg becomes limited in its 
capacity to benefit the targetd izdividual and hinders the Iikelihaad that the trained. irndividd 
will benefit the institution and the sector since there is a Lack of incentive for trained staff to 
disse- information r -  to feel challenged on the job. btead, resentment and job 
dissa *faction resw; since remees ezd up doing exactly the same job as others who have fewer 
acader .̂ s q ~ c a t i o n s  and less experience. Since no increased capability is recognized, the 
potentiat for use of newly acquired sm is disminished 

c. Ability to immediately appb learning in the work sinution. All respondents described direct 
beneficial impact of their mining on their work performance and productivity. This was also me 
for respondents who obtained degrees while worldng at other institutions. The most coxrmonly 
expressed gains were eliminated reliance on technical assistance, increased scope of 
undersmding of the basic tenets of curricul.m design, confidence in using knowledge in 
situations outside the immediate work envimment, increased analytical and research skills to 
approach and solve a variety of NCC task: productively, and increased credibility within the 
education community, -+qxciaHy on subject paneb where subject expertise is required, 

d. Reliance o f  untrained personnel on mined personnel. In contrast, those employees who had 
wt received training stated the need to receive specific direction when workin& work more 



efficiently, look to mined colleagues w h ~  are kaer able to solve problems, and use a thought 
process which enables hers u, inreracr effecxively when different issues and problems arise. All 
untrained respondens noted &at they receive professional support in informal discussions or 
fonnaf workshops k r n  colleagues who have received mining. 

e. High regard for raining from NCC managemem. MCC management believed that training 
has had a posiiive impact on the effectiveness of the organization. Management echoes 
respondents' rernarks that returnees are "more confident, more efficient, more productive and 
wmk independently". Furthermare, management stated that the staff is " .,. very motiv8~..and 
the rare for impmved work quality has increasetl". Management also rated training's impact 
highly because when staff returned thefe was an "infusion of new ideas that beg& to circulate", 
especially when pdcipmts provided workshops to colleagues and subordinates. 

f. Lack of recepn'vizy to new ideas wizhin NCC. However, management also reiterated that 
returnees tend to get fhsmted. because new ideas zire not readily accepted, which in turn Wbits 
them from progressing in their work One former employee stated that the lack of support for 
new idas was a reason for leaving to find employment in another insti~tion. 

g. P ~ ~ l  of nainees who leave the o r g ~ n i z ~ ~ o n  to contriljute to impact elsewhere. The 
question of pmjeet or hshtional leaven raises some important concerns. Projects that target 
institutions should explicitly address the issue of leavers. At NCC, fur example, 28 persons Have 
left and found other ernplo>ment. Since no indicators were designed to measure leaven' 
conaibution to other instimtions, they have been discarded; the positions they vacated remain 
open or have been filled by u&ed individuals. The institutiond evaluation suggests that rhe 
training has had less of an impact since it was designed to &xt individual positions rather than 
institutional p d u c t  or services rendered. 3tn this sense, leavers crea* project failures when they 
lave positions intended for newly mined staff, though they may benefit other institutiom. 

In the case of thc: NCC, it is important to note that positions which leavers filled outside the 
orgztnhtion include: 3 secondary school headmasters, 3 deputy headmasters, the p ~ c i p d  and 
vice principal of the Swadand CoHegc of Technology, 3 secondary heads of department, 5 
secondary ltectuner~~ 3 universiry lecturers, I House of f a r m n t  member, 1 Swaziland Union 
of B h  representative, 1 Bible translator, 1 inspector, 1 Simunye Sugar Company 
representative and 1 W m m r  of Bersonnef at Swazi Wways. One fomer trainee has retimi, 
I has moved to RSA and 1 i s  currently Iocated in the U.K. 

The question of ohe itnpzct of lavers on the NCC and on national development is an itlteresthg 
one, Although no basehe data were available on what each of these individuals accomplished 
while at the NCC or what their current job contributions were, it can be said with co~idence that 
their presence in the positions they now hold showed promise of impact not only in the public 
education sector but in the private and parastatid sectors as well. 



CONCLUSIONS 

1. Factors Related Po the Training Prwess 

Compo~~.eats of mining program &z*i affected the results of tral;ling dicitsx! the foUowing 
for in?proveci aaining impact, 

a. Orientation. As a single factor in the aai,?Zng prwess, &c orie~tation programs did not in 
axxi of &emelves affect the impact of aaining. However, w i e  the context of the whole 
m g  process, the orientation progmm did set the stage for rhe participants' introduction to; 
the universities aad helped them to adjust. Of most importance were the availability of 
informatim about university procedures, survivai issues (banking, imwmce, health care, etc.), 
social and cultmil awareness, and participation of Swazi remezs in pre-departure orientation, 
Orientation programs should be an integral part of training; however, the quantity and type of 
(Swazi or U.S.-based) orientation program should be coordinated by the contractor to minimize 
repetition and maxim-.- :-., i n f d o n  dissemination. The most effective scenario described by 
respondents was a short O ~ ~ I ~ M Q O ~  in Swaziland (1-2 days) and a longer (I week) orientation 
in the U.S. 

b- P r e - d e p m e  advisories. Pre-departure advisories, specifjhg the quantity and type of 
&.,urnentation both persona3 and institutional which participants should bring, w m  si@cant, 
Stz;h advisories mlmml-rpA 

. .  . the t h e  and expense of having S o d o n  sent fram Swaziland once 
patkipants had reached their training sites in the U.S. Having Swazi in6~;mation on hand aIso 
encm-.aged research projects directly related to t le type of indtution or job position in 
Swazdaad and the region. Tbe comctor =d returnees should, before the trainee's dep- 
c o q l k  a list of needed  on and dmumentation to faditate research (e.g. pre-depmum 
th~,sis research orientation). 

c. Academic Advising. Academic advisors in the U.S. shodd have knowledge of and exmence 
wi& the project to which the trainee will renrm. He or she should be sent information about the 
ongoing project or should at least be familk with Southern Mcm student affairs. Random 
selection of adv3vm may m h h k e  the number of relevant courses and experiences which render 
training practical. Criteria for advisors should accompany orher university criteria for program 
sekCti0~1, 

d. E&Yu-curricdur ach'vities. Participants should seek extra-curricular activities that offer 
practical, hands-on experience to complement their coursework or see prograrns that offer comes 
or activities that are practical and offer hands-on experience to enhance skills knowledge. 
Such decisions for practical experience as part of the training process s h o d  be explicitly called 
for and coordiwed with university departmeas prior u, program selection. 

e. Ejiperkme-bmed cuwsework. Programs should be selected that encourage students to 
integrate their experiences and background with their coursework in order to heip students stay 
in much with the context of their community and jobs. In some cases, training programs were 
regarded as completely irrelevant due to the oversight of Swazi-specific applications. 



fl Traa'hg-baed job experierct'e. Projects or theses directly related to job situations should be 
required to make trainkg time dso productive work time. By bringing back comiry-specific 
projects that can be b ~ p t e d  into existing instit'diioaal Erameworks, employers and colleagues 
cm iumdiamly benefit from rngii~ie outputs of training thereby maximizing knowledge 
dissexniaati.on. 

g. Exp :erne as a selecrion crizeria Criteria for selecting an adult education program for 
w a g  should be based on rfie student profile. Swazi participants from the education sector 
tended to have rnariy years of experience in the field, often with little academic mining. 
Programs selected for pmicipants in t h i s  category would easily facilitate access to higher 
education especially for dckr participants (e.g., headteachen) who may have more significant 
experience but fewer foranal academic qualifications than their subordinates. 

h. Contact with the employer dun'ng training. In order to help students stay in much with heir 
country and their institution of emp10yment, the conuat'tor or institution should be responsible 
for pmvidhg complete newspagers (not just clippings) on a ~gulzr  basis. I .  addition, a formal 
mechanism should be in place (e-g., the instirution's HRD department contact person) to provide 
updares on a regular basis of the instirution's progress and changes. The participants' 
organization should be requkd to provide such information as it could k d y  help the employer 
and the participant make traixling more relevant and effective by allowing the participant to make 
come and or  search se1ection based on institution& need and specific wxk plans. 

i. Geographic distance fram family. No pattern could be found in the problem of participant 
distance from f d y ,  although single pankipants were much more likely to have no or fewer 
problem than mmied participants, especially those with children. Moving childten to relatives' 
homes or relatives moving into participants' homes were problematic changes for families to 
negotiate, especiaiiy when extremely shm notice of departure was given. It is recommended that 
the btemiewing process for participant selection include questions regarding participants' p h  
to ens- the smoorh transition and maintenance of f-y well-being, but it should be 
emphasized that this should not be a factor in the miteria for se1ection 

2. Contextual Factors and thdr Effect on Training Impact 

The following contexmal factors aBectd NCC's ability to use trained personnel fully and 
effectively. 

a. P r o m h n  scheme. Lack of a promotion scheme can be dimdy linked to the high rate of 
mined staff leaven. In order to secure institutional development (an explicit project objective), 
promotiond schemes must be developed in an institutional manpower development training plan 
prior to the participation of the instimtion or individual in the training program. Due to the many 
positions in education (school headmasters, NCC, teacher trainingp Ministry, in-service) trained 
educators have a rather large pool for pssibb employment. Educators m y  have a wide spectrum 
of and thus m y  rriove either laterally or vertically within other Ministries. This may 
provide maximum mobiliq for the hd. i~bd but minimal guarariZee of project impact when job . 

placement at targeted educational insdmtions is designed. 



b. Accountabilzty. Educators tend to have secure jobs with fittle accountability. It is not 
unwman for a manager to decide that retirement is the best means sf removing unproductive 
persons. High performance resulting from training is not reinfaced by job p e r f m c e  reviews. 

c. F i m i a f  incemvar. Training does not necessarily lead to increases in pay and few tangible 
incentives exist to reinforce pmper recognition of training. 

d. Transfeet of highly skiNed returnees ro other sectors. Although doctoral degrees are mostly 
awarded to individuals iz the education sector, the value of promoting PhD degree programs h 
questionable when many factors encourage the movement of mined individuals out of education 
and into other sectors, 

e. Skaflmotivution. NCC staff members cite there own motivation and dedication to education 
as reasons for why NCC makes a positive contribution to training. Motivation is enhanced by 
training. 

JMPACT OF NCC TRAINING ON DEVELOPMENT 

Ddng  the past two decades, Swaziland has emphasized the education of its people. Investments 
in &cation appear to be gearing results. In 1976 S wazifand reported a literacy rate : :: 55.2%; 
in 1986 the rate reached 64%. Between 1977 and 1990 the number of primary schools increased 
from 436 to 508 while 50 secondary schools were built bringing the total from 70 to 128, 
During the same period primary school enrollments inmas& by 41,000 to 140,000 pupils md ' 

secondary enrollments nearly doubled The progress is impressive and, while measurement has 
been minimai, it is apparent that the significant amounts sf donor assistance in education have , 

led to benefits for people, (Source: African Development Bar& 1988 and UNICEF, 1990.) ' 

National educational aims beyond impraving litemcy are not explicitly (or even impEcit2y) smted 
in Swaziland's planning docmts .  Therefore, NCC p e r f m c e  cannot be W e d  to national 
development plans in any comprehensive way. Rather, NCC's contributions to educational 
improvements can be identified nation* throughout Swaziland atthough national pIms do not , 

explicitly address NCC goals. 

NCC's staff is dedicated to improving the quality of education by producing maberids which are 
accessible and appropriate to the Swazi com~unity. The staff is clearIy convinced that they 
contribute to the development of education in Swaziland, md this was confhmd by evaluation . 

reports on the project as well. 

Since the completion of the PCD project, NCC is producing books for the primary level and to 
a limited extent for the secondary level. Subject panels assist with the initial conception and 

' 

design of the material. Teachers' guides md additional teacher mining to assist instructors to use 
the mamial effectively have also been produced Evaluation of student achieven$nr and 
cuxricdp~ quality is ongoing and is currently being up-graded by the introduction of ttae 
C O ~ M U ~  Assessment Unit, a recent USAlD education project intervention EiPMT. Since the 
completion of the PCD project, there has been little or no technical assistance at the central 
management unit except for the one advisor working with the continual assessment unit. 
Productivity has remained high and the dispersal of mataids in SiSwati, the Swazis' home 



language, is significant. SiSwati is now rhe language of instruction at the lower primary pdes. 
From the middle primary level on, English is the language sf instruction. 

The impact that training has had on individuals at the NCC h the devebpmem of educational; 
maxerials aad their accessibility to Swaziland schools is significant. Designed md initiated by 
USAD sponsorship, a direct link can be made between the institution's longevity and. 
productivity arid the training which employees have received, 

Since no basehe data for xriaterids production, quality and accessibility could be produd by' 
the institution or USAID documentation, eve3 if clientele behavior seemed change4 marked1 
improvement could only be suggested ratkx than documented On the national level, it can oLiy: 
be said that trained individu& at NCC constitute a p~e-condition for NCC's impact on ecEuc&tion' 
in tbe comtry. 

In order to measure impact to Betenrrine improvemmt in lives of particular popdations, two: 
actions must occur: documentation of measurable national indicators for that project must be part: 
of the training design and components of the training program must be explicitly tailored to focus 
on the targeted population's educationd needs. In the case of rhz NCC, no impact indicators were i 
specified at rhe outset of mining, fa example: 

9 No individual basebe data were recorde 

rn No database was established to tabulate that in fodon;  

No minee tracking system was in place to register pre-, during and 
post- individual behavior; 

No institutional tracking system was in place to measure changes in goods 
or senrices rendered: 

No clientele baseline data were gathered; and 

• No national baseline data were gathered 

As a resulk although it can safely be said that training has bad a significant impact otn the, 
indivi- and themby the productivity of the institution 6.e. more Swazi-appropriate materir&i 
axe available to schools), a causal relatiomhip between miming and whether cMdrt:n are better' 
able to be productivt citizens as a result of improved ed.ucatiun (in this case materials and their; 
dk~bution) camot be made. Although more bmks are reaching children, how effwtive; those: 
b k s  are to those children is &O'HQ. Contributions of NCC leaven to inzpaet of nther: 
instimtions' pmducdvity were also not evaluated. The Center continues to Ziuxction, but whether: 
it is functioning effectively or to its maximum capability and therefore better able to serve the. 
Ministry of Education is not W i g  measured. 



CHAPTER II 
'FME SWAZILAND INSTITUTE OF WEALTH SCIENCES 

USAlD has been ~roviding technical assistance and training opportunities in the health sector of 
Swaziland since 1977. Some of the major training and technical assistance interventions in this 
sector -have included the Health Manpower Training Project, the Swaziland Rural Wa%r Borne 
IXsese Control Project, the Sw:lzilatsd Health Planning and P~hagement Project, the Swaziland 
Primary Health Care Project, and most recently, the Family Health Services Project. One of 
USAID'S first intementions in the health sector was the Swdand Health Manpower Training 
Project. 

The Swaziland Health Manpower Training Project was a five-year project designed in 1977 at 
a cost of US$7,000,000. USAIR'S contribution represented 55 percent of the total cost or 
US$4,816,908; other donors contributed 24 percent; and the Government of Swaziland (GOS) 
financed the remaining 21 percent. The project was designed to institutionalize a permanent 
Swaziland health training institution and train nurses and other auxiliary health persoanel. The 
goal was also to assist in the deve1oprnent of necessary planning and administrative capabilities 
to expand the delivcry of preventive and curative health services to the population of Swaziland, 
especially in the flvd areas. 

The Health ~Mmpower Training Project had three stated gods: institution-building; 
implementation of management systems; and training counterparts. Technical assistance was 
provided by a contractor, Medicai Service Consultants, Inc. (MSCI). Technicians from MSCI 
wmkd with Ministry of Health personnel to modify the established programs of training in all 
categories of non-physician health personnel. The Swaziland hstiru~ of Health Sciences (SIHS) 
received assismace from other i.nte&od donors including the British Council and the Wodd 

' 

N e d ~ i  Organization (WHO). The Government of Swaziland also provided funding for mining 
of STWS staff. 

SMS, an autonomous public education institution operated by the Ninistry of Hem, was 
conswcted and financed by USAD as an institution where state-registered nurses, nurse 
midwives, nurse practitioners, heal& inspectors, dental technicians, and other paramedical 
personnel wodd be educated* and where i n - s e ~ c e  education wodd be offered for those 
individuals already working in the field of health. At its opening in 1979, twenty new Swazi 
nurses were expected to be trained annually to deliver promotive health care and provide , 

preventive and curative hedh s e ~ c e s  thoughout the country. 

At the quest  of the Government of Swaziland, USAID contribrltions also provided for technical 
assistance including: a) two nme-t;utors who specialized in curriculum design, instruction, 
administration and staff mining; b) one heal& planner two health s e ~ c e s  aBministrators to 
strengthen the capacity of the Ministry of Health to plan and. administer its health s e ~ c e s  
program; c) short-term advisory services in the mas of health statistics, c h c u l u m  design, and 
program evaluation; and d) long- and short-term training of Swazi counterparts. Short- and long- 



term training for the Institute also has been provided by the Swaziland Management Development 
Roject (SWAMDP), and Swaziland Training and Institutional Development Project (STRIDE). 

The project expanded rural health services by strengthening the Miniscry of Health's (MOW 
planning capabilities and by training health manpower at SMS. Over the life of the project seven 
nurse-educators were trained in the United States. They a l l  returned to SEE as senior lecturers, 
faculty members or ~ s t r a t i v e  smE. Five of the seven received bachelor's degrees in 
nursing, one received a master's degree in public health (matema! and child health), and one 
person received a master's degree in nursing (family nurse practitioner). The current principal 
of the Institute is one of the U.S.-trained nurse educam. 

Tfaining fm health practitioners and other paramedicals resulted in the first graduation at S M S  
in September 1983. A total of 118 paramedicals completed their course work. Sixty were 
registered nurses who completed either the familiy nurse practitioners or the community mental 
health course. An additional thirty-four state-registered nurses graduated. Eighteen graduates 
completed the health inspector's course while six were mined as dental hygienists. The number 
of trained nurses in the first graduating class far exceeded the expected output of twenty. 

fn 1990 and 1991, the Institute's graduamg classes were 86 and 68 respectively. Typically, 
graduates of SMS are employed by the GOS/MQH and private or norgovernmental organizations 
such as the F d y  Life Association of Swaziland (FLAS)  or the Red Cross. The current student 
enrollment of 225 at SlMS is for courses which run two to thee years. Students are trained by 
the SIHS professional teaching staff of thirty-one persons. Practical learning experiences are 
&signed to synchronize with, reinforce, and auwent classmom lectures. The Iristitute is a multi- 
disciplinary training institution that has increased its basic programs fiom fm in 1979, to the 
existing seven. Basic program of SMS include: 

Basic nursing; 
Community health nursing: 
Community mental health nursing; 
Dental hygiene; 

w F d y  nurse practitioners; 
Midwifery; and 

a Public health inspectorate. 

All programs are two to three years in duration, and are designed to train expexts in their 
respective fields to increase the number of mined health specialists. The Institute is committed 
to the Wm1d Health Organizations' goal of "Hedth for All" by the year 2000. The Minis?zy of 
Health's god is to i m p v e  the health status of the Swazi people by providing preventive, 
promotive, rehabilitative, and curative health se:~ces which are relevant and accessible to all. 
Therefore, the establishment of a comprehensive primary health care system in Swadand places 
highest priority on the provision of health education which SMS is mandated to provide. 

SMS is not a health s e i c e  delivery agency, i.e. a hospital or a department of a bospimL It 
fiaises with approved service delivery agencies such as hospirals, health centers, clinics, and 
laboratories to provide relevant, struckPed, practical learning experiences which are planned and 
supe~sed  by the Institute's teaching staff in collaboration with various agencies and community 



groups including the Family Life Association of Swazilvld ( H A S ) ,  the Salvation Amy, the Red 
Cross, Good Shepherd Mission Hospital, the Usutu Pulp Company, the Swazi Meat Corporation9 
refugee camps ana pen-urban and rural community groups. 

THE SUBJECTS OF TEE STUDY 

Inter ;ews were conducted with five of the cunent six-member teach;-g staff who have received 
or are receiving USAD long-term academic degrees in the J.S. or h douthem Afiica m& the 
SWAMDIP c STRIDE projects; &e current principal of the Institute, who received USAID- 
sponsored training for both a bachelor's d e p  in nursing and a master's degree in nursing 
education; and one lecnuer whc was in Swmikmd at the time of the study conducting research 
for her Phf). 

One participant had received a bachelor's degree in nursing from the University of Botswana. Ail 
others had received master's degrees with areas of speciakarion such as nursing &&&on, 
microbiology, and pafasitology. Participants had beer, employed with the SIES for time period - 
ranging from two ,,,lens to ten years. Two of the six p o n s  interviewed had been working 
at the Institute at the time of their mining. The others had been employed by either xhe Ministry 
of Education or the Ministry 3f Health and later joined the SMS staff. 

Fo- wing are the fmdings and conclusions clrawn h m  the in. rviews md iium the fwtts gmt~p 
m e h g  with the Swadand Institute of health rcience~. 

Tbe study ream examined t th the factor related to tminkg a 13 the contextud factors that 
contributed to the ability of tli; SMS to have an impact decIopfrlent in Swaziland The types, 
of effects are discussed below according to different cdtegories which werrelicited by the 
interview process. 

1, Fact( Relate@ to the Training Process 

The quality and eff'tiveness of the training program affst  the achievement of the participant 
and his or her ability to make a contributitnn tc deveiopment in the health sector* TzWng 
hchdes both pre-training prepr .tion, the conduct of the naining program its~if aid yas?-rrabbg 
job placement and perfomce. Several fmdings arc pertinbat to thc cffecriveah~ of training, 
for the SEB. 

a. Pam'cipation in selection of tr,*irti~t:. Partitipats b e c ~ i e  awazz of the tr&I.!g oppsniities 
through either newspaper adv&rnent- or employer;: I-:&viduu were involved 51 Cie seiecrion 
of the program or institution where they received tr, 'ning. C~q~eration betweek USAlD project 
~taff =tnd the c ~ n ~ ~ t o r  in selecting programs and instimtioae -vas nigh:) praise; anti ick~h4ed 
as the most essential and effectiv~ pre-departure aciivity. 

b. Accommodation to f m i l y  c ~ n c e m .  kt some cases, tfiird, country training was preferred For 
exampb, the Universit; of Rotswana was selected for individuals who needed to remain close 
to fm;'ty. 



c. Iru'uficient kcid tim, In most cases, the three month pre-depamrr~: notice of acceptance far 
bng-em programs was viewed as ksacient  time for employees to prepare for their absences 
from both work and from their f&es. 

d. Limized usefulness of orientarion. Pre-departure orientation programs were held but were 
rated as ineffwtive because: a) a three-day orientation perid necessitated a long absence h m  
work; b) there was a lack of information provided about the U.S. system of education; and, c) 
the orientation was held three months prior to departure, which meant that must information was 
either quickly fixgotten or seemed irrelevant at the time of the session. 

e. lmponance qf individual career planning. Career plans were developed either at the 
inuividual's own initiative or with the employers' assistance. These plans were helpful in 
ide~tifling the role that the participant would play within h e  orgdt ion  upon return fkm 

Mviduzl plans were also helpfid in obtaining support for the mainkg Erom employen. 

f. I ~ o m e  of ~ r g ~ z a t i o n d  pkzdtzg for training. Upon the comp1etion of aa orgmizaional 
needs assessment c o n d d  by b e  Xnstinite and its Educators C o d n e e ,  a training plan was 
developed to increase the number of trained teaching staff in the program in which SMS 
s w  The .training pIans were used to select staff to participak in degree mhing 
DTOgmmS. 

g. Restricti~e age-limit policy. Tbe government's age restriction of 45 years placed upon 
trainees receiving long-term &gee training has been a major drawback because: a) often the 
in&- requiring mining have M y  reached the age h i d  and are unable to parridpate; 
or b) the institution has to expedite traiaing oljportmities for individuals approaching the age 
h i f  The majority of SMS staff are beween the ages of 35-50. Half of th~se panicipanrs 
imie~ewed had already reached the age limit at the rime of their training. 

h. Limited c o m t  with employem dwing training* When partidpants were in contact with 
&&ex their employers or the Ministry of Health, it was done on an id& basis inhiatd by 
participants, and o c c m  most often when trainees needed to request documents for research 
purpases. 

i. Limited support for Swaziland-bared research and other projects. Research d m n r s  
requested by partieipmts were nut always forwarded in a h e y  manner, thus preventing 
participants from conducting resemb projects directly related to Swaziland, 

No department head or other colleague at SMS or elsewhere was assigned to assist participants 
with research needs, h£"r&nation about changes within the organization, or guidance fa 
iLstitution-specific research oppo&ties, presenting a serious obstacle to relevant academic 
training, especially for master" &degree candidates writing theses. Doctoral candictates were 
permitted to return to Swaziland to conduct research, but Master's degree candidates were not, 
not even for geographical or country-specific research on areas such as, inter alia, tropical 
diseases. 

Participants received newsclippings about Swaziland in a newsletter distributed by the con-r. 



j. Advantages of regwnul training. There were four major benefits to regiod training: a) 
Participants could meet wi& SMS, the contractor and USAID to ptovide relatively kq-uent 
f d a c k  about the mining p g a m  For others who were not regionally based, there was a lack 
of dimx contact wiuh the employer. b) Research was easily condu- and documentation was 
easily obtained. c) Family m m  could more easily be managed. d) Regional 1-g was maae 
applicable to the job m d  Swazi I?&, and e)  paxiidpanrs codd spend vacation rime at home, 

k. Abvaruages of i n - c o r n  tfaining. When desired courses were available Imdy, they were 
p & e d  by participants and SMS because infmmtion was directly and in~mdiately applicable 
to SWS, and also for mmns ataibuted to regional mining advantages, as listed above, 

l. Restricriom on spouse m e L  The long-term mining program only allowed spouses to join 
participants in training after the minee had met the folIowi~g qukernents: a) been in the 
program for at least six montk ,  b) mainmined above average grades; c) provided the xmndxrip 
aidaxe; and, d) showed evide~ice of ~~ ability to mainrain and support the spouse and 
f d y ,  including food and medid krrance without using the maintenance dIowance pvided 
and withour working. Since many aafnees' academic pexfommces are improved when they have 
the benefit of their spouses' presence, these restrictions were cun&~d an undue hadsbip, 

m. Imporrculce cf ucudemic advising. Academic advisors provided guidance and direction;, 
however, &use &visors who were eirher fmdkr wiih the developing world or who had amally 
traveled or worked in the developing worid were fat more effective than advisors lacking this 
backpmd. All but one respondent established long-term relationships with advisors which are 
sa lnaintaind 

n. I n z p o n ~ e  of extra-curriculur invokiiement. Extra-amicUtar activities provided an 
oppmtmi@ to meet new people, sociabe, and share ideas and inf-OK All participants 
joined either the &an Smdents' Assockition or the hernational. Student Association and 
professional assocMom in theit fields of study. Memberships a f f o ~ c k i  participants oppmmities 
to travel to dSmnt parts of the country in order to attend professional conferences and meetings 
specifically related to heir fieids of study. 

0. Codutions by SIHS to training. Airhe  tickets and salaries for the fitst year of mining 
we= paid for by employers. 

2. Contextmi Factors Related to Training impact 

Once training is completed, the ability of the &ee to use his or her training is affected by a 
variety of exogenous factors- The contextual factors affecting SMS are discussed below. 

a. Job placement variability. After completing their pirrgrams, participants either a) returned 
to positions within uheir empioying organizations that had h n  identified prior to W g ,  b) 
were reassigned to an entirely different position; or c) had no placement at all. One participant 
was mansferred to rhe hmimte where new skills could be utilized to teach paramedical students 
and one participant was hired by an international donor agency a d  placed at the Tnstimte. 



6. Essedd name of raining for advcuu:ernent. In each instance where the &ee acquired a 
new position, training and rhe newly acquired skills were essential to obtaining the job. 

c. Oppom*ty  to conaibure m SIHS. The most important contri'uutions made by returned 
participants to S W  were a) increased cmicdar capacity which resulted from adding new 
courses to the program; b) improved capacity to make teaching content relevant to Swdand; 
and, c) increased confidence: in aacfiing and in professiuna.2 capacity of the Institute. 

d. s'Swaziizatiun" of managernem. Four management positions previously held by expatrims 
w m  iikd by r e m e e s  with promotion, salary aod increases attached 

e. Mdzipkr  egecrs. All ?rained staff offered on-the-job skills mining and conducted seminars 
and workshops for their colleagues. 

f. Desirability of jab qer ience  priur ti US. ~aining.  U.S. training was mare desirable after 
participants had had a variety of professional experiences prior to depmhue. 

g. Absence of follow-up. No follow-up was offered upon renm by either the USAlD conmcm 
or the ernpbyer* 

h. Disruptive m e  of secondments. Some remees wcze seconded to the Ministry of Neal& 
which lessened the impact on the S W .  

i. Limited minisny support for efective use of truimd personnel. Some SMS positions were 
not appmved by the MOH, leaving some returnees unemployed after they had successfully 
completed a degree come. 

j, Limi~ed pay incentives for training. R e m e e s  ~eceived public sector salaries arid world 
wiMn a promotion grading system which was not based on advanced degrees or mining- 

CONCLUSIONS 

Based on the findings presented above, the study team drew the following conclusions regding 
the abiity of mining and related contextual factors to have an impact on development 

1. Factors Related to the Tiaining Pmcess 

Components of mining program engaged in by the SMS which aEected the results of tmhing 
included; 

n. Orie~ation. A short orientation &at includes detailed specifics of how U.S. universities 
opeme, and Mturional and program-smc information should take place immediately prim 
to d e p m .  



6- Age limizmion. The 45 year old age resaicfion should be reviewed by USAD and GOS 
officials when institutions have an age mean which ~,stEicrs training. Short-term and other 
alternatives should be explored. 

c. Secure job placements. The MOH should be held accountable for securing job positions an$ 
maintabhg those positions until the targeted individuals have returned 

d. Priot job planning. Participants and management should have clear agreement, about the role 
the participant is expected ro play upon  turn fhm training. Management and participmts a- 
that training Plas the greatest impact when career phmhg ukes place. 

e. Selection c r & e ~ .  SeIeccion cri- shouZd favor participanrs witb prim work experience. 

Mizhzetmme of professional linkages. EmpIoying institutions should pay fot staff membership .I ' 

fees to professional orgarhfions so that they may maintain relationships and ensure the 
conhued knowiedge disseminaion process once m i n e s  have remed. Such m e r n ~ p s  could 
also afford oppomni&s for future participation of the institution in inremation& conferences and 
book or research publications d a w d  to S M S  concerns. Participants should also establish their 
own institutiomd linkages to formulate continuing relationships with other grofessimal 
instiwtiom. 

8. Supportfrom employer dwing training. An individual advisor or mentor at the employing 
imi~rion should be accountable fm ensuring candidates'acocss to documents and for pviding 
institutional support for nsemh. A formal stmcanc for cornmunidg with the employing 
institution during mining should be mandated. 

h. Regional und in-cowmy placements- Participants with family obligaiom should pursue 
regional or in-counny mining if and when possible. 

2. Contextual Fadors and their Effect on Trt.aiaing Impact 

The following contextual factors affected SIHS's ability to effectively maximize use of mined 
pemnnel, 

a. Follow-on training. A follow-up session inc1uding re-entry orientation for remi;es should 
be smmmd by the USAID c o n m r  and the employing institution, Follow-on mining wo& 
contribute to more effective appli@ation of skills and expertise. 

b, Placement and promotion s c k .  A placement and promotion scheme shuulct be c I d y  
defined m avoid returnee unemployment, jab dissatisfacdon, and secondmeat for jobs which do 
not utilize newly acquired skills. 

c Minisay suppon. The MOH, not fully on board with SMS's training p h s  and plans for 
developmeat, failed to approve Institute s-g plans, thus untiemining rhe o r g ~ o n ' s  
potential to derive benefits from training Znstihltional support at higher levels is critical to 
effectiveness of organizations that are part of the institutional arrangement. 



IMPACT OF SXHS T-G ON DEVELOPMENT 

Health and population prugans have k e n  important to Swaziland's development for decades, 
It is for this reason that USAID has made sizeable tunnibutions to health and to the mining of 
health personnel. Evidence indicates that gains have clearly been made in public health s t a m .  
Average We expectancy has risen steadily since the 1970s and is now 52 years for men and 
women. 

It is not surprising that members of the S M S  believe that they have contributed toward 
improving conditions in the health sector. They have demonstmixi a commirment to the 
w m o n  and to its purposes. All or" rhe participants who were trained axe currently wodcing 

I as 1- at the Insutute and are involved in various c o d a #  work with students which 
ranges k m  academic and technical to social and disciplinary. One participant at SIHS returned 
to the htimre upon completion of mining, was promoted and transferred to the Mlinisny of 
W t h  as a Training Officer, then re:* h m  MOH and returned to the Institute as a leb-aaer 
hired by WHO. Teaching and organizational cofnmirment do not constitute impact, altho'clgh they 
are clearly effects and may or may not be considered preconditions for development impacx 

Two orher mme observable effete of training have connibuted to SMS's performance in 
ileyeiopment First, mined permme1 have been able to train paramedics and have inaeased the 
number of pammsdics available for eaergency medical response. Paramedics have saved 
people's lives. Second, trained personnel have designed and hip1emn& cmriculum in m a s  
not previously included in the Mtllte's course offering, including coxmudcable diseases and 
parasitology. 'Knowledge and practice in borh of these fields is essential, to improved public 
bed* These conributiom of ~IX~PXI personnel thxr>ugh S M  constitute impact pre-conditions, 

Additiady, mining of Swazis has directly led to a decrease in the number of expatriate 
lectatzers, especially in the biology an8 microbiofugy departments in Swaziland. Returnees 
conduct worksbops and seminars on numerous topics such as: community mental health; 
A I D S m  awareness: and corn-le and ?ropica2 diseases. They provide in-service kahhg 
ts community nurses and mental health workers. Qne participant recum4 from regional trsrining 
to publish work now u t i l i d  in the Minimy of Health. Returnees also help mansge the school 
and assist md counsel students. In summary, academic degree training has strengthened the 
institutional. capabilities of the Swazilaad Institute of Hedrh Sciences in the following ways: 

Trainees have filled positions previously held by expatriates; 

The Instimte has established new departments and curricula; 

I The S M S  now has the capability to design, develop, and revise curriclrlrrpnI 

w Swaziland's first parasiw1ogist is a b m r  and cuzriculum designer at the 
m m t e ;  

SlHS's biu~gyImi.mbiology department (including all research initiatives) is now 
headed by a Swazi; 
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Each deparmzent now has a research UGC 

In-service training is conducted by stay ~ 2 r ~ , - -  A ~ . . s x ~  k~c i  

The Institute conducts its own institutional aru s*& avpmisa?s. 

Some of these capabilities can be linked to impact preconditions. D ~ ~ s ~ i ~ n s  are cmently 
taking place between the SMS administration, the Minisw of Heal&7 WA. and donor 
agencies to make the Institute a part of the national university by cxea~kg a B p m e n t  of Mealth 
Sciences within UMSWA. Further expansion of the SIHS facility i s  pi:. e d  10 enable the 
acceptance of mgre students into its programs, The current e m b e n t  ax S17'3S !s OWEX 200. The 
institutional development of the SMS (trainkg king only one vzrhb4.e). ;rn sipificantly 
benefitted the sector. Quantifying the impact would involve field data of SEIV gr.&at~s' impact 
on the changes of behavior in clients and relating this to overall national chz;-3cs in i waziland's 
health conditions. There was no sysrern in place for this study to retrieve ani; aalyii s lch data. 

The SIWS has been f d y  operational for 14 years. It continues to train s t a E  ~ $ 3  that it a;: 
produce Swaziland's pzimmdical and nursing professionals. In order to &&mine staff mining 
needs as well as institutional develupment needs, the Institute should continue to develop, re:Tne, 
and uike its mining plans. There are currently two expatriate staff members z '. j%e ~~. Ht 
is envisaged that current Swazi staff members wil l  be able to replace these remahbg expaniaces, 
thus seaming indigenous management of S E E  and improved insaimtion building. 

1 A system is emerging in Swaziland that may help improve the capacity to trace rrahizg md - 
ultimate development impacts. b n d y ,  participants' contributions to the organi2~d~xl are 
measured by the Government's perfbmauce appraisal process. The Institute is in the process of 
developing its own internal appraisal process because the C;OS process is not always ap-.picable.. 
For example, those participants employed by W Q  are accountable to ~epresentatiyts of &t 
organization and are required to submit bi-annual progress reports. Bo~JI participaat~ wd the 
Institute's management are in agreement that an appraisal process nee& to be develop::< and 
u t i lkd  to measure individual and institutional progress and impact. Staff aaining needs are 
regularly discussed in bi-weekly staff meetings, Because SMS is a government institution withk 
the Ministry of Hdth, the finaf. decision about who will receive training, where they will receiv~ 

I training, and when they can be released for mining, is made by the Ministry. 



C m m R  m 
MALKERNS RESEARCH STATION 

OVERVIEW 

In 1959, Swaziland's Ministry of Agriculture and Cooperatives (MOAC) initiated an agricufd 
r e m h  division, establishing a tend station at Malkems and substations at Big Ben and 
hThylangano. W10ely varying t o p a p h i d  zones within the country necessitaaxi rhe dispersion 
of research sites, and research plots wehe also located at Luve, V u w h e  and Mangcongco. An 
additional plot was added at N e b n  iq 1969. 

S i n a  its inception, the Agricultmd Research Division has bee m g  both me University of 
S w a z h d  (WMSWA) and h e  Ministry of A ~ ~ t e  and Coo@ves; in 1977, the Reseafch 
Division became a department of MOAC. The Research Division is orgartized hm sections 
responsible fsr: commodities; ~~; agronomy; graixl legumes agronomy; horticulture; veld 
and pasime management; animal nutrition; socio-economics; soil fe~rty  and crop nuaitioq m p  
pn,tm.ictq biomeny; and ispigation. The maadate of the Research Division is to carry out 
research ehat is responsive to the country's n d s  fa increasing and sustaining productivity of 
crops and fivestock produced by Swzlzi Nation Land fanners: md for effectively mnaging the 
natural resource base and providing  on and advice to policy-makers, extension warkers 
arid farmers. 

The major objective of the division's mearch is to solve Swazi fanning problems &at, stand in 
the way of development of increased food production on Swazi Nation Lmd. These problems 
.can be technical, SOCioIogical or economic in nature. The Malkerns R m h  Station (MRS), the 
central facility of the Agriculture Rexarcb Division, was original@ designed to service private 
fanners who mically owned extensive farm ha- The en& research staff was exp-. ,Most 
of the station's fkcbgs were ut%zed by the large scale farmers on the Tide Deed Lands, A few 
progressive farmers on Swazi Nation Land adopted innovations but the majority did not. 

In 1982, the S w a z k d  Government, together with USAID, initiated the Cropping Systems 
Research and Extension T&g Wject. The objectives of this project were to increase the 
capacity of the MOAC research and ex~nsion program to develop and extend effective cmpping 
systems recomnWom relevant to the needs of the Swazi Nation Land farmers. The total 
USAPB conmbudon was US$12,496,29, The project had purposes. They were to: 

a Carry out on-fm research with a farming systems perspective; 

Develop research r e ~ ~ m m e n d a h n s  and transmit them effectively 
to front-he extension workers and farmers: and 

. , 

Beaex equip the Agricdimd Morrnation Section in crder to more 
effectively urnslate and transmit research findings and improved 



techno'Iogies though the exxension system to Swazi Nation Land 
farmers, 

The GOS 1restn;ic~md the Station so that researchers were Swazi (although mbimdly trained) 
aid the research awl findings were aimed at the small individual farmer. The project pvided 
the Research Station w t h  nine U.S. technical assistants who were matched with Swazi 
counteqms. The Swazi counterparts, 16 in tomi all went to the U.S. for fonmaf degree mining 
while h e  American staff remained in Swaziland and began to equip the Station, purchase 
vehicles and lay out plans for small farmer f d  production research and -gg The research 
was based c~n a ahorougir analysis of the complex set of problems facing the s d - s c a I e ,  and 
&ted resource farmers on Swazi Nation Land 

It was not until the Cropping System Project began that shortages of trained persomeI and 
research needs were identified From 1987 to 1990, the extension worker training component 
of the pmject redesigned "?rain and visit" extension procedures that until than point had not been 
successful at reaching individual farmers and that had caused locat social problems dm to 
d i s h t i o n  prchxdures. The new system made aU extension workers generalists rather than 
specialists hi red  to agricultural securrs in order to enhance their effectiveness in th& designated 
districts and mapped out a l l  the regions ts locate farmers and bring research findings &om h e  
Station d k d y  to them. AIl 139 extension workers in the country across the four geographic 
regions had a mtal of 219 hours of in-service mining. The majux goals of mining were to 
improve the W g e  between research and knowledge dissemination to farmers and to improve 
the methods by which that knowledge was aansmitbed. 

In 1989, the First Annual Confmnce fa Extension Workem was held. Four district extension 
p h  were developed and merged into a national development plan for ~ c d ~  extension. 
The majar difference in extension philosophy was that the pIan was developed with the input 
from the fannets and ths was a "trickle up" plan to the Ministry- The impmmce of these 
extension developments to b e  Research Station was that agr icu ld  research findings could be 
wed dinxxly and in a timely manner by small-scale farmers. 

THE SUBJECTS OF THE STUDY 

The M&zm Research Station is staffed by 16 research officers, 34 technicians, 3 farm 
managers and 1 a s i s m  farm manager- Nine professional staff members provided inf~marion 
for the study. There were 28 individuaIs who received long- or short-term overseas mining 
during the project which targeted the Research Station including MOAC h e a d q m  and 
extension officers, Extension workers participated in the in-counlry training program. 

MOT to the Cropping Systems hject, most of rhe partidpants art the Research Station were 
either kihatmy aechnicians or research recoden. Of the 16 research station participants, nine 
are stil l  on the job. Seven have left the unit but most have remained in the sector serving the 
W t r l y  in d3f"at capacities such as: the Minister of Agriculture, the Deputy to the Aindpal 
S m t a r y ,  the MOAC  on Officer, the MOAC Training Officer, and Agricultural 
Production Specialists (e.g. make, soil, etc). 



FoUowing are the findings and conclusions drawn from i n t e ~ e w s  and the focus groop meeting 
with the Malkerns Research Stati~n. 

The study team e-ed both b e  mining process and the effects of contextual v&les on the 
ability of the M R S  to have an impact on development. These are discussed below. 

1. Factors Related to the Training Pfocess 

Thc name and quality of the educational program affect tht achievement of the participant sad 
his or ha ability to make a conaibution to development in the ag icdtml  sector. The mining, 
as discussed here, includes both pre-mining prepamion and the conduct of the mining program 
itself. Several findings are pertinent to the effectiveness of mining for the MRS. 

a. Planning by MOAC for raining. The MOAC was involved in planning for training and in 
s e h c ~ g  participants. The technical assistants, MOAC officials and MOAC technicians identEed 
the areas of spechlhtion for long-term degree training. It was then agreed that the individual 
would go on training w& a technical assisrant would take his or her place at the Station Upon 

the participant would assume a position in the area of expertise. Sixteen positions were 
identified. Some participants were involved in selection of the training institutions although this 
practice was not cusmmary. 

b. V d d  efective of orientafions programs. Responses from participants with mgard to pre- : 
& p m m  orientations programs varied. The orientation sessions that were judged in a positive 
vein: a) presented an objective view of the U.S. and prepared participants for the diff'erent social . 
aspem @oth positive and negative) of life in the U.S.; b) did not send people to Botswana to . 
take rhe mEFL test: c) did not maadate an HIV/AIDS test; d) gave patidpants time to prepere ' 

for depamre and take r e q ~  e n m c e  rests; e )  included cornpaw mining; and f) established ' 

a positive group dynamic among participants. 

c. Prep&rarion of naining plans. Training plans were initiated for a l l  members of research and ' 

extelrsion 

d, Ins@cimq of career phmililg. Individual career plans md participant mobility-leaven 
' 

were not accomodated. 

e. I d q u a c y  of co='cation with the MRSMOAC. No formal comunications were set rrp , 

between the institution and the participants during their a?liaing Any contacts were ini&tedi and 
paid for by participants. 

f. i m p o m e  of 4cdmic  advising. Advisors with Swaziland-specific experience or project 
know1edge were extremely essential to participants in m a x h i h g  aaining experiences. I 

g. importance of Sw~zzilanci-based research projects during training and on the jc;S. Theses or 
research projects geared to S w a z h d  agricultural needs were the most beneficial and were used 
on the job upon return. 
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h. Personal and social cosrs of raining. Family separation made participants reluctant to leave 
since no support was given by the project or government for pregnancies, funerals, or child case. 
Participants' believed that the personal, financial, and social costs of training were high, 

i. Some irrelevance of mining. Participants believed that regional tmhhg might have been 
more appmpriate in cases when US. training programs used advanced techno10gic~ d e h s  not 
applicsble in Swaziland. Skills learned using such devices were deemed inappropriate to the 
Swazi context and were unusable. 

Contextual Factors Related to Training Impact 

Once the mining is completed, the ability of the trainee to apply the training is affected by a 
variety of exogenous factors. Those factors are discussed below as perceived by subject sf the 
study* 

a. I/nsupponive salary policies. Positions in the GOS were based on the salary grading system. 
Remed pardcipants were paid according to the grade of their position whether or not the grade 
was sensitive to academic qualifications. 

b. Suppom've and collaborative roles of research and extension. Tfie USIUD project and rehted 
training was &signed to req~1h-e collaboration between research and extension. Extension . 
workers believe they are better able to serve farmers in the field due to the coIlaborati011 with 
Iesearcw. 

c. Involvement of b e n e f i ~ i ~ e s .  As a result of barh aaining and technical assistance, d 
farmem have been involved in needs assessment and reseaach. Trainees report that social md 
economic b e e r s  to adaptation of innovations are now better understood and addressed mare , 

e f f ' v e l y  by extension workers. In short, the integrated &sign of the Cropping Systems h j q  
b f i g h g  mgerher research and extension, involving training and including on-the-job practical , 

experience is considered m be the most important factor stffecting the ability to use trai=ring to 
change small  farmer behavior. 

CONCLUSIONS 

Based on the findings presented above, ?he study team drew the following conclusions regarding 
the ability of training ad. related contextual factors to make an impact upon development. 

1. Factors Related to the Training Process 

As discussed pre-riously, several elements of the training programs undertaken by the MRS were ' 

identified as affecting the results of training. They include: 

a. Selection ,?f irzrtizzuiuns. Participants believed that some inappropriate placements led to ! 

lirnited usefulness of academic training, Pitl,rticipants and institutions benefit when the= is 
involvement in selection of training institutions. 



b. Orientation programs. Effective pre-departure orientadon program should include detailed 
information about family consaints (herds  in SwazSmd, pregnancies, daycare); objective U.S. 
social and c d m d  information; universiry procedures and; exp1anatics.a md expediency regzmkg 
a l l  p-deparaue testing. 

c. Applied research. In every case where Swazi-specific research was 3mdeden by trainees, 
the research was used at the MRS. Emphasis shouid be placed on Swazi-specific r~;searcIr. 
Cooxdimion and results of theses and research needs to (x:cur wish. a;l eye mwmd ~ E S  d u e  to 
the mining institution and the m S .  

d. Relevam n&ning. Training m r  u&e tech02ogies which arc available to mimes and their 
employing organizations. Emphasis shodd be placd m Iwd or regional training whiclLZ has 
technological capacities similar to Swazihnd. 

e. Comnicmi~rn during ttains*;rg, Relevance is critical to training effectiveness, A formal 
co-cation scheme should be set up by the project rn faditate the pa~cipm$'s involvement 
with the bstimtion w e  he tpf she is sW in training. This comueication should occur in 
addition to grades and semester nqmts 5Jed with the IMinisq. 

f. Academic advising. Advisors have the opportunity to join theory and practice. An advisor 
who has e i k  country- spe&c or regiofial knowledge of the concentration area should be 
assigned ro each participant. 

2. Contextual Factors and their Eflixt on Training Impact 

Several conoexrual factors a p p d  to affect MRS's ability to use r~airzed personnel f d y  d , 

effectively. Among these are: 

a- Sdmy policy, As with other public sector employees, MRS trainees found E& or no , 

incentive in the salary sysem and some moved to other job o p p d t i e s .  

b. Technology assesmnr. The use of techology in a field such as agricdtme is dt icd  and . 
le-g about tbe applications of appropriate technology d&g lmhhg is i L Experieact , 

of Swazi. returnees suggests that tecb030gy in the agricdm field should be assessed l@y 
prior ;G choosing mining program so that s l d s  acquired will be appropriate to the ~ & Q H &  

con?ext 

c. Documentation system. In Swaziamd., extension workers have dwmrtMon system i~ p b  
to allow fur detemination of impact from their work. Those systems could aell be exp 
to track various hdicatass for the long-tm and such a model could benefit other mhiszrks. The 
documentati~n system was important in identifying impact during this s ~ ~ d y .  

IMPACT OF M R S  TIPALNING ON DEVELOPMENT 

With the inti-pduction of hybrid varieties to f m s  on Swazi Nation Lm&, net y i d h  have 
conthua31y increased except during 1985. The GOSKSAID goal of haeasing fwd prOd1~ction 
has been met. Crop ma and crop prduction have impmved &matically between 1980 and 



1989. According to the Central Statistics Office, maize, sugar, cotton md oranges production 
are up and crop yields have risen atthough drought conditions in 1985 and 1988 caused 
downward fluctuations especially in rhe cotton industry. Policy makers now have direct access 
to recommendations of highly trained research officers. The recommendations are higly regarded 
by Ministry officials. Finally* there is an established W g e  between research, extension and 
adoptioa necessitating less dependency on information generated outside the country. 

The Makerns Research Station has benefitted h r n  training and other USAlD assistance and its 
impact has been s i p i f a n t  The Research Station continues to demonsuate the following 
improvements: 

* h a 1  farmers are now i~sirrg high yielding hybrids; 
Research is conducted with fanners on the& farms, thenfore recommendations arc based 
on voiced need and local participatory research; 
Farmer adoption of fertilizer utilization; 
Significant reduction in expatxiate sm 
Most aEcers have a minimum of a M.Sc. degree; 
Both Etle Deed Land fanners and Swazi Narional Land farmers can use information 
generated by the Research Station; 
A ~ E ~ v ~ u a t i ~ n  s y s ~ m  is now in place to measure the dissemination of information 
iumng fan.mm; 
The Station's credibility has now earned it a regional reputation; 

a The Station is now conducting its own conferences on research findings; 
s Resemh is now p-cduced hi ti professional and presentable fashion for national and 

international dissemination; 
* Participants are confident in their research methodoIogy and public presentation; 
e h d u d v i t y ,  as measured by increased rate of task ccmpletion, has improved at MRS; 

Officers are bener abb to delegate tasks; 
h u a l  conferences for extension workers are now a GOS/MOAC budget line item: . Researchers and extension workers hold research-extension workshops and meetings to 
ensure that the W g e  is susmined; 
A §-year extension and research training plan now exists at MOAC; 
Recommendations to rhe GOS for policy change are based on the use of research findings 
by local farmers and coUabosation between researchers, extensionists and farmers; 
Pmject lea- include the Minister of Agriculture., Deputy to the PrincipaI Secretary of 
Agicultuhe, the MOAC Information Officer of the MOAC, the MOAC Training Officer; 
i.e.; they rexnain in decision-making and policy roles within the agriculd sector; , 
Field support guides are now available; 
Use of new project equipment (teiecomnaunications) has increased starion efficiency; and 
The rate of adoption of inslovatio-m (new tzchnobgies and research findings and 
recomendations) has continually increased among Swazi Nation Land farmers. 

Altthough documentation is sparre, participants in MRS training do not hesitate to ciie direct 
linkages betwsen nakring and: 

their capacity to dominate in their field of specialization; 



changes in farmer behavior, 
w improved community contact; 

seed variety research that is immediately responsive to local fanner usage; and 
a specific achievements in soil fertility crop protection, biometry, a@culW extension 

training and dissemination processes, entomology, weed science, plant pathology and 
agsiculturaf economics. 

Because gathering basehe data was not mandaiied by the project, the impact of mining cannot 
be directly linked. to changes in f m e r  behavior which led m increased food production. No 
k s c k k s  or milestones were measured as part of the project's indicators. A1thougB 
assumptions wert made regarding aspects of training inpact linkage, one key technical advisor 
who served on the project sated that to link the mining and the impact with no available 
baseline data wodd be entidy misleading. r-Xe also added that basehe data collection and 
benchmark measurement were not only necessary but also completeIy within the realm of the 
contractor's and institution's capabilities. Finally, no rracking system of measuring participants' 
contribution to the s a t o r  or nation, the institutional capacity, or the fanners' behavior was 
designed. Therefore, the information is not available since no institutionalized tracking meamre 
was mandated during the project to assist with food production impact indicators post-training. 



CHAPTER IV 
THE CENTRAL BAhX OF SWAZILAND 

The Central Bank of Swaziland obtained much of the training for its persome1 though the 
Swazifand Manpower Development ,Project. SWAMDP was initiated to help Swaziland "mabe 
the fidl development potentid of its human resources, both in the modem sector and on rural 
homesteads". The aaining offered was to support public, private and pafastatal sectors to: reduce 
unempIoyment; i n m e  agricultural productivity; reduce population growth', and reduce infant 
mortality. A total of 216 short- and long-term individual mining pmgmm were apommxi. 

In addition, SWkMDP pmviaed an In-country training program which sped app-1y 
508 participants in 1,000 training units. A total of 55 comes were off& and were attended 
by representatives fiom seE-se1ect.d organizations. The project's find report revealed however 
that the in-comey fraining component did not define its intended focus until the last two years 
of the five-year project. Also, the private sector was not targeted and had few participants and 
the lack of a nackbg system impaiad the ability to measllre SWAMDP's Jn-cumtry impact 
efforts. 

Under SWAMDP? a technical advisor was hired at the Ministry of Labor to design a Nadod 
Manpower Deveiopmeat Plan. In 1989, he designed a training needs assessment format and a 
Mdboak far human resource development Neither, however, has been institutionalized to date- 
In addition, little institutional deve1opment occurred when local and U.S. firms we= hired fcrr 
trairaing implernenouon. This was particularly nored in the delivery of senior-level management 
lrahhg- 

A purpose of the SWAMDP project was localization and mobility of Swazis in the w ~ k e .  
The final evaluation stated that employees in the public sector had greater mobZty yet referred 
to this mobility as "hop-scotching up the laddertt. No f o d  system measred to what emnt such 
"hop-scotching" increased locWo11 or mobility. 

There were three oxher components of the pruject: technical assistiulce provided by 10 
Operational Experts (OPEX) assigned to local institutions; technical training for Zf:~zzeIe women 
and traditional w, and development communications support. In training for Zenze1e women 
and traditional leaders, community impact was d ~ ~ u ~ ~ ~ n t e d  by comparing 1984 commnity 
s t a i s t i ~ s  to post-mhhg 1998 stahtics of increased numbers of groups. These numbers could 
not dkectlv linked to mining input, but indirect W g e s  were stated with confidence due to 
reponed at&dinal changes in local chiefs aad community expectations fkom chiefs. In this case, , 
impact was nmeaslred by changes f?om 1984 baseline data and 1990 "compelhg indirect 
evidence" suggesting tha~ 5W-P had a sipScant role in the community changes, Zrz the 
Development Commynications component, SWAMDP p';.~vided short- and long-term mining in 
communications. 



A total of 154 long-term degrees was erne& 62 individuals completed short-term courses. In this 
regard, tfie targets were surpassed. However, tfie measurement for instirutional and nation& 
impacz of those individuals wzs s t i l l  lacking. Locaring past participants is possible although no 
system is currently tracking individuals. Linkages between aaining and institutional expectation 
is limited to job position qualification rather than some measurement of rerurnee performance 
compiled by USAD, the contractor or ths institution of work. Manpower inmaes and anecdotal 
evidence are available to determine the outputs of this US$17,215,984 training project. 

FoUow-up to training to measure organizational impact seems to have been cortrusd Except for 
organizations which had systems of bpac: measurement in place, project documentation reveals 
that impact of returnees from mining is largely unknown. Final evaluation interviews and 
questio~~aks show that trainees met a number of obstacles back on he job and that rewee  
productivity was never m e a s h  

The final report also suggests that three factors influence technology transfer and change: a) type 
of organimion; b) position and authority of pdcipant and; c) expectati~ns as agents of change. 
Exactly how these three factors were identified is unclear. Altfiough the factors may influence 
r e m e  behavior, no evidence was given of how such behavior was improved after tmhing and 
if h t i ~ t i o n d  and aational change occurred. To assume sectad enhancement and improvement 
based on individual "feelings of accomplishment" is misleading because no baseline, monitoring7 
rracking and follow-up were initiated. 

The Central Bank of Swaziland (CBS) is the national reserve bank of the country and directly 
under the jurisdiction of the Ministry of Finance. It is a parastatal organization overseen by a 
board of ~ - c t & r s  whose members include His Majesty King Mswati III and the Principal 

s u y  of Finance. Although Central Bank employees have participated in a 
nsaxd Baining projects, most of the renzfned participants were trained 

under the SWAMDP pmject 

The bank has k e n  in exis&n~e since 1974 and has 367 employees, 144 of whom are listed as 
professional staff. The initid capitdkation by the GOS was in the form of one &on 
Emalangeni start-up capital which was issued to the bank. The bank, as a parastatd, has 
continued to issue dividends to the WS* 

The overall objective of the bank is to cosltml the fbmcial sector in Swaziland and foster 
economic growth and development. The Central Bank regulates interest rates and oversees official 
exchanges for all banks in the couxztfy. It raises ~oans, advises, licenses and s u p e ~ s e s  banks. 
It has recently become invalved in most of the country's financial and economic advising for 
both national and international economic development projects. 

The Central Bank has gone beyond its original fomhg objectives and how issues currency, 
regulates foreign exchange, and is developing a dep at to guarantee small-scale and export 
crmmer.=ial loans including for the first time loans arrd advisory s e ~ c e s  f a  individuals and 
private companies. Over the past 18 years, rIre bank has gown firom a staff of 27 to its cment 
361, Although growth of the bank has he l ed  off at ~s h e ,  off~cials state that responsibilities 
wil l  not decrease but will only expand throughout rhe decade. Its fi~ture will include establishing 



an independent national monetary exchange which is completely independent of the exisdng ties 
to the South African Rand 

THE SUBJECTS OF THE SIWDY 

The targered study goup consismi of 17 individuals at the C e n d  Bank, 6 of whom were 
paddpants in SWAMDP. Seven participants had not received advanced degrees overseas but 
had bachelor's degrees from either UNISWA er other institutions. One was a former empfoyee 
of the bank who is currently the general manager of Tibiyo T a b  Ngwane, the largest parasmd 
investment f m  One had received a master's degree in the U.K. Two had xtxeived shart term, 
in-#mny mining. fnterviewees included 11 supervisors department heads or managers, two 
assistant managers, and three bank msnagers incIucEing the deputy governor, chief ~ ~ r ,  
a d  tfie assistant to she goveram. Together participants directly supervise 162 bank employees 
and incbecy supervise an additional 183 empIayees. Twenty-five horn were spent conducting 
inremiews and one in-house famu group. 

Out of the 144 professional staff at the bank, 12 have received--or are cmntly emfled h-- 
degree training outside rhe country. A number of others have participated in a host of bot!~ sbm- 
term overseas and in-counrry mining pmgrams. Seven of the nine have been pmmoted to high 
management positions in rhe bank such as the governor, deputy governor arid chief adminisam. 
Four other returnees have left the bank; two have moved out sf the comtry and two have taken 
up positions with other parastatd institutions. Of the 6 top executive staff, 4 were mined in the 
U.S. under SWAMLIP. Of the eight department heads at the bank, three are retuned participants. 
'While the study was king conducted, five individuals were participating in training programs 
abroad: 3 ia Canarfa and 2 in the U.S. All five dl return with Masters degrees- The bank has 
dlso participated in mining sponsored by the Wurld B d ,  W, African Center for Monetary 
Studies, Bank of England, Barclays Bank, Federal Resene B d  of New York, the Ausmihn 
Government, the B&kh Government, and the Central Bank itself as a sole sponsor. T d g  
interventions have been both long- arid short-term, both Irr and outside of Swaz3arid. 

The study team examined both factors related to training and the contextual variables that 
affected the ability of the CBS ta impact development. The factors are discussed below: 

1. Factors Related to the Tmhhg Process 

The quality and effectiveness of a training program affect the achievement of participants and 
their ability to make a contribution to development through a parastatid orgarbtion such as the 
Centrat Bank of S w a z i h 4  In the discussion of training the study team referred to both PEE- 
training preparation and to training delivery. The findings are pertinent to the effects of traiaing 
for the CBS. 

a) Emphasis ison the individud trainee as opposed to the employing orgm*zati~rt. USAID- 
spomsed M v i W s  were trained under the SWAMDP project which advertised in the local 
newspapers for applicants. Once a scholarship was o f f e e  the participant then informed the bank 
requesting permission to leave for the designated length of t h e  and approval of the field of 



study. Neither individuals nor the institution itself was approached directly by SWAMDP 
~Ecials ,  according to respondents. All coordkation, remximent, and selection of coursework and 
training instimtions was done on an indi~dud basis by the SWAMIP contractor. 

b) Generul ineflecriveness of orientation p r o g ~ ~ .  No smctured pre-depamre prepamions 
o c c d  except for pfe-depatrilre orientation programs which ranged from extremely useful to 
vhwl ly  useless. The most significant factors identikd as cunuibuting to the orientations' 
ineffwtiveness were: 

The lack of infarmtion h u t  the institutions where individuds 
would study; 

The lack of c-carion ahat how U.S. universities work including how 
comes are selected, the potential benefits of academic advisors, the use 
of indqen&nt studies for Swazi-specific research, and rhe lack of 
emphasis on Swazi-specific research or thesis writing; and 

Weaknesses in placement and course selection. 

Participants had some input as to the choice of courses that they wished to pursue. Iln. some cases, 
partkipants arrived at institutions only to find that the intended field of study was not even 
o f f '  at the university where the individual had been assigned. "Assigned" is & here 
became participants were neither allowed to choose the institution or were they ma& aware of 
the Merences in spec-on &end at the different institutions. Particular probems were 
faced by studens pwsll3ng Master's degrees in Business Administradon (MBAs) and w e  or 
ecmomics degnxs. 

c) M i n h d  hvofvemem of The CBS in career pluming, pluming for training, or assm4nce of 
post-n-ng employment. Because of the nanne of the SWAMDP training design, no 
responsibility was assumed or madated on the part of the employing institution to either 
consapct a cmer plan or guarantee placement or promorion upon return The individual was 
r e q d  to sign a U S A I D - m M  tmhhg m r n e n t  to re- fkm studies and work in 
Swaziland for a mhhmm of twa years, but there was no instimtional k h g e  (employee to 
employer) included in &is agreement 

d) ,Luck of regional options for training. hdividuds from the bank also had no choice fm 
degree programs in tfie regio~ AII partidpants stated that they were told by the sponsor that bey 
would go to the U.S. on long-term degree programs. A combination of short-term courses to suit 
individual or insita~zzil n& was not o f f d  Local or ~gionzd degree pxogmns were not 
o f f ed  In the current STRIDE project, however, short-term, in-country comes have been 
off& to members of the bank. SWAMDP did send a few participants to Kenya md Zimbabwe. 
Off"Hcials found operating logistics far such program burdensome. 

e) Ln'mmLted plmQrUUng attd coortibmbn monitoring capacity of the CBS. The bank had little if 
my&ing to do wih the pre-departure phmhg of long-term partidpants. The ad htx approach 
acco- training intervendom when they were brought to the m w m e n t ' s  attention by 
indivi&&. Therefore, individuals were almost entirely responsible for their own training relying 
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on SWAmP officials for rhe selection of institution, program and concentration. No caner 
planning has ever been in place; Pather, a slot-filling approach to meeting the bank's immediate 
and perwived needs has ken the reactive policy. 

Because the bank hls no HRD office, planning for degree training is not under anyone's direct 
jurisdiction. The mining office manages the logistics for training only. The mining and 
personnel oicers have offered their recommendations for tmmhg prefmnces; however, no 
formal s t r u m  exisred during rraiaing nor exists at this dme to m g e  manpower deveIopmenr 
The bank has suessed its sincere interest in pursuing such an effort, 

fl Cuw#inrs of fmifu responsibilitieses. One of the hquently mentioned drawbacks to long- 
term -g is the issue of f d y  and social concerns and obligations which Swazi trainees 
leave while studying a b g a i  Z -  ' l s p  program nct ody creates problems due to the absence 
of & indivicbk, t r u ~  ,n mqy rases alters family or household members' Iives as others must 
take care of children e?hsr a the res Jenrz of the participant ur at their own homes. This can 
present a stressful situat r*n rhL '&st of scenarios. In addition, since family benefits are only 
paid by CBS during the e;g& *: -month salary period of the employee, after the initizd eighteen 
months the family is left on its own. 

When asked if, given the choice, participants would have chosen to remain in the region, over 
half indicated that this would have been rheir prefemnce- The majority of Iilarried individmk 
with children preferred to stay in the region. The categmies of individuals who would chwse to 
go tho the U.S. were either single, had no other experience outside of Swaziland, or both, 

g) Usefurness of academic udvising. Advisors at training instittltions were useful afthou& not 
imperative since most of the courses foUoweb were rather strucrured with few choices for elective 
courses or concentdom, Advisors were helpfid for locating tutors and out-of-class help in 
parricdar topic areas. 

/t) fit& acudem*c supportfrom CBS. No advisor or mentor was on staff at &e C e d  Bank 
to either C O ~ I : ~  wirh or k i p  guide the participant with coursework or research, A ?xu& 
resident advisor, preferably a mmee, would have been helpful for participants. All contact with 
the bank itself was entirely informal and unstrucrurcjS. As a result, there was no foam at the 
bank to enabfe hdividuds going out for d e p  programs ta benefit from hose who had returned. 
There was a considerable amount of codhion about how the sponsoring agency could or should 
be in contact with the employer. Although the institutions where participants were studying were 
req- to report back to tfie USAID Mission eMer directly or via the contractor, records went 
directly to the Ministry of Labor. The bank managers stated that no records were received on a 
regular basis from the Ministry of Labor. No system was in place fm the bank to know what the 
participant was studying at the instimtion since the bank had no formal contact with S W W P  
officials. Inter-institustitutod co~x~luniafion regarding the program content and participant 
perfo~nance was thus sorely lacking and resulted in the employer either being misinformed ar 
d o r m e d  about the participants' newly acquired skills. This had a direct impact on the ability 
of the Wtution to assess the individual's newly acquired skills and place participants. 
The comunication diEdties were caused by the lack of a human resource development office 
at the bank and by the connactor's ineffective use of communication channels, 



i )  Connibutiansfrom CBS. The CBS paid minee saIaries fix 18 monrhs and paid for airline 
tickets- Fadies remained on b d t h  benefits wide salary was paid bur health benefits were 
tamhami thereafter. 

j Jmporrance of imrnshtips. The most eEec~ve aaining p r o m  were those which had 
inshtional linkages for internhips. In fact, this was regarded as the most impomt part of the 
m g  by those individuals whose naining institutions were able to arrange such practice. The 
lack of institutional practice was considered the "missing ZrW ia ttaining by those who did not 
participate in such a scheme. 

k) I q o ~ n e e  of professional linkages. One of the positive effects of short tarn mining in the 
region was rhe ability to link with other banking institutions. I;or example, individuals placed at 
rhe Banks of Botswana and Zimbabwe, and Barclays of London were much mcrre able to apply 
new upon their re- to the Central. Bank. These experiences had k c t  implica~ons on 
the experrise which the individual could offer. What short tern comes lacked, however, was the 
larger scope or perspective that degree participants and managers expressed as one of the most 
beneficial aspects of long term tmhing. 

l) Need for back-home contact during training- Not one participant was able to consider any 
content area changes or adaptations based on information fiom back home concerning secw 
or urganhional deve10prnents. exception, participants voiced a need for news and 
i n f o d o n  from home, either &rough the sponsor in Swaziland or through the participant's 
empioyer, so tixu participants c o d  be aware of the changing economic and political en+ment 
in order to address their W g  needs acc~dingly. The SWAMDP contractor did send peridc 
newsletters including some local articles from SwazSand. 

m) impo-e of Swazi research and theses- Those participants who completed research. 
pjects or &eses on a subject retated to Swadand finance and econolarics, their job or w central 
ba& in Africa were able to use the information upon return. Such was the case with computer 
technology (MIS for banking), banking systems restructuring, budget lay-out, acc~mting~ 
economic performance of piuastatds, management of foreign exchange reserves, strategic 
management, annual report wriaing* internal controls, PTA structuring* etc. 

n) Relevance of sbrz courses when pmCUtrcipanis b e  u solid educ&nrrl and experiemuf base. 
From an institutional perspective, long-term training has the benefit of widening the  individual"^ 
scope, bringing new perspectives and of encouraging quickmess and ease in problem-salving and 
task delegation. Short-term mining off- job-related spchkation that may increase the 
iaamediate productivity of the h ~ ~ d u a l  but may not f low that individual to put the meaning 
of his or her performance into a wider scope of bank functions and responsibilities. While short- 
tenn corns were deemed extremely useful far technical upgrading and skill utikktion, these 
courses also demanded that iaditriduk possess experience in order to make use of the technical 
skill ama within the context of the bank. Individuals were more readily relased for short-term 
courses. Technical skills from short-term regional courses were highly rated. 

o) Perceived benefirs of long-ienn degree training. Of the many gains voiced by rearmed 
degree participants, the most salient were: 



Improved communica~on skills including writing, infarmation gathering and 
public speaking; 
SeE<ofidence, assertiveness, and decision-msaing skirrs; 
A more global perspective on economics and banking; 
A be= undemanding and appreciation for Swazi cultural norms in comparison 
to U.S. a others; 
Management and supervisory skills either b u g h  coursewark or as a 
serendipitous outcome of the training expezience; and 
Obtaining a degree to aid skill enhancement, stabs and marketability. Degree 
program served both to provide new or enhanced skills and to give individuals 
and the instimtiun the status and prestige of possessing degree?. 

p] Perceived d isadvmges  of long-?em, degree were: 

Skills not applicable in Swaziland; 
Degnx areas not applicable to job position or the bank; 
Degree not valued in Swaziland; 
Post-mkhg job not challenging enough, or s i acant  promotion did not result; 
and 
Resentment h m  cofleagues and witmined managers and supervisors. 

2. Contextid Fadom Related to Training 

Once an educatiod op-ty is completed, the ability of the trainee to use the experience is 
affected by a variety of exogenous factors. Those factors are discussed below. 

a) e e r i e m e  base required for training by CBS. The CBS supports trainkg for emp10yees 
having three or mare years of experience in the bank After years, substantial support is 
adable for short comes, u s d y  in the region. In its policy, CBS reflects the belief that 
invesznent in xrabhg does not pay ofT for inexperienced personne1, 

b) Mobim iiA&m a d  Z M e d  incentives. The CBS is limited in its ability to secure 
promotiom and salaflr inmases for xe-g trainees due to lack of job mobility within a 
p a r a s t .  institution of its size. Few incentives exist to pursue academic training. On the other 
hand, pautastatal employees appear to have access to jobs in both the public and private sectors. 

c) Improving climate for bwUrtness and banking training. The perception among trainees that a 

busiuess appmdties will increase and that related ttsliaing will increase their marketability has 
acted a an incentive to pursue mining. Increased donor fimds are available for business-relased 
training. 

d) I ~ o m e  of certain fldbility within p a r d -  Par;rstatal organizations are not b o d  
by government pay scales or by government promotion schemes. and have the capacity to 
develop incentives for tmhiug that are not available to the public sector- GeneraUy, parastads 
have more training resources &in do public ageacies- Parastads do require government 
approval of hiring and, therefore, are subject to aajr hiring biases that operate in the public sector, 



CONCLUSIONS 

Based on rhe findings presented above, the study team chew the foUuwhg conclusions =garding 
the aV&.ty of training and ~~ contextud factors to have an impact upon development, 

1. Factors Related to the Training Process 

a) Career planning. All individuals should have a career plan designed in coordination with the 
employer's MRj uait 

b) O r i e ~ ' o m .  F're-departure: orientations should address issues of f d y  maintenance, course 
selection process and social and cu].md no=. 

c) Employer cornact. Formal reporting mechanisms berween the individual, training institution 
and empioya should be L, sponsibiliry of a HRD person at the institution of employment. 
The institution of employment should be responsible for reporting to the individual on a regular 
basis. 

d) Training plans. Clear &firions of the skills which the individual should obtain £rum 
training should be negotiated between employer and employee prior to departure. 

e) imti@naf Zinkuges. Institutional linkages should be part of the training package h r n  the 
university. Zf none is available through the university program, regional linkages should be set 
up kfm departure. 

f i  Accurate placemenrs. Type of program and degree should be agreed upon by employer and 
individual and guaranteed at the university of attendance. 

g) R e l e v a  research. Thesis and research on Swadmd and places of employment should be 
mandad Employers and participants should generate a list of possible topic areas. 

h) Employer support. An advisor or mentor at the institution of emp10yment (preferably a 
returned participant) should be designated to assist individuals witl.1 questions related to courseJ 
selection, institutional appropriateness of research, and extra-cmicular activities. 

2. Contextual Factors and their E f f '  on Training 

The contextual factors affecting the bank's use of trained personnel are largely rehted to the lack 
of human resources development capacity within the bark  The bank is not at pfesent effective 
in plaaning for, offering incentives fol, managing or utilieg the Wining of employees. 

Upon compIetion of training program, the bank has experienced some obvious benefits and some 
problems. For example, three Swazi participants have replaced expatriates, and only one 
expatriate advisor remzins. Two positions were created for returned participants because of the 
skills they brought back to the bank. All lenrmees, according to Bank managers, have been' 
p r o d  at least once, receiving increases in salary, new positions or both. All have taken up 
either supervisory or managemat positions even though the assigned title may not have 



'*managerw or "supe~visor" attached. These promotions &X not occur immediately upon return for 
most participants. The probation period for returnees hf~maUy is 3 to 6 months. 

Further, exposure to the outside has brought a broader pxspective to the bank which has been 
bpoltant in international transactions. Trained staff have improved &e bank's public re1atiom 
and have brought with them public speaking skills, assertiveness and an attitude that cuntfibutes 
positively to bank performance. On the other hand, the renun of participants has created several 
problems for the bank management including: 

Interpersod departmenml conflicts because of inequities in academic experiene 

Replacements stay in the position and are not moved out once the participant 
returns (especially if the ~eplacement has been appointed for either political or 
social purposes); 

No fonnal structllre is in place to assess the new skiEl areas of the participant and 
herefore a six-month frid period is required befm any movement fur the 
individual is consi&le& 

There is no formal structure for the bank to review both the salary and promotion 
scheme of employees based on training, experience and p e r f m c e .  This is 
particularly crucial since placements are so limited at the bank. The bank is not 
consmined by the government's salary gradhe; system adhered to by GOS 
agencies. However, he lack of prornoriod schemes and individual placements 
disables the bank since it un&xutilizes individuals with new skills and inmases 
chances of job dissatisfaction which may raise the leaver rate. (It is interesting 
to note that participaats had been with the bank for a range of 6 to 16 yeass. 
When asked about tfie length of time which employees stay at the bauk, both 
employees and managers stated that the challenges of the bank and the incmmed 
raxe of pay above GOS standards were responsible for the long stay rate); 

Changes in group dynamics--called "returnee arrogance"-have caused some 
returnees to k transferred to other departments simply bemuse the "traitzed"- 
I'm&& dichotomy could not be overcome by either the individual or the 
individual's colleagues. Such behavior and the actions which ensue limit 
pmhctivity and skill u t i k a d ~ n  axid have created a need for a structured fanun , 

to address these problems; and 

F m d o n  of trainees who are not able to put new ideas into practice. 

The akins of the returnees ans currently not assessed upon return. There is no plan in place which 
allows for either the organization or the individual to match newly acquired skills to positions 
or tasks. For example, an individual who has majored in a particular area may in fact be better . 

suited for a position for which he or she has not been slotted There is no job movement, 
however, because there is no mechmisrn in place for the individual to assure that these skills are 
f a y  uti3hd. If the bank had a HRD unit in place, such u n ~ t i e s  could be avoided 
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TMPACT OF CBS TRAINING ON DEVELOPMENT 

The Central Bank of Swaziland is undertaking more and more responsibilities and increasing its 
areas of expertise to serve the GOS. These rs=sponsibilities include evaluating development 
projects and internadend investment schemes. Them is no doubt among the subjects of the study 
that the ability of the bank to undertake such endeavors is due to the abihy of its staff which can 
be linked directly to naining. Documentation which illusmates how these capabiities have 
impacted h e  development of Swaziland ( s e ~ c e s  to other banks, international investors, 
advisories ro the Minisay of Fiance, etc.) could not be produced by the bank or USAID, 

The Central Bank exemplifies what happens in an institution under an umbrella mining project 
which has no mandated measure for institutional development and f d s  to monitor tnhhg at 
each ssep of the process. The study team did identify some indications of impact which are 
r e p m i  below. 

Of 144 professional staff employees, 54 or more than 30% of the bank's professional sta f l  is 
directly supervised by r e r u e d  participants. At the in-house focus group, participants voiced the 
need for the bank to deveiop a E E D  &pamnent. Employees stated that they are now better able 
to distinguish the difference between a mining office and a HRD office, This dSerence was 
reiterated by managers and joyously appreciated by subordinates once they heard the codtment 
fnom the management to support someone fiom the bank as an HRD specialist. The reasons given 
by returnees for the need of a HRD unit were to: propose training programs for individuals; 
design a manpower plan includ.ing career paths, placement, etc; enable the bank to facilitate 
international &donor -ing activities; and, revise promotion requirements to be explicit md to 
place a value on mining. 

The staff members of t!!e Central Bank were able to field questions, pose questions, and prioritize 
needs and training obstacles with the u m s t  profession&sm and efficiency. Even the 
administrator and training officer's ability to assist the team in facilitating case study was 
extremely impressive. Its efficiency was matched only by one of the private organizations. 
Managers srtmit that human resource development is ad hoc and is in need of immediate 
attention. They could not sate  why the HRD area had not been addressed in the past, or why 
none of the bank's employees had mining to specialize in HRf3. 

Nonetheless, the following o u p a  were directly linked to training received by iadi.. !u&. These : 
outputs include the capacity to: 

I Produce annual r e p ;  
Participate in regional banking initiatives; 
Reformulate the FTA (Preferential Trade Ammeat) reducing Swaziland's budget , 

by 33%; 
a Eliminate positions held by ex-patriates; 

Review and revise banking systems; 
Change internal control systems to data processing; 

a Redesign banking fonns for foreign exchange; 
I Increase national divi&nds by increased bank investment; 
I Serve on Swaziland3 economic review committee; 



Address the Economics Association of Swaziland; 
Offer courses to other banks on foreign exchange; 
Design national pension plans; 
Make stock znd money market recommendations; 
Invest in foreign markets; and 

a Address rhe issue of a separate monetary system. 

Training outside of the bank also has had its effects. Clerical staff who dready possess BA 
degrees are being hired at entry levels. The implications for further training and the need fur 
smtegic planning (including manpower development planning and institutional growth) are not 
insignificant. The coqetitive mafket created by the increase of mined individuals combined 
w i ~  the lack of skilled positions available has increased the bank's ability to raise its standard 
and has faced the bank to address promotion, mobility, merit by skill and advancement by 
qualification. It also means that the untrained individual is 2t a distinct disadvantzge. 

Individuals at the bank are sti l l  applying for USAID scholarships on their own initiative. Despite 
the years of international donor mining, the bank remains with na clear manpower development 
plan or human resource development office. Although the new STRIDE project is sponsoring an 
"employer-centered" training design, no human resource development plan is mandated from the 
bank, If an employee were to get a scholarship, the bank (even when supporting the individual) 
will have made no arrangement fi3r a measurable participant impact upon rem.  Instead, a 
guarantee that the participant wiU re- ta a mid to high levd management position is required 
In a pardstatal such as the Central Bank, such a guarantee, because of the limited number of 
positions, is -ally impossible to make, 

A final note about the impact of mining at the bank. One of its leavers was app~inred by King 
Mswati ID to be general manager of the counw's I q s t  investment company, the Swaziland 
Development Invcsrment Company (SDIC), another paras-. The individfial states without 
19;sewadon that his cqabxties are directly linked to his training W A )  and. his experiences at . 
the bank. Indirectly, the bank and donor's support for ~s individual have impacted yet another . 
influential parastatat institution whose decisions and directives affect scholarships to tgnz 
M S W A ,  maintenance of national cultural events, job creati~n initiatives, social welfare projects, 
etc. This individual lefx the bank to join the SDIC because he was offered a planned career path 
and a promotional scheme. 



FAMILY & SWAZILAND A h l  
G 

Because of the Government of Swaziland's sensitivity to f d y  plztnxxing and other high-priority 
health needs, USAID promad an integrated package of family planning and. cMd survival 
services. The god was to pavide a mechanism to increase the provision of, md access to, 
family p1&g me&& 2nd improve: maternal and cbiid health in Sv~aAand. 

USAD idenEd rapid population growth as Swaziimd's r i b e r  one development problem in 
its current Country Development Strategy Stasement (CDSS). A nmber sf family planning 
activities has ban sfippoaed by USAID in recent years. Howem, its initial major effort to . 

the cmay ' s  high fertility rate and improve maternal and child health is the F d y  - 
Health Sewices Project. 

The Family Health Ssices; (FHS) project 'began in July 1988. The project anticipated 
completion date is July 31, 1993, The project was designed to be implemented in two phases 
over this five-year period, The initial two-and-one-half y e m  of the project were funded through 
two cmpfative agreements betwen USAD and the F d y  Life Ass&ation of Swaziland 
(EXAS) ($525,000) and between USAB) and ehe PaMmder Fund ($875,000), Fo210wirrg the 
project's midmidtern evduaian, USALCB pmvi&d an ~ c l i t i o n ~  $1,000,800, increasing the total 
c o d m n t  far both cwpmtive apment s  to $2,308,000. T !  greater m m t  pmvidd to 
Pathfinder was to cover the costs ~s~~ with the Resident Advisor and Technical Assistant ' 

The fbcw of Phase I was institutiond &veIopmene with activities desigsed to strengthen the key 
mas of asarch and program monlmhg, management and planning* pl ti ion, education and 
communication, and s e ~ c e  delivery. Phase 11 of the project was planned build upon the 
acc~mgllishents during the fh phase with a psiority on expansion of f d y  planning services. ' 

in the pfivatse sectar, s p e f i d y  industty, 

The go& of the FHS projae: is m &uce high fendity mtes and improve &emd md child 
health in Swaziland The purpose is to increase modem contraceptive pmvdence to at leas? , 

twenty-five percent (25%) and to Sect the practice of child spacing. Emphasis is king pl& 
on the expansion of services into new area and hmashg the ava3abiEty and accessibility of a 

g m e t h e  to a greater popdatio~ by July, 1993. To achieve this god, the . 
f ~ n ~ w h g  six outguts expect& 

Increase8 access rn f&ly phming se~ces ;  

bpmv& knowledge abut  the avaihbZty, benefits and use of family planning; 





In 1989, each of the three U S  clinics averaged 67 new clients and 376 revisits. Today each 
clinic receives between 60 and 80 male and female clients M y .  The three clinics have 
historically been arnung the top ten providers of f d y  planning services in Swaziland 
FoUowing a decline in the number of clients during 1991, reports for the first half of 1992 
indicate large increases in clients. 

FLAS also operates its Community-Based Distribution (CBI)) pilot project through its IEC Unit 
in the rural areas, The IEC program has ~ecently developed a comprehensive strategy and 
detailed workplan to expand and improve its activities. The components of the new IEC strategy 
include: clinic-based IEC, industry-based IEC, mass-media and comm~~ity-oriented EC; family 
Me education EC, and improved moni.Wg and evaluation of IEC activities and materials. 

TEE FAMILY LIFE ASSQCIATEON OF SWAZILAND (F1;AS) 

The Family we Asssociation of Swaziland a s )  is a -r9!r;nrary non-prof, non-governmentd 
organization (NW) that was founded in December 1979 as a result of the eEms of Mrs. Fiona 
Duby and her communication with the International PIanned Parenthood Federation PPF). 
FLAS is regisere$ as a nun-profit organization under the Companies Act and was m-registered 
in 1985 m& the 9)romxion of Badges and Names Act of 1969. FLAS is also registered with 
the Ministry of Interim. In 1984, The Ministry of H d t h  (MOH) ceded its membership in IPPF 
to FLAS and has a representative who sits on the Executive Cornmi- of FI,AS. 

Initial support for FLAS was provided by F d y  Planning International Assistance, the Unitariau 
Service Committee of Canada, and the US. Agency for International Development. Grant 
a@eements with those organizations pmvided for equipment, staff, training, and infjrastnrcane 
&veXopmnt 

The association coU&orates with the Government of Swadmd and various non-governmental 
orgmimiom in an effm to reach the population of the country. The FLAS serves various 
sectors in Swaziland the Ministry of Health, the Ministry of Education, the ldinhry 
of Natural Exsources, the Swa;ciland National Youth Council, and the NGO Assembly. It is 
perceived by the Government, by NGOs, and by international donor agencies, as well as by the 
general public as a pioneering - e o n  in f d y  planning and reproductive health. 

Its curpent membership of approxhakly 200 meets mually to discuss the previous year's . 

activities and strategies for the organhation's future M o n .  The Executive Committee 
manages the association's affairs and meets once every three months. The Executive Cornmi= , 

is composed of the association's officers, a representative from the Ministry of Health, the 
Executive Director, and four v~lunteer members. 

The name Family Life was preferred to F d y  Planning because family planning was. not 
generally accepted within ths Government of Swaziland (GQS) or the society. Therefore, it was 
hportant 70 begill a family p l d g  association that was designed to assist families in a variery 
of activities. The initial activities of =AS display a diverse rage of activities such as legal aid, 
psychotherapy, bursaries, social welfare, antenatal classes, dcobolics anonymous, and family life 



The main provider of family phming sewices in Swaziland is the Govanmenr. FLAS plays a 
complemenmy role .to rhe government's f d y  life education service. The organization is 
expected to function in areas where Govenunent has not venwed. These areas include leadership 
awweness, information, education, communication and service delivery ta~gering youth, clinic 
services, and alternative delivery systems such as the community-based distribution and industry- 
based approaches. It also provides innovative family planning s e ~ c e s  and is committed to 
advowing for family planning, populati~n, and development to policymaken. The gods and 
objectives of the association are to: 

Assist and supplement the activities of the Ministry of Health and other governmend 
agencies in the promotion of a healthy family life and the creation of a sense of 
awareness of the importance of family hedth in all respects so that it becomes a way of 
Me; 

Assist aad supplement the activities of the Ministry of Health and other governmental 
agencies in the education and acceptance of child spacing as a basic human right available 
mail; 

Work with othcr organizations and government agencies in the implementation of 
community schemes in family hedth so that the quality of life for the individuaLperson, 
the family, and the c m u n i t y  may be improved; 

Help and assist in the education for the understanding of the nature, cause and effects of 
rapid growth in pupdadon on people in their own communities, countries, and in the 
world; andl 

• Assist in the distribution of infomtion concerning a l l  aspects of family health education 
and welfare. 

The Family Life Association. of Swaziland is dedicated to the principle that every individual has 
, - 

the right to choose when and whether to have chi3dren. Its staff of 40 addresses the f d y  
phming needs of the country through the various departments and programs which rhclu& 
S e ~ c e  Delivery; Information, Education and Communication; and Research and Evaluation. 

THE BUSINESS MANAGEMENT EXTENSION PROGRAM (BMEP) 

One Ht iond  NGO was added to t-he study sample--the Business Management Extension 
Program (BMEP). The director of the BA4EP recently retuned earn a MA degree under the 
STRIDE project. The BMEP f d t i e s  in Manzini were built with U S D  funds and BMEP 
continues m be a USAID PVO grarit recipient. There are eight other professional staff members. 

The initial grant for BMEP was awarded in 1986. It has since received a second p t  totaling 
a USAID contribution of ' tTS$~,000. The BMEP provides business management training for 
small business owners (formerly graduares of the Manzini Industrial Training College and 
recently from the Manzini areas at large). A total of 326 small  business owners have participated 
in full-time, part-time or d mining initiatives. B W P  also assists in obtaining small scale 
revolving loans from Barclays Bank. 'The major task of BMEP is to reduce unemployment by 
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offering training and disseminating infomation to promote self-sufficient microbusiness 
managers- CARE has provided technical .training to BMEP staff. 

TME SUBJECTS OF THE STUDY 

Interviews were conducted with ten staff members of FLAS, including the Executive Director 
who received a Master's Degree in Family Planning Program Management from the University 
of Exeter, U.K. It should be noted, however, that this training was not an FHS project input and 
that it was sponmfed by the U.K. Overseas Development Authority. I t  should also be noted that 
all USAiD-sponsored miubg of FLAS staff, to date, has been short-term technical training. 
There is no provision in FLAS's conuact with USAD for long-term academic mining. 

Of the ten smff members inbewed, five are current employees who had not received USAID- 
sponsoxed mining but had received short-term technical trahing sponsored by orher international 
donor agencies. Four employees had participated in U S D - ~ n s m d  short-term technical ur 
wmperency-based mining related to their jobs. Courses took place in Swaziland, in the United 
States, or chewhere in Africa. One leaver was linterviewed. All thirty professional sW members 
of FLAS had either =eived degrees, diplomas, or certificates fiom local aaiaing institutions 
prior to their eempioyment with U S .  The training received wide employed with the 
organization has been competency-based, technical, on-the-job training. Trainees had h e n  
employed by ELAS for rwo months to six years. All interviews including the interview with the 
director of B e  are s ed below. 

The study team exaahcd both the factors fleeting training and the contextual variables that 
& '  rhe ability of &e kLAS to have an impact on development. It i s  inxpomm6 to note that 
trabbg is short-2em The factors are discussed below. 

I. Factors Related to the Training  mess 

The quality and effectiveness of a mining program affect the achievement of paaicipssnts and 
their ability to make a contribution to development through an NGO such as the Family LZe 
Association of Swaziland In its examhation of mining, the study team considered pfe-mbing 
preparation and mining delivery. These findings am pertinent to the effects of training fm 
mAS. 

a, Emphasis on training th t  is clemly job re lad .  Participants had been employed by FLAS 
from 4 to 6 years at the rime of training- Participants became aware of their training program 
because management established a direct relationship between the tmhhg program and job 
responsibiilities. Tlhe participants were not involved in the selection of the training programs, 
mining institutions, or the length of the programs. 

b. Emphasis on training that is clearly related to conuibutions the trainee is expeezedto make 
to the organization. Career plans were not developed between tbe trainee and management pior 
to the tmhhg even though bxinbg was a result of needs assessments developed h u g h  
perfommace appraisals. What management named "career planning" was a focus on the actual 



impact and conaibution (goods or services) mined employees would be expected to make to the 
mganiaion upon their rem, Carem planning did nut include promuuun, salary, mobility, etc. 

c- Commrmmrmm of rhe orgmCUUzarion to job piacemenr for the trainee. Prior to d e p m  for 
ttaining, job placements were identified and rer~rnees were placed in their npec:tive positions 
upon their retum. Participanrs, therefore, departed knowing what their job responsibilities would 
be. 

d. Mtanugement invoIvemenr in ~~a in ing  &sign a d  selectiun of training program. The 
management of FLAS was involved in tfae selection of mining programs and designated trainees 
fa supenrisury and managerial level positions. Through contacts between the orgahtiioa and 
donor agencies such as USAID, IPPF, and mining instimtions in Africa and the U.S., the 
management was able to participate in the selection and sometimes even the design of traiEEing 
program fur staff. 

e, Mirtinal employer conract during training. h t e ~ e w e e s  stated that there was little, if any, 
contact with the erng10yer dwiag the mining- 

f. Intpo-e of extru-cwricrJar acrivities. Extra-curricular activities were viewed as an 
b p t a n t  aspect of the training experience. Activitic, undertaken invoIved debates or speeches 
at local hstitutions in S w d m d  with ather irtdividuds working in the health sector. These 
activities provided an oppomnisy for dialogue and exchange of ideas with other colleagues 
involved in similar activities. 

g. Imporiunce of research by trainees. Participants who conducted research projects i n d i d  
that these projects strengthened their sldlls in research mehodoIogy and interviewing ter:hniques. 

h. Minbmd dinuption of frrmrrrmrZies. Only one &ed participant felt that the mining had .ken 
a serious disruptioa to f d y  life. 

r', Contribution of the orgm%iun through s& supporr to trainees, While employees are in 
short-term mining the organization pays salaries. 

j. Mmugement contact with dze training institution during training. The employer expects to 
remain in contact with bees through progress reports submitted by the training instimtibn. 

k Miroimal rjnp0-e of mentors within the ~ r g ~ z a t i o n .  Because of the short-tern nature of 
the mining behg offered no mentor is identified within the organization to 5e responsible fix 
providing and mah~*g ccintact with participants. 

2. Contextual Factors Related to T w i g  

Once an educational program is completed, the ability of the trainee to use the experience is 
a f f d  by a variety of exogenous factors. These factors are discussed k b w .  



a. Resumption of stme position in the orgmkzrion after paining, and orkr constraim of small 
NGO. In most instances, trainees remed to the same positions &at they held pior to mining, 
There was no promotion involved even though their job ~e~ponsibilities may have in- 
Upward mobility is rare within ELAS. 

b. Importance ofpublic secwr curd potiticd support. A series of activities were c o n d u d  to 
obtain visible government approval of h e  famiiy planning programs of FLAS trainees, 

c. I n p o m e  ofcdturd sensitivity. The programs and activities conducted by the trainees were 
provided in a comext that was highly sensitive to the reluctance of the community to engage in 
famiay plzming. 

ti. Training as an imegrated part of program delivery. The training provided to the FXAS was 
one of a number of interven~ons supported by USALD. T-g wzis compatible and  in^^ 
with those activities; mining and nsn-training interventions were said to be mutudly reinforcing- 

CONCLUSIONS 

Based on the findings presented above, the smdy team drew the folIowing condusions regarding 
the abity of mining aab; related contextual factors w impact on developmez?~ 

1. Factors Related to the Training Process 

The foUowing elements of *g programs undertaken by FLAS enq,loyees affected the mdts 
of mining 

a. Ehzpfoyer involve me^ in training &sign and seIe&n. Because of N W  Etatiom on 
fbmcial aad human resources, it is especiaIly iinplmt to involve employees and. empIoyers in 
the seEdon of mining pr'ograms and institutions. 

b. Career p M n g .  Cater p h m h g  prior to departure should include promotion oppartmities* 
salary increases and 3ndi- growth within the oqpbtion rather than being limited to the 
individual's iraaeaed productivity. Participants &scribed this over-emphash on productivity as 
a &incentive. 

c Trabi~tg &a meets both i d v W  and orgmm&d needs. A human resource development 
initiative should b &signed so that the training selected is the most appmprh for both the: ' 
- t rahx and the orgmimi~a 

d. 1Memrs.fur mimes. A designated menm, preferably the department or unit manager, should 
be assigned to staff while in mining to advise mci keep participants irrformed of new 
dewlopme~ts in the country and the organkdoa 

e, irec3utical a s h m c e .  The provision of expatriate technical asassistants to replace participants 
while in mining might the staff shortage problem for the organization and open up 
possib~ties fix long-tam txabing* Tht organization's financial consoaims and inability to release 
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its members for long-term m g  have been major obstacles especially for the p w t h  arid 
developmnt of xhe =search and evaluation unit, 

f. Relevant mining. In-comtq aaining is preferred because of the ability to make the W g  
experience relevant to the country, participants' ability to stay abreast of developments in the 
country and the organization, and less s d  on family He. 

g. Active role of ?he trainee from start to end of raining. The applicability of in-counay or 
regional mining revealed that participants prefmed XQ: a) be involved in the process of selecting 
training programs; b) be W e d  in the environment in which they will sene either in-country 
or in other M c a n  coutltries; c) be able to continue to work in the arganhtiw while in traiaing 
to relate training directly to the job; and d) stay in touch with changes and new developments 
in the counay aad sector. 

h. Cooperarive management of all aaining. Employees who had not received USD-sponsared 
training had received in-*Nice training and short-term training sponsored by o&er donor 
agencies such as CAZFS, IfPF and WHO. There were no measurable Herences between their 
responses and the responses of hose b e d  by USAID. 

i. Snucwer; t e - e ~ ~ 7 y .  A parricipant's r e m  must be articulated in terms of the institution and 
the individual (motiiiry, etc.) rather than in terms of the institutional capacities done. A 
stmctmd re-rrrq pres s  for trained staff should be developed so that trainees are aware of the 
m g ~ ' s  expectations. 

j. Capmity to measure mining impact. Development of the research and evaluation unit would 
increase FLAS's Wty to measure training impact 

k. Retentio~ incentives. F]LAS @kt? other Nms) sets its s a k y  d e  a bit h v e  the W S  rate. 
Other iacentiyes should be investigated to help keep returnees for a longer period of time after 
?mining* 

2. Contextual Factors and their Effect on Training 

The contextual factors &f&ti.ng FLAS's use of mined personnel are Iargely related to s w l e  
unique fefeatures of NGBs. These conclusions are verified by B M P  as well. 

a. Loss of *to the public sector. More lraining opportrmithes in the public seam, typicatly 
intenmiord donor-funded scfiokmfiips, attract employees away from NWs. A country's 
planning for mining would, ideally, consider the sector (e.g., f&y planning, health) as a whole 
and develop incentives for a l l  types of organbations to participate. 

b. Loss of smfl to the private sector. Better wages, career pIanning and job mobiIity attract 
W e d  NGO employees to the private sector. Retention incentives must be considered from the 
planning srages of training. 



IMPACT OF NGOs TRAINING ON DEVELOPMENT 

There have been dmmtic changes in f d y  planning in Swazi3a~3 over the past three to five 
years. Contraceptive prevalence is up and fertility rates have declined from 7 to 62. Many 
changes are a result of ELAS interventions and will be reflected in the orbprkationYs upco&g 
strategic plan. 

The shm-tesm technical sainiag &a% FLAS employees have received has made an impact on the 
 tion on, on the individuals trained a d  their colleagues, on the managers of those mined 
st& members, and has i n d  the number of services offered to the beneficiaries of the 
o r g M o n  In this regard, training has assisted staff in accomplishing m y  of their goals. 
Recipients of mining are more confident in their subject matter and their ability to interact with 
clients and colleagues as demomtrated in repon-back sessions and in-house tndng. 

Prior to mining, participants were aware of the conaibution(s) that they wanted to make toward 
the ckveiopment of the country. The following are some of their comments. 

"I was a weifare officer and a member of =AS prior to being employed by the 
o r g ~ t i i o n .  1 had obsersred Lfie desauction of the f d y  in the country arid 
wanted to m k ~  a difftxmce." 

"I always wanted to become more involved and contribute to planning for the 
country's future. I've also been concerned about the attitude of men toward 
f d y  plaxlnhg." 

'While wmkhg at a Government cMc prim to working with FLAS, I was 
interested in family planning, however, opportunities were limited at hat time- 
Because of my awareness of the country's economic problem -shortages of 
schuok alnd jobs, and high crime rates- I wanted to ensure that couples who 
w a a d  large families u n m  the need to be able to provide a good home life 
and education for them." 

Orgtnhtioi~ managers have high expectations of trained staff and rely on them to be leaders in 
their ateas of experthe. Although the training that has occurred has made an impact on the: 
O T ~ U ~  and on & mined individuals, most staff indicated the desire and need far addihotlal 
mining in the areas d management, in mining of trainers ro enable them to perform their jobs 
beaer, and in rehsher comes t~ keep them abreast of new developments in their reqeaive 
fields. Most SFZLE also cited compuw traitling for atl staff as a mendous need in order far the 
organidon to Pmcaion more efficiently. Past training experiences have motivated and inspired 
both naind and m&ed to seek out W e r  education. 

Since 1980, the orgmhaXion's projects have increased from six to fifteen. Accofdirrg m FLAS 
officiats, family p-g has k o m e  less of a controversial subject. While there continues to 
be strong differing opinions about f&dy planning, FLAS allows for these opinions to be openly 
discussed. Awareness of family phmhg a d  contraception is high and contraceptive prevalence 
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has increased &om 4% to 17%- The Parliamentary C u d m e  on Popula~on and Development 
has re-pond tha the draft popdadon and development policy documeat is in its third revision; 
the next step involves a presentation to the Prime Minister followed by the issuance of the policy 
by the Head of State. 

The W s a y  of Health (MOH) appears to gaceive the fume of FLAS as playing an important 
role in areas such as integmhg W/AIDS education into secondary school curriculum in 
co-tion with the Ninisay of EducaItiion; expanding the family life education pmgsam rn 
include primary schools; mining for family planning service pmviders; continuing pnblic 
awareness and community wark; assisting the Health Education Unit in family pl&g 
information, education, and communication; continuing the industry-based initiative; and waking 
closely wi?h the MOH as it sets up its research and evaluation unit- 

Through its d c e  delivery prograq FLAS has established three urban-based clinics mabane, 
h%dkms, and M) that provide family plauning services. S e ~ c e s  include contraception 
distribution, sexually transmitted &ease (STD) counseling and treatment, HIVfAn>S ~ f d ,  
youth counseling, infertility counseling, and supervision of the practice for midwifkry and 
community health nursing students. Additionally, the Mstnziai clinic offers tmxmene for 
c M d h d  illnesses, and the clinic in Makerns offers comprehensive preventive and curative &Id 
health services. All three clinics have historically been, md continaxe to be, among rhe top ten 
providers of family glRnning services in Swaziland. 

Early reports for this year indicate h g e  increases in clients in most of the s e ~ c e  delivery 
categories. The total number of family planning clienu in 1991 was 7,368, while the number of 
cunwptive users was 2,023. The contraceptives used include oIlll @ills), htra-uterine devices 
(IUDs), condams, injections, foam tablets, and diaphragms. 

The major focus of the work of the Infomtion, Education and Commlrnications (IEC) program 
has been to increase the awareness of the g e n d  public about family p-g- T"hs is done 
primarily through the mass media and through its Farnily Life Education (FLE) program in 
secondary schools and communities. The FLE program has produced a teacher's guide and 
several pamphlets for use by students. Regular lectures are also given on f d y  pIanning to 
parents, traditional leaders, church leaders and our of school youth during community meetings. 

The r e m h  and evaluation department works closely with the IEC department and produces 
useful monthly7 quarterly, and semi-annual reports of services provided in al l  FLAS clinics. The 
Unit produces cunmceptive prcamrnent tables and is currently involved in seven ongoing 
research efforts. Current statistics show that FLAS distributes 53,008 packs of condoms and 
13,000 foam tablets annually. The unit is developing an approach to research to contract 
expertise from the University m assist in major research initiatives. 

The p d o m c e  of FLAS during the last few years is clearly a rcsdt of numerous efforts w 
strengthen the organization. Training is bur one intervention and its conmbution has not been 
tram3 specifically. Nonebeless, participants believe hat  their contributions to FLAS are 
i ~ k n ~ a b l e .  



All participants described the following personal contributions made to the o v e d  effectiveness 
of the organization directly linked to training: formulation of communi~ outreach programs; 
improved client counseling s u s ;  more efficient clinic coonha~on: improved staff motivation; 
better collaborative efforrs and team work; more comprehensive report writing; newly acquired 
listening skills related u, rhe staff they manage; better ability to delegate tztsks, participation in 
management decision-making; and revising organization systems. Participants who were not 
trained outside of Swaziland stated that they are able to share information and help trained 
coUagues adjust heir irahhg to Swazi specific applications. Participants are providing ttaining 
to s m B  members. All contributions zre measured by a monthly and quarter1y performance 
appraisal conducted by individual supervisors. 

Newly acquired skills being utilized at EXAS with direct finkage to training am: ~ s a r c h  
methodology, project planning, management, theoretical bases of f m y  planning, infamation 
dissemination, and a clear and wider ,oncept of the field. 

Three trained staff members have left the organization--two professional and one administrative-- 
since the completion of their training. Lack of upward mobility within the organization was cited 
as the reason for leaving. 

The results of training at the BMEP were equally clear to the Director. Training has led to (a) 
production of fhmcih loan reports; (b) computerizatiion of all business data: 
production of proposals for future funding from various donors; (c) haeased private sector: 
productivity of mi~~pbusinesses; and (st) effectiveness of BMEP traceable through client 

3. FLAS and BMEP 

Shm-tenn 2g appears to produce results. There is a plausible association between t&.&.ng 
for U S  and BMEP and impacts being realized in population control1 and smarl enterprise 
productivity. Short-term sraining has a greater impact upon staff of NGOs when: 

Traitl-ing is directly related to job responsibilities; a 

Training is conducted in-country or in other African countries to maximize: 
applicability; 

Participants are involved in the process of selecting the training program and the 
institution to ensure both employee and employer investment; 

Participants are kept i n f o d  about new developments within the organization to 
provide a forum for research and an easy reentry after aaining; and 

Jcb responsibilities increase in conjunction with salary increases. 



CHAPTER VI 
P r n A T E  C O M P A ~ E S  

Tbree qmimions were selected as representative of the private frmzs that have received 
aainitlg under USAD sponsorship. They are: Usutu Pulp Company, Gama Associates, and 
Swazi Clutch and B&. Each is described below. 

Fit, Usutu Pulp Company (UPC) was established in 1961 afkr the Commonwealth DeveIoprnent 
Capration invested in tree planting in the hifls h w n  as Nkhmgda (the treeless) in 1949. 
Today, Usutu Pulp manages one of the largest x n m - d  forests in the world covering some 
65,OQO hectares with a plantation of over 70 million trees with 2,800 employees inrrl'trding 363 
professional positions (supervisory or management) and 2,448 semi or unskilled Marers. The 
company's estates house 1,800 Swazi employees who together with their families number some 
15,800. If contractors and suppliers are added to these numbers, Usutu Pulp directly or i n M y  
employs 20,m people. 

Trees plated include the pinus patah (from Mexico) and the PeIloiai and Pteada (from the 
sou- U.S.). W e l l - w a d  highlads and soil type have nude the plantation prosper. Umtu 
Pulp has built a woodpulp mill industry ro produce a variety of sdleable products, mostly 
unbleached pulp used in paper bags, cardboard, and fibre cement compounds. The market far 
eTsuhl goods includes Korea, fapan, Taiwan. southern Empe a': the U.S.. Three thousand tons 
of wood are milled daily in a 24-hour operation to produce 180,W tons of pulp per year or 
approximately 12% of the world's pulp requirements. Usutu is a South Africa-owned comgmy. . 
The G O S  owns 30% preference shares, Pulp produc~ are not only e x p d  out of M c a  but atso ' 

are used nationally and reganally. 

Usutu has a WRD unit which supparts international and regional studies, d in-house W g  
in management, production, literacy, and economics. Typizally, line managers are responsible for 
i&n-g t d a h g  needs. 

Second, Gama and Assaciates, the fkst Swazi-owned and operated engineering firm in the nation, 
was s m m d  by two individuals who returned from longterm degree training under AFGIZAD- ! 
Gama and Associates was established in 1990. 

another small business, Swazi C1utc:h a d  Brake, had three individuals participate in short- 
mm aaining courses in South Africa. The owner was thained in technical areas and 
manageme& his brother in management, and his wife in marketing. The firm began omtiom 
in 1983. 



THE SUBJECTS OF THE STUDY 

Usutu Pulp managers agreed to a combined group interview in-house focus group on one 
afterncon far dl participants because: a) it was difficult to release participants from their jobs; 
b) the size of the company mslde it difficult to plan individual interview times; and, c) rhe HRD 
& p m e n t  wanmi to be involved in the group responses. One two and one half howr focus p u p  
ww held with four teturaees, three of their supervisors and the head of the Usutu human resource 
development office. AU. participants had aaining under the SWAMDP project and one is curzenly 
in training under STRIDE. In two cases, participants contacted the employer far p e ~ s i u n  to 
obtain overseas naining. In the other two cases, the employer contacted participants. Participants 
have been employed by the organhation from seven to I8 years. In all, eight persons h m  W C  
participated in the study. 

In addition, the team intemiewed and met with two owners from Gama and Associates and three 
principais from Swazi Brake and Clutch. 

I, A toml of 13 persons comprise the sample kom private companies. 

The study team explored both the factors related to traiaing and the of contextual variables 
affecting the ability of the UPC, Gama and Associates and Swazi Brake and Qutch trainees to 
have an impact on development. The factors a i ~  discussed below. 

L Factors Related to the Training Pmess 

The quality and efcectiveness of a mining program inat~ace the achievement of participants arid 
their ability to make a conwibutiun to development through a private company such as Usutu 
Pulp. in thc review of taining, the study team explored both preparation before training and 
tmhhg delivery. These findings are pertinent to the effects of training for UPC, Gama and 
Swazi Bdce and Clutch. 

a. Minimal contract between employer and employee plcruned. No f o n d  structure was 
established for employer-employee communication. 

b. Imponance of career PI-ng. Participants were rekased from work with specific positions 
identified for their rem. Two were promotions and two were kteral moves to increase job 
productiviqf. 

c. Lack of cmmct bemeen contractor and organizrZrzn*on. No relationship existed between thc 
SWAMBP conaactor and company management. 

d. Extensive contributions w raining by the company. Sending participants was costly to the 
company ( s a h y ,  air ticket, salary for replacement) and investment in individuals was very high, 
Expectations of returnees were also firgh. 



e. LncR of employer confacf during traiaing. No reports were received by s u p e ~ s o n  of 
participants' coursework, coursework changes, theses, exm-cmicuIms, academic d.ifXicUrties, etc. 
No reports wen sent by pmicipan1:s. Only informal contact between participants aad fiends at 
the company was made. No advisor, ERD official 01- supervisor was accountable to the 
participant for institutional support. 

f. Mostly required, clew and relevant selection of murses. C o m e  content was chosen by 
pasticipanfs and in one case did not coincide with the supervisor's expectation of departmental 
need. Most coursework was quite specific with few elective courses. 

2. C o n t e M  Factors Related to Training 

Once an educational program is comp1eted, the ability of the trainee to use the expie11ce is 
~~ by a variety of exogenous factors. For the private companies in this study, the most 
significant variables were r e h a  to the economy and to oppomrnities fur tke company to sustain 
a market and build capacity to produce. During the years when the training was occurring fa 
the thee companies in the study, Swaziland's economy has been srable and growing. Conrparninies 
have taken advantage of pocw performance of the economy in South Africa due to ,political 
factors. Both trdrning and other ~esources have been available to Swaziland at a time when the 
emerging private sector bas needed some advantages to gain a foothold in the region. 

Also a%fecting mining in the privae sector is the drive of comphes for accomtability and 
productivity-a drive that is clearer than it is for NGOs and public org~h~tiions. By and lsrgc. 
the s d  company owner and manager has a dear a d  sp&c nctd for wining of ernpIoyees 
and hi or her incentives are m obtain results in skills, knowledge: and related competendes. 

The experience of the thne cornpanits is illusPative. At Usutu Pulp three pdcipants mum& * 

to prs-derermined slots, aU. with either salary 0s position pmotions-or both. The fonrth 
participant was entirely "forgotten" by Usurn. No communication transpired either between the 
individual and Usum or between Usurn and the contractor. The participant returned to a new 
department supe~sor  who had no idea who he was, when he had been, or what he was 
supposed to do. Usutu kept him employed but has not been able to find him a suitable placement ' 

within the organization. Participants who had been with the compmy for a substaathl amount 
of time (e.g. 13 years) were not as successfal at p m t i o n s  because their seniority had already 
dowed them maxbnm verticd mbility. 

The returnees manage 6 supervisors or line managers directly and over 400 employees indirectly, 
or appro-1y 15% of Usurn's employees. Positions of returnees include section manager for . 

forestry operations, senior computer programming analyst, production m a g e r  or prwessing , 

engineer and chemical engineer. 

Management contends that improved job pedoxmance has more than repaid the company's 
financial investment for bdivi&~ls in training except when training programs had not provided ' 

the spc;Tic skills &&ed as priorities by supavism. 

Since Gama and Associates and Swazi Brake and Clutch trainees were principals in their 
companies, their return, placement and promotion was not an issue. The constmints they would , 



face would not be internal to &e mnpwies, bur would reside &e eci~rs~my as a whole a d  
in hstirurisas fostering a favorable small business ciimale. 

CONCLUSIONS 

Based on the findings presented above, the study t e r n  drew the foUowing concIusions regarding 
~e abi%ty of aaining d related con~xmd factors to hzve an impact upon development 

1. Factors Related to the Training Process 

a Specific sWII-based trainipfg . For the private secmr training is expected to have an &&ate 
pay-off. T r a n g  must be &siped with the dfuurnentd needs of the company and its 
employees in mind 

b. Accmntabili,?r. The coq&es in the stdy illustrated very well the role that orgmha~onal 
accountability p!ays in m g  effectiveness. TRe crampany that establishes nreambfe 
benchmarks fix whes upon retm benefits from the investment it makes in training. 

c. Measurement ~f impaez. Accafltabifisy in private companies fosters a respect for and use of 
mmmxnerat of Zligpacr Private companies want to know what training is worth to &em and . 

they have systems far tracking results that are beaer than those in public instinztions, parasmds 
or NWs. The &a are available a: the organizational led rather thm at the level of the 
idivi&d b2Aee and k6ividm.i basehe and perfom- data would be a usefid enhzcxacemem 
to tine monitoring system 

ng. Private cmpmies made better use of HRD phning than did other 
orgmizariop1-s in the study and the planning had a favorable hgact on training results and utility. 

e. l m & m e  skill a-ppiica~oon . -lprivate companies made bemr use of the skills of &ees by 
assessing and using theif new W s  hediate1y- 

f. C o P m * c a h n  Where formal comunications procedures were established among emg1oym , 

aod contractors, training was managed to achieve better d mon clearly measurable results in , 
productivity. 

g. FoIlaw-on training. *alivsll[e companies can ide11rif.j needs for follow-on traigiizg etnd would . 
benetit &om job-specific faUow-on. 

2, Cmtexltua)l Factors and their Effect on Training 

The contextual factors affecting private cmpmies' W g  eEectiveness are largely econorts4c : 
in nature. Private companies are able to amact. good people into their organizations. They have ' 

been able to attract rt-ahhg Cuds and the r e g i d  economy has mated a positive business , 

clhme in Swaziland in generad. Training has dso been able to draw Swazis into business are= . 
once dominated by expatriates and overseas exposure has triggered initiative as well as b o ~ ~ g  
sldUs. ]Private companies in Swaziland uo not fear loss of nainees to other sectors. 



IMPACT OF PRIVATE SECTOR TRAINING ON DEVELOPMENT 

11. Usutu h i p  Company 

Training has been a benefit to the three companies in the study. The benefits cliffer in each 
compmy. At Usutu Pulp, management and participants confirmed that training had increased 
individual productiviry and institutional capabilities. Although no increases or specific changes 
in production could be d k ~ ~ g y  W e d  to training interventio~s, the intent of U S U ~  managers is 
to strengthen performance thereby increasing or improving sales or services. Although this 
objective, particularly essential in the private sector, does not paantee improved mobility for 
Swazi citizens, it dues increase the number of employment oppmities both in semi or m u d  
areas as well as supervisory and management areas. Usutu WEI must sake a profit in order to 
sustain its business. Increased productivity does not necessarily mean opportunities for Swazi , 

d w n s  since m a y  management staff come itom South Africa--all participant supervisors in the 
focus goup were South African. 

Usurn Pulp has, however, mi& a commitment to improving ~LT l r a h h g  plan. A new pow for 
a training officer withb the f.IRD department was created and med by a Swazi cih11, Tlhiss 
individual received his PhD in education in the U.S. under the S W W P  project and had k e n  
working at BJNIISWA, His move meant a great loss to the university csmmurnity but a mjar gain .. 
for Usutu M p .  Tne HRD de~artmenrt: head noted that the majoriq of applicants for the job had 
received degree mining in &c U.S. He also commented that because a l l  the BA candibs for 
the job had such general education comes, they were not able to sad* the jab req-ents 
for a training officer- h his opinion, general liberal arts educaiian for a BA was not at dl useful , 

to those irndividuds who would need specific skills at Usutu P3p. 

2. Garma and Amdates 

Gmm and Associates was created by two trainees after they f d e d  their degrees. Both ' 

indikiduals who received degrees in engineering state that opening this firm has mat& them rule 
models fur o&er Swazi citizens, Although technical skdls were not targeted for development as . 
a result af trairring, the opening of Gama Associates would not have occurred had the owners not 
had the oppommity of benefiting from the scope of long term degree programs. 

Business gmwth bas turned a 30,000 Emalangeni initial investment into a 250,000 Edangeni 
business. Training program components which were most essential were: a) having a well- 
idcyrmed advisw, bb) participating in extracurricular short courses and; c) training was based on : 
the individual rather than the individual's employer (SWAMDP). 'Fhis engineering firm now is 
an active member of the Swazi Association of Tech.alogists and the Electric SmM ! 

Committee f ~ r  Swaziland Both d t t e e s  serve as advisories to the Ministry of Works. 

3. Swazi Brake and Clutch 

Dim results of training at Swazi Br&e and Clutch included a) the opening of seven new shops, ; 
two of which are in South Africa near the Swazi bordel-, b) employment for forty--two Swazis; ' 

and c) production of the first brake and clutch plates produced for export in Swaziland currently , 

being tested in South Africa 



The company's owner amibutes his achievements in technical innovation directly to his exposure 
to technology and aspects of business competition through the office of United States Information 
Service (USIS) in the U.S. The innovations are directly finked to more and better services for 
vehicles in Swaziland, more jobs, and more export revenues for the counrry. 

The major components of shm-pelpin training wkich were essential include: predetermined 
application of skills to positions (tailoring *g); focus on productivity (making a profit to 
guarantee sustainability); and, wider perspective on business in other countries made applicable 
to Swadand. As a result of a series of short-term courses in the region, five shops in Sw~cdanE 
are now managed and operated by rhree trained individuals who can service public and private 
vehicles in one-fith of the previous turnaround time. The owner is also active on several 
comminees which serve private semr businesses. 



CHAPTER VII 
CONCLUSIONS AND RECOMMENDATf ONS 

Education and training have made a difference to the development of SwaziPmd For twenty 
years, USAII) and other donor organizations have invested in Swaziland's hllm~n resources and 
&ere is no question that the investment has k e n  an essential ingredient in the progress that has 
been &mnstraN Since 1972 USAD has implemented 41 projects having .training ccmponents. 
USAD has supported academic degree ~TT~XIU at the graduate and undergraduate levels and 
has provided shm-term mining in Swaziland and in W d  corntries E"or hundreds of ather 
individuals. 

Throughout Swazilmd, g-mhates of USiilD-fm&d programs are in key positions of leadership, 
decision-making, teaching an8 resemh, and they continue to influence the country's ktme 
well-king. The ssldy that has been reported in this document vex%e:s &the magnitude d 
USAD'S contribution to the deveZopmel[rt of human msomes, 

A total of 857 individuals have been trained in bng- and short-term program. Thirty-two 
F n t  (32%) or 278 are women. Furher, a tracer study in 1988 and related follow-up 
investigation report that graduates largely have remained in the fields far which they were 
prepared through USAID mining. They have bmaght to Swaziland capabz~es that preViousEy 
were nondtent.  Capacities in primary curricdum development, in b d t h  sciences dueation, 
in agriculture research for swazffarmers, in agriculture extension and in small business wen 
intmdud through mining and other strategies. 

Short-term mining has been used extensiveJy in Swadand to develop technicid and managerial 
capacity. Impressive resdts have been realized. U S D  has ptovkhd tminhg for virtmlly al l  a 

primary school teachers, n- practitioners, and agricultural extension wo&rs in Swaziland. 

Trabbg continues to be an imptmt pm of the hlissiou's p&olio encompassing U-S., Wtl . 
wwmy and inamtry mining op@ties. 

EVIDENCE OF TEE IMPACT OF TR-G ON DEVELOPkENT 

There is no ques50n that education md training havg been mrnprehensive in scope a d  effdve 
in &velc@ng skilled personnel. BUG apart b m  giving individuals co-tive advantage in , 

emp10)ment opportunities, has training contributed to tbe development of Swaziland? The 98 
subjects of the study spoke to this question in personal terms. 

From the NationaI Cunicuium Center, USAD €raking is credited witk 

a The creation of primary curticub development sgeciakts md the introduction of a 
primary curriculum capacity in Swdmd;  

O The pduction of prhaq level books, 



The production of a vafiery of educationd materials that have been widely disseminated 
to schook 

a The introduction of SiSwati as the chief language of instnxction in the primary schools, 
with an increased circulation of books in this home language. 

From the Swaziland Institute of Health Sciences U S D  training is d t e d  witfr. 

Contributing sub~tantidy to the penomel capacity of the Institute by training seven nurse 
educatm, one of whom is currently principal of the hsdmse; 

Creating with other donors the capacity to train about 80-90 pmedicals each year in 
b nursing, community health, comrxnity mental health, dental hygiene, f d y  
nursing, midwifery and public health inspec:tion; 

Inmasing the number of p m e d i c d  persome1 available for emergency medical response 
resulting directly in the saving of lives; 

Introducing new cmiculum in communicable diseases and parasitology; 

De=asing the numbers of expatriate lecturers. 

Reamed m e e s  have conducted n w m u s  workshops for other medical personnel and have 
written and published materials that are being used by the Ministry of Health. zme on 
W m t e  committees and advise md counsel students in medical fields of study. 

From the Makerns Research S t d m  USAID training is credited with: 

Q Training 139 agricultural extension workers; 

The rimely and direct communication of agricultur;tl research Fadings to smsll-scale 
Swazi farmers; 

l a  Local fmer use of high yield hybrids; 

I *  Farmer adoption of fatiher utilization; 

Decreased expatriate staff; 

Bnpmved productivity of the Research Station as measured by improved rates of task 
completion and increases in delegation; 

I The production of field support guides for agricultural extension; 

Conhual increases in the rate of adoption of innovations by Swazi Nation Land Farmers; 

Effective use of new research equipment; 



8 hitiation of new s d  variety =search &at is based chcfIy  on the identified needs of 
fanners; 

~reakthoughs in soil f e t y ,  crop protection, biomerj, agicuitmd iextension m g  
and &ssemination, entom10gy, weed scierzce, plant pathcelsgy and 2 @ c d d  economics. 

From the Central Bank of SwaPiland, USAFD mining i s  credited with: 

Praviding academic training for 12 of the 144 prokssiond staff who supeNist= 54 (30%) 
of the Bank's employees and supporting in-country and &.id country tmbhg for many 
more individuals; 

Replacing rhm expatriate positions; 

hqmving the B d ' s  capacity to handle int-onal transactions; 

I *  A more higbly skilled, professi~nd staff and hpr~ved  b g e  af the B & . b  the ' 

I Increased national dividends resalting fiom haeased investment ixr the B&% 

Specific improvents in annual repon preparationIr b m g  systems, automated intend 
control systems, banking forms for handling Eoaeign exchange, national pension plans, 
stock and money market advising and analysis and reform of Swazilaods monetary 
sysem. 

From the Family Life Association of Swa&md USAID -lg is credited with contributing 
to: 

Technical training of FLAS staE 

Increases in contraceptive prevalence from 4% to 17% in 1992; . ? 

l e  Increased popular acceptance of family planning and demonstrated government q p a a ;  

I *  Formulation of cornunity outreach programs; , . 8 .  

Improved client counseling 

1 Tmpmved staff motivation, c6bbaahon, listening, delegation and decision making 

Staff skills in research methodology, project pla-g and magement, application of 
family p-g theory and information dissemination; 

From the Business Management Extension Program USAID training is credited witk 
. , 

Establishment of the capacity to computerize business recards; 



Fmm tk Usuh M g  Company USAD training is credited with: 

. Ac&*c degrees for &.mc employees who supervise cEmctIy and indirectly IS% of the 
mqa~y's sorlefm (430 pasuns); 

Fmm G a m  UsIUD tminbg is credited with: 

.. Providing academic &- rn two participants who initiated the first S w d - o w ~ e d  and 
0- tmgi13eer2ng 6.m h Swadad.  

1 F- Swui  Brake snd Qu(eb USAD wiolng is credited with 

+ Academic degrees fw the company's three principals who have opened seven new brake 
and clutch shops; 

m l?nxhi&on of the first br&e and clutch plates produced in Swaziland fix export. 

No doubt &is I i s  of achievements could be easily expanded were the study to be extended to 
ulha recipients of mining from other organizations and sectors that have been supported by 
USAH3, But can these achievements be said to constitute impact? 

According to the definition used by the study team, impact is a change in the quality of H e  of 
targed goups. In the results listed above, few of the contributions are achievements that have 
oaxmd at rhc: level of impact. They are, however, in many cases, achievements that muse be 
considered preconditions for impac~ i . ~  capacities that must be in place in order for @act to 
be achieved further on in the Beveiapment process. 

1 COMlJTIONS FOR ACHIEVING DEVELOPMENT IMPACT THROUGH TILMNING 

From the case studies that have been presented here, it is clear that some forms of training have 
mare of a chance of making an impact or contributing to the creation of necessary impact 
preconditions than others. This smdy of aaining in Swaziland teaches several lessons. 

F~I, preparation for wining is a f a -  in getting results. R e p d o n  includes planning, design, 
project development, selection an& the like. The case studies provide evidence to suggest that - - 

prepamtion fot training will improve the results of training and its impact when: 



EmpIoyers have demonstrated commitment m the trainee at rhe early stages of prepration 
by paying sdaries or airfares, by providing assurance of jobs upon return, or by releasing 
trainees for short courses; 

Trainees have engaged in canxr planning and have mining plans that are related tu 
performance reqmenrs ,  responsibilities and development s'mpaczt preconditions; 

P d c i p n t s  are involved in the planning of their Paining programs and in pm 
selection; 

Experience is a selection criteria; a broader experience base and length of service 
coneibute favorably to the effectiveness of training and, dtimately, to the performance 
of mimes; 

The employing organidon is involved in the planning of training and has a mining p h  
fm the organization that is z l e h e d  to orgaaization p e r f m c e  in ckveIoprnent; 

Management is supportive of training and is ready to be actively involved, committing 
ofgmhrion resou,.ces to support the mining process and its management; 

The employing organization has an accountability system that provided for setting 
p e r f m c e  targets, monitoring performance and providing feedback tu employees; 

& e & p m  orientations include solid advice about what to study and how study will 
relate to fixture job performaace or advancement oppamtnitities; 

College placema are appropriate to the career aims of the trainee. 

Second, the implemntarion and management of trahing is hpmtant IO the ways that m g  
is used m effm development gods. The cast studies suggest that tmbhg programs contribute 
to development impact or preconditions when: 

• Thinkg is pemive and &em large numbers of empIoyees rather than being Zimited 
to educational oppmmities for w e  or two individds and often combines long- and 
short-term and technical axid academic programs; 

Employers are in con- with trainees and with training institutions and the employer , 

actively monitors rhe training p r o m  

Training includes Swazi- c research projects and experience-based coursewark 
training is job rekit& training dates to me eqlo& o~anization and its functiom; 

Trainees are involved in extra-cumicuIar activities that include practical aaining; 

Academic advising is provided by informed faulty members who have knowledge of the : 
minee's job and mganidonal setting; 
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Training includes both theory and practice; 

Family issues are minimal and long separations a e  avoided; 

Tmbing is regional cx in-country; 

Metbods and techo10gies taught are appmpriate to the Pzinees job context; 

Conuacrors are kvolved with both the organization and the individual. 

Third, the immediate follow-on to a training program is critical in how aaining will be applied 
and how it will be drawn upon by the minee to effect development The development impact 
of tcabhg is enhanced at the post-training stage when: 

There is a s m c d  =-entry program that b ~ g s  trainees back into the work setting with 
other employees d provides immediate direction and encouxagemeatf 

Fohw-up mining is planned and implemented; 

e bfessional W g a  with the aaining institution or other orgmhtions is mainti&& 

The employee's job is bmdizuely available; 

Advancement opportunities and s a k q  inawes am associated with the training; 

I Job assignments are M y  dated to the mining and the trainee uses the IearnPng right 

Trainees have opportdties to train others; 

The org&on is remqtive to the f~ahee's re- 

Fdy, exogenous variables always intervene in the ability of mining and the trained individual 
to be used eE've1y.  Every situation is unique and the con?extuaI varkb11es differ fkum place 
to place. In the case studies contained in this repat, there were examples ofimpmant contextual 
variables that bc~ud.d, for example, political support &at was clearly neecfed for the application 
of mining in the area of W y  planning and a favotabb economic climate that, encouraged the . 
successful creation of s d  businesses by USAID trainees, Whil2 the context is always 
situation-spefific, some genedhtions can be made. Training is rimre likely to lead to . 
developmexu impact when: 

e Training is one of several comdhted interventions that are directed towards and 
managed for a specific impact or impact preconcE6.n. Training is well-integrated into 
the design, impfernentation, and management of development efforts and is not 
independent of USAID'S o v d  saategy and program; 



USAID or its implementing agents is actively managing the context in order to inauence 
and secure a favorable environment fur the urnation of training. "Environmental 
management" is v i e d  as a part of mining implementation and follow-on so that social, 
cultural, economic or politid barriers are being reduced or brought in line with the kinds 
of activities that trainees will be engaged in after W g ;  

Rmonnel policies support training and the pmpr and effective deploymen5 of trained 
ponneL Frequent secondments are minimize& Painee job assijpmrsts are relevant to 
training; and incentives me salary increase, caner advancement or job challenge are 
available; 

Human resource development is codhated at the organizational or institutional level 
regardless of donor or funding source; mining is managed comprehensively by the 
instimtio~. 

IMPLICATIONS FOR USAID 

The Swadad case studies xnake clear the n d  for a n&aming of the approach to phmhg and 
managing human resource development programs ;within USAD Missions. Beginning with the 
assumption that training is driven by a deske to create imp=: a USAID Mission needs to 
establish goals. First, the Mjssion must spec* impact i n & c a .  at the level of impact on 
people-targeted beneficiaries. Second, the Mission needs to clkect its pmgmm, projects and 
other activities so &at the designs are irnpacf-drivea Third, the designs of training programs are 
sgecific to impact prec~n&tiom and context variables. Fourth, tmhhg pmgrams must be 
managed for impact; and Bib, the Mission must be able to measure impact at the level of a 

beneficiaries and at the level of development premn&tiom. Each of these management 
requirements is addressed blow. 

I ,  E s e h  impact indhtors. Impact indicators are estabfisked at the level of the 
Mission/counay. IPhe cme,nt mnd towards keeping tfie Mission scope; limited and focussed is 
conducive m the identificaxion of a few impact indiamrs that can guide the p r o ~ ~ g  fix the 
en& Mission, Guidelines for stating impact indicators include the following: 

The indbtm are likely to be long-term., perhaps bridging sectors as well as 
projects and prom-; 

Indicators make clear the target audiences that are ta be impacted; if the 
beneficiaries are an-g less &an the g e n d  population (a regional, ethnic, I 

gender, age, occupational. or other group) the indicators so state; 

The indicators are measurable and rely significandy on already existing data that 
have utility for other purposes. As it is necessary to rely on the availability of the 
data for a considerab1e period of time, support to data collection is built in h r n  
the k-g if needed; 

I The indicators are widely understood within the Mission and between the Mission . 

and representatives in the host country. 



2. Direct &&ng as a ~aategic intervention. Using Swaziland as a case in point, A.ID. has 
expanded the strategic uses of mining during the past several years. Having at one time offered 
general scholarships for study abroad at aIi Zevefs and in most fields, AID. now provides much 
more guidance and M o n  in the use of training funds. This guidance and direction is 
appropriate. Ideally, the guidance to mining design and implementation encompasses the 
f~now;ng: 

Guidance to training begins with the impact indicators which m g  is expec~d to 
effect (Exampie - reduce fertility rates in the general population to 2% by the yew 
2000,); 

* Guidance clearly states the hypotheses &at have been generated in order to achieve stated 
impacts. (Example: If the supply of contraceptives is in& the use of contraception 
will increase resulting in a decking fenility rate. A specific target audience is teenage 
girls and boys); 

a Hypotheses are !ranslated into p m g r h g  preconditions; (Example: Country x needs 
a capacity to produce and disuibute contraceptives that effectively reach sexually active 
teenagers); 

I Guidance indicates the assumptions and identifies the contextual v d 1 e s  upon which the 
hyg0the.r;e.s and ponditions are predicaW (Eumpb: Assumes govenunent qpcm for 
f d y  planning and assumes that other donors will do a large s d e  f d y  planning 
education intervention that will emphasize teenage girls and boys.); 

a Glridance defies the role of training and sp&cally links training to the program 
preconditions; (Exampie: In order to work effectively with enage girls and boys. d 
clinic n~rses need mining in family planning counseling.); 

- Guidance also indicates bow training might influence contextual variables; (Example: 
Involve and educate a human resources officer from the Minisay of H d t h  in order to 
ensure the continuation of technically qualified leadership in the area of famiIy phmhg.), 

3. Design &ainingfor impacI Given the above guidance to the Mission's training plrograa, it 
is then possible to &sign tmhhg far impact Training designs must: 

Begin with a statement of thc impact indicators, program preconditions and 
implementation assumptions which provide the context into which training is king 
defivem 

&scribe the inspimtional arrangements that have been established to mediate the resources 
md deliver h e  desired impacts; include Ministries, agencies, private and 
non-governmental. playas, other donors, etc.; 

e Within the institutions, target the organizations that must be strengthened though :paining 
and work with the organization to develop a training plan 



It is probable thar this system of designing mining wiIl ~ s d t  in a bias for short-term trabhg 
and incountq mining because these types of training can reach more people, can be targeted 
to spec5c skills and needs, and can intervene in whole organizations and across osg&tionrs 
instead of limiting the experience to a few i so la~d  in&vidu&. It means that training must be 
designed in close coordination with the Mission's projects and programs and, indeed, must be 
f d y  integrated into those projects and programs because training is but one intervention in an 
integrated set of interventions all targeted to a very few impacts and heir related preconditions. 
This suggests a bias for sectur projects rather than umbrella-type mining projects since the Iauer 
are more difficult (although not hpossible) to integrate into the larger Mission strategy. 

4. Mamge training for impact, One of rhe problems associated with some types of USAID- 
sponsond mining is that the t m h h g  is not managed :or impact That is to say, neither the 
managers nor the systems they are using are set up to focus action on impact or on the 
achievement of impact preconditions. In oder for tmhhg to be managed for impact, the 
following requirements need to be met: 

Impact must be managed at the Mission level. Since training is not ever (or very rarely) 
a sufficient condition fa impact to occur, other inputs and actions are needd  Those 
other inputs and actions, along with training, need to be managed at a level higher than 
the training office. 

Training should be specifically managed to help create impact preconditions. The training 
office should focus primarily on preconditions for impact and shouId monitor the progress 
of aaining on the basis of effecting preconditions. 

The mining office within USAID must be structured and managed as a part of the 
p r o g m  offices within USAID. If these operations are only admhisdve, then ciecisions 
reladng to re~~imen& seldon, fields of study, coardination of academic and technical 
&g aad the like will be &cisions that are made without impact preconditions and 
impact, itself, in mind; 

Program staff must understand the role that training is playing in the preconditions and 
impacts they iae aying to achieve. Training cannot be delegated to staff whodo not 
h o w  what the training is intended to produce; 

Trainkg should be targeted tow- o r g d t i o ~ s  h e r  than towards individuals. 
Prsgram sm and mining staff would work together to ensure that appropriate training 
is taking place and adining wodd be well coordinated aaoss projects, programs sad 
sectors within the Mission; 

USAD should litnit investment in training for staff of organizations that have no HRD 
capability and no plan for naining and career development Evidence from the study 
team's case studies has shown that introducing training into such m environment is an 
investment with severe limits on returns. Rather, USAD is better advised to assist the 
organization in its personoel aod HRD function prior to investing in academic or technical 
training. 



5. Measure impact and impct  preconditions. The efforts of USAID to create positive changes 
in living conditions should begin with an undersranding of the current situation into which 
USAID will intervene, Creating impact, then, begins with baseline data that are descriptive of 
the zurrent situation and pr~vide the basis for establishing impact targm. Assuming that impact 
indicators have Seen clearly specified and baseline measas are in place, the following need to 
occur. 

(I USAID should establish with confidence that needed impact data are accurate and valid 
and Urely to continue to be collected. USAID may need to assist in the sncngthening of 
a country's measurement capacity, but it is not appropriate for USAID to assume the 
responsibility for Impact measurement Such measures are too costly to serve only the 
USAID purpose; 

T m h g  of measures at the national and sectoral level s h d d  be accompanied by 
tracking at the level of the organization and the individual. This mans that orgmkati011~ 
targeted for training must have their OWE plans and measures for contributing to 
development impacts. The braden for tracking organization performance resides with the 
organization Sindady, an individual's mining p h ,  developed in conjunction with the 
employer in most cases, should contain targets and strategies for effecting impact, most 
probably at thc prcconditlional level. Trackkg of individual perfmnmce is an 
urganimtional and individual responsibility as well; 

Track benefichies and target groups directly served by a Sainee or group of mhws 
from a given organization. Both individuals acd orgarlizations are positive about the 
concept of tracking benefichies and the responsibility for this should be handled by 
mining recipients; 

Environmental monitoring must accompany the measurement of impact and the tracking 
of contributions to impact preconditions. USAID must monitor the exogenous situation 
in order to strive ta obtain &e conditions necessary for training u r n o n ,  and intervene . 
appropriately if conditions are not conducive to training utihition. For example, miinkg 1 
of small-scale entrepreneurs may be relying on the availability of credit fa business 
sm-up expansion. While the participants in business training are being prepared, 
USAID may need to be effecting the policies or practices regarding business d t ,  

CONCLUDING REMARKS 

The case study method employed in this stady is a useful tool for monitoring training activities 
and providing recommendations for improved impact effectiveness. The case study mthod has 
the advantage of bringing together the key players who are worbg on an inrpzt target and . 

focusing their colfective attention on impacts and impact preconditions. Case studies can involve ' 

trainees cu'mntly in programs and can quickly identify adjustments needed a achieve better 
results. 

Measurement of impact must be a coUahative effort among a host country and its national 
statistics office, organizations targeted fa ?raining individual trainees and USAID technical and 
mining personnel. The aim is to keep USAID initiatives focussed on the targets, while at the 



same time managing training towards the impact preconditions. This broader bterpremtion of 
rraining impact as a many-tiered process provides a n3Jistic and psctical approach u, meeting 
the central god of changing peap1e's quality of life. The study team's investigation of USAID- 
sponsored training and its impact on development in Swaziland has shown the many positive 
results of training initiatives, and offered insights into the vmous stbges at which interventions 

1 conducive to impact on devel~pmeno may occur. 
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Impact Zvaiuacicn of Sxaziiacd Training Initiatives 

i n i t i a l  Cesign f c r  t k e  Case Study 

The purpose of t h i s  s tudy is to explore the possibilities of 
measuring impact of USAID training- in Swaziland. The following 
design includes five major components: 

1. Describing the h i s t o r y  and background cf USAID t r a in ing  
initiatives and iden t i fy ing  the  popula t ion  of USRID trainees in 
Swazi1 and; 

2. Assessing the successes and failures of such initiatives based 
on USAID documentation to determine the  suitability of Swaziland 
t ra in ing  as a viable case study; 

3 .  Conducting an evaluati~a of training impact in targeted sectors 
of Swazi organizations which have been selected based on USAID 
t ra in ing  initiative part ic ipat ion;  

4 .  Assessing the poxenrial impact sf t h e  newly ciesigned and on- 
going STRIDE :raining initiative based an impact indicators 
identif ied ii? the evaluation; 

5, Constructing a model which will guide the design of t ra in ing  as 
well as the measurement of impact- 

Background 

This section of the study describes USAID t raining initiatives in 
Swaziland from 1971. It provides information related to the numbers 
sf trainees, type of t ra ining,  types of progranming/pr-ajects w h i c h  
supported the training, and a description of the overall USAID 
t ra in ing  population i n  Swaziland. The section's purpose is to 
def ine  the total population from which a sample will be drawn f o r  
Eurther study. 

Summary of t r a in ing  effectiveness 

Section two compiles evaluation and impact data about training : 

initiatives to determine outputs and impact which have been 
measured to date, It establishes that  t he  R m  program in Swazillnad , 

deserves further a t t en t ion  as a possible model f o r  other mission 
t ra ining initiatives. The section sheds light on t he  importance of 
the outputs described in sect ion one to the development of the  
Swazi population, 

The Study 

This sect ion describes the  definitions, essumptions, methodology, 
and results of the study conducted to investigate the components of 



t r a in ing  impact ic USAID sponsored Sxazi arganizations, It ties the 
Swaziland. NDP to USAID strategies expressed i n  its CPSS zmci the  
sectoral i n t e=en t ions  which have izcluded training. The study 
examines and analyses three d i f fe ren t  organizations which fall 
within ehe rargetea sectors wnere t r a i n i n g  interventions nave 
occurred. It examir~es i z i t e r v i e w s  ~ i t h  o f f i c i a l s  qnestionnaires 
regarding development contribution Sy trainees and analyses the 
r e s u l t s  of t3ree focus groups composed o f  the trainees Zrom each 
organization, S e c t i ~ ~  three i&xieiffes variables w h i c h  nave 
resulted in positive and zegative t r a i n i n g  impact a t  both 
organizational and individual levels and implications for fu tu re  
t ra in ing  design and impact evaluation, 

Previous evaluation methodologies have successfully described the 
inpact of t r a in ing  by using indicators based on benchmarks attained 
by each individual trainee. This study w i l l  go beyond such 
indicators to assess t r a i n i n g  impacc based on benchmarks attained 
by the ins t i tu t ion/organizat ior?  where the trainee is employed. T h e  
study will use the USAID CDSS and the Swaziland National 
DeveLopmerat Flan to determine t k e  nission's strategies and how 
those scsategies fit inzo  he overall NDP. It in turn will analyze 
=he impace of t r a i n i n g  on one Fzstitution within each of t he  
rnission#s targeted sectors in order to identi fy  the variables which 
both positively and negatively affected impact. The purpose of this 
study will 5e to formulate impact indicators by uncovering 
relationships between I. the aims of the Swazi NDP 2.the mission's 
stated intervention strategies to accommodate populations targeted 
by the NDP 3. changes within targeted USAID organizations which 
utf l izedtraining initiatives and 4 .  contextual variables expressed 
by trainees which have facilitated positive and even sustainable 
impact. Such varizbles might inc lude  employer involvement, 
selection process, mentoring, family conditions, adherence to 
natisnal goals, salaries, nat iona l  climate, political s t a b i l i t y ,  
Eype of t ra in ing ,  length of t ra ining,  monitoring of training, etc, 

Selecrion of t he  sample populat ion 2 ~ r  the  study 

The following critesia will be used. t o  create a pool 05 candidates 
f o r  evaluation, 

1. The sector has been targeted as a USAID p r i o r i t y  

2 ,  The organization falls under one of the USAID targeted sectors 

3,  The organization is a3 established work unit w i t h  autonomous 
decision making and a definable purpose 

4 ,  The organization has a high concentration of professionallly 
trained individuals wno serve in mid-high level positions and have 
successfully completed a USAID t r a i n i n g  rxpyrar!! 



A Assessmenr sf potenclai a 2 USAID New Initiatlives i n  
m, --alning a - STRIDE 

T h i s  section will examine rke changes made iz USAID craining 
strategies f c r  irs oc-going STRIDE grogjecc and assess potent ia l  
pasitive and negative impacz Sased cn indicators identifed inc eh 
case study. This s e c c l ~ n  will at teapr  to use information gathered 
to assist the mission maximize impact by ident i fying needed changes 
ir. the original design and identification of impact indicators by 
examining the objectives writtea f o r  t h i s  project arid whether its 
stated indicator  (s) will be able to be measured upon the  projectt s 
completion. 

-Analysis and Conclusions 

The f inal  sec t ion  of t k e  case siudy will analyze findings and 
produce a model f o r  inpact evalua~ions based on information 
gathered in Swaziiana, It xi11 explain necessary connectians 
between national, mission, instituticnal and individual indictiturs 
which need to be ar t icula ted  for impact to be measured, In 
addition, it will describe zhe difference and importance ol' 
intended and serendipitous impact and haw the information generated 
by this case study can a s s i s t  in formulating a framework for 
constructing USAID t ra in ing  designs, identifying impact indicators 
and measuring f o r  overall t r a in ing  i,llpacc. 



A Study of the Tmpact of Training on Development: 
Swaziland Case Study 

The goals of the training impact study axe to develop a strategy 
for measuring training impact, to test that strategy in a field 
setting and to use the findings to i m f o r m  both the design and the 
impact assessment of HRD programs. 

The strategy for measuring training impact w i l l  be derived from a 
methodology developed under a previous contract- The field test 
will take place in ~waziland and w i l l  employ a case study approach. 
The case study will be completed in four steps as follows. 

Step 1: Describe the HRD Investment in Swaziland 

The first task is to set the boundaries of the case study by 
describing the dimensions of the total investment made to date in 
HRD in Swaziland and determining the s i z e  and scope of the total  
population. The total population is defined as all targets of 
USAID/SwaziZ-and assistance in the HRD program since its inception 
in 1972 (?). Targets of assistance may be found in any sector. 
They may be individuals or organizations. They m a y  have received 
academic or technical training; short-term or long-term training; 
training in the US, third countries or incountry. They m y  have 
received assistance through any contracting mechanism including 
contracts that are centrally or regionally funded as well as 
Mission-funded, The contracts may have been designed and managed 
by the HRD office or by the sector offices. The contracts may be 
completed or continuing. 

0 G i v e  brief background on Swaziland and the need for EaRO ' , 

established at and since independence, 

0 Refer to the National Development Plans and extract some 
inf o m t i o n  on BRD if the plans make any reference, Also , 

might sight the priority attention given over &he years 
to education, health, and agriculture (or other priority 
sectors) , 

0 Overview the HRO program in Swaziland from inception. 
Themes, trends, changes, $ investment, 

0 Cite the relevant section of all available CDSSS, , 

0 L i s t  a31 of the training vehicles (AFGRAD, SAMDTP) and 
sectoral contracts w i t h  major training components and , 

briefly describe each. Full name o f  the contract, ' 

contract number, numbers trained, type of training . 
(graduate, undergraduate, academic, technical, incountry, I 
etc. ) , start and end 4ates of the contract, other 
assistance, if any, provided under the contract, 

Step 2: Describe the results that have been achieved through the 



investment in HRD 

The second task is to determine if USAID has obtained the intended 
results through its investment in training. The case study :/ill 
rely on existing evaluation data to determine what the HRD 
investment has achieved, Evaluations of any or all of the projects 
and contracts cited above should be referenced- (Note: t h e  
Mission may not have the data on centrally and regionally funded 
and managed contracts-) 

In this task we will draw concfusions from the evaluation data and 
make general statements. We believe tflat we will find that the 
Swaziland NRD investment has obtained the intended results, We 
will state what those results are and we will determine where the 
impact on development is likely to be found insofaras training has 
been one tool for achieving development impacts. We will cite the 
sectors and the organizations or institutions where it appears that 
training has played a significant rule in the development of 
Swaziland. (Suggest a matrix of documents if there are many. Down 
the side list the document and across the top list all the training 
projects and gut Xs in the boxes to show what document evaluated 
what projec+,.) 

Step 3: In situations where training has obtained the intended 
results, describe how training has m a d e  an impact an 
development in Swaziland. If training has made an impact 
on development in S~ztziland, describe how that impact has 
Been obtained. 

The third task is to expzure the impact of -training on developmant, 
Specifically, the task is to m e a s u r e  the impact of training on 
development in Swaziland and to analyze the causes that led to the , 

impact, 

Step 3.1 is to develop the strategy f o r  measuring impact- T h i s  
step includes the development of *he approach, data collectbsn ' 

methods, development of instruments, setting of selection criteria 
for sampling and selection of the study sample. A t  present the 
proposed selection criteria are: 

0 The sector (s) from which the sample is to be drawn has 
been targeted as a USAID priority; 

0 The sample will be comprised of organizations; 

0 The organizations will fall under one of the USAID : 

targeted sectors; 

0 The organizations will be an established woxk units with 
some autonomous decision ~ a k i n g  and a definable purpose; 

0 The organization has a high eoncentration of 
professionally trained individuals who serve in mid-high 
level positions and have successfully completed a USAID 
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training program, 

0 The organization can make its professional staff 
available to complete a questionnaire of about 30 minutes 
and the majority of those staff csn attend a three-hour 
focus group session, 

Step 3 . 2  is to conduct the study i n  four case settings. E a c h  of 
the first three cases will include: 

0 ~ackground. USAID1s intended impact in the sector (eg 
lower infant mortality). T h e  role of this organization 
in the sector (eg provide community-based nursing 
services to mothers and children) and how this 
organization fits in an institutional delivery system 1 
w i t h i n  the sector (works along with primary health care 
units, traditional hearers, public education pragramsl, 

Describe the organization size, mission, etc, 
Obtain this information from documents and 
from interviews with the leadership of the 
organization, 

0 The contribution of the organization to impact. Having 
established that beneficiaries have been targeted for 
impact in the sector and that this organization plays 
same role in the institutional complex to see that the 
beneficiaries are reached, describe the relevant outputs : 

of the organization and describe those outputs as impact 
or as impact preconditions. For example, an organization 
that innoculatss children and has documented evidence 
that lives have been saved nay be said to contibute . 

directly to impact. Or, on the other hand, an j 
organization that is producing literature promoting 
breast-feeding and is delivering that material to cl irrics  
m a y  be said to be contributing to impact at the 1 
paceconditional level. Nonetheless, there is a plausible 
association between the distribution of information and 
the choices made by mothers to breast-feed, 

This information will come from interviews and reports 
1 done by the organization or outside evaluators if , 

available, I 

Q The role of training in achieving impact or impact 
preconditions. Having established that the organization 
has made a contribution, we will fine out how training 
has contributed to the organization's conixibution to the , 

devekapment effort, Describe the professional personnel i 

imlved. in t h i s  organization and describe a l l  of the : 
! training that has been provided by whatever source, as , 

long as it is prof essionaf , technioal or managerial in l 
nature. Specifically identify the Ui':ALD contribution to 
the training resource in the organhation. This can , 

probably be estabLished through interviews and through 



existing USAIB data bases, O t h e r  donors could be 
consulted, 

The importance of training in the development sequence, 
Having established the role tha t  training has played in 
this organization, establish its relative hpcstance to 
achieving impact. Determine the other resources, 
conditions, etc.(at least five o3er  variables including 
personal commitment, interest and motivation; 
organizational and managerial support for the  employee*^ 
work; support of the family and community; external 
assistace ci donors or other technical assistance; 
cornunity 'leadership and support from the beneficiary 
groups) that have been important to the organization. : 
These data are collezted at the level of the individual 
trainee and are aggreggated for the organization. Non- 
trainees can be queried as well. (We w i l l  select a l l  
personnel in each organization?) 

A fourth case will assess the  design of the STRIDE project and, as 
a n e w  project in the f,eginnir.g stages of implementation, the study: 
will be used to weigh the project's potential fo r  achieving impact. 

Step 4 .  Analyze the data and 
mini-cases. 

relate the 



THE IMPACT OF TTUSIIIXG OM DEVELOleNENT 
A CASE 5TWl3H OF S ~ Z E L W S ' D  
Data CalHect*oa Guide 

Thfs D a t a  Collection Guide contains t h e  ins-ents that w i l l  be 
used ts study the impact of training on development in Swaziland. 
T h e  study will focus on individuals and organizations that have 
' ~ t i l i z e d  A. I. D. training support and will attempt to link training, 
directly ar indirectly. to benefits ultimately accruing to target 
populations. The s a p l o  for the study will include: 

1. Organizations that have used training as a means of, 
s-erengthening their performance in development. The study 
team will select at least throe organizations to participate 
in the study, 

2. Individual trainees (participal;ts) will be involved' in the . 

study. The study aims to reach about 10% or 70 trainees that 
have studied in the US as well as persons who have engaged in: 
third country training or in-country training or who have not 
received training at a l l .  T h e  Individual interviews will be 
obtained through the rsrganizations (cited in 1 above) and. 
tbrouqh the random selection of additional individual' 
pzrticipants not affiliated w i t h  the selected organizations. 

Following is a summary of the instruments included in t h i s  package. 

1. Interview Guide and Questionnaire for organization Managers; 

2 - Interview Guide and Questionnaire for current Employees Who 
Have Received Training; 

3 .  I~torview Guide and Questionnaire for Formar Employees who, 
Have Received Training; 

4 .  Interview Guide and Questionnaire f o r  Current Employees Who 
Have Not Received Training; 

5 .  Discussion Guide for Organization Focus Groups; 

6. Interview Guide and Questionnaire for Participants Not 
Affiliated with a Selected Organization. 

The interviewer should define training as any education or training 
experi=ce, degree or non-degree, related to their profession. 

Additional information concerning the administration of each' 
instrument is contained within the attachments. 



Interview Guide for Organization Managers 

Each of the case studies cf organizadons in Swaziland that have received a subsrsntid amount 
of USAID or other naiaing lnclucles several sets of intcviews. The first i n t e ~ e w  is with heads 
of the organkirion and other senior personnel who have a hisrorj with the ~rgmkation~ know 
its measures of effectiveness and are how1edgeabL about r z g  that has been provided to 
employas d m k g  rhc b e  pefiod in quesdon. (The tirnt period in qnesrion ir the year of the first 
participation of &e organhadon in USAID aaiaing R, prese~t.) The purposes ! B this inmview 
or set of interviews m to: 

0bm. i~  background infomaxion on the orgmka~on. 

0 obtain in~onnatiori on the conaibutions ma& by this organization to tht secm'of which 
it is a pan Specifidy, determine how the u ~ ~ 0 1 1  has contributed to impact (a 
&em effect on beneficiaries) or impact pnmnditions (an indirect or panid effect on 
bereefi-s2;. 

o Obtain idamation xzgardisg r z g  prowded ts professional ec~ioyees in the 
q p k a i o n  chi2g xhe rime fhm in question.. Isolate and describe USAlD mining. 

I 

o Dctcmbe the weived i m p m e  of mining m organidonal p d i .  

o Relate the craiping to rhc sector and a, dhct or indirect @act on oene5daries. 

0 -0 why trainkg has or has not bea an impatmf resoura within the organizaron 
to help ii hgact devebpmnt. 

Tbb ins-nt m y  be used with any infbimed individual in rhc o ~ ~ d o n  whether or not 
hdsh has mxeived mining- It may be completed in writsen form by rhe subject, but must atso 
be z idmbis~d  as an kxzniew. 

Thc subject should be advised ihat the ddta are ccdidential and that results will not be re* ; 

in any +ray rhar idendfes rhe some of the iaf-tion. 

Note: Question 1 may be fully answ&red bough documents and one i n t e ~ e w .  The question 
may ax n d  n p a h g  far all hvmiewees. 



INERViEW FOR ORGANEATI[ON MANAGERS 
(11 

Name of Organbation: 

Type of Orgamhtion tp-e dccrt OW: 

Name of htemiewee: 

Number of Y a m  Employed with Organization: 

I. DeSQiptim and role of the organization 

1.1 M b e  the uqp-ht ion  (goats, o b j ~ v c s ,  mission statement). 

1.2 Waar is the his- of the urgad&on, why/when did it be* under whose j&cctioa 
t ~ a  

Since inception describe any major changes 
sgccific dunor interventions if a p ~ ~ ) .  

milestones in the organization (relate to 



1.4 What s w s )  is/= served by he o r g a t i o n  and in what capaciw? 

1.5 Whar is the source(s) of fiamcial suppon (government, international donors, etc.). 

1.6 Who art the d k a  and indirect beneficiaries of the s e ~ c e s  your institution provides? 

2. &bb&hing the Contsibution of Training 

2.1 What trahing has been provided to h mgarbzion (1 or mcz ::aiviw-- ,-,~-hg w k  
t h e  periods? LiSt and indicate doriior-funs and non-donor-hnded mining. 

2" Please indicate wheher mining was 

C -&-- andor techaid (nurnkr of Painees in each category) 

(PIasor check the appmopM rypcr of brrining k b w  and #he n u d e r  cfpanie@wftowt the organ&d~s) 



2.3 How has the i0crease.d educational level of your employees influenced the effectiveness 
of your institution? 

2.4 If rbe orgardzatori's capaciry has increased because of training internendom. how has this 
in£luenced the effectiveness (eg. services rendered) of the institution? 

2.5 As a result of naining, how many partisipants havc: 

a)- beem promoted 

b)- -gemen1 positions (mid, senior, expatriate?) 

dl- had a new psiurn crew for them 

e) left the or-n 

3.1 Horv did mimagas or sum* become iznvoived in an organizationd needs assessmem 
or other means of p W g  for training to meet manpower needs? 

3.2 Hoar were members of the o r ~ o r  involved in establishing selection crimia andfor 
in sekchg p w p a r l r o  fm w ~ n g  p m ~ ( s ) ' l  

3 



How was the mgmhation involved in sonduciing career planning wirh the participantfs)? 

Md career pIaaaing focus on development impact or conaibutions that the pardcipant 
w U  be expected to make to the wor l rpk~  upon return? 

How was the organizuion hvohred in rhc design or selection of the mining progmm? 

What kind of s u m  does the organization pruvide m the trainee during mining?: 

Fhmcial suppon: 
-sw 

ticket 
lxa.l&s m family - 

Is &em any con- infimnazbn s h g ,  or orher means of staying involved with the 
mhec(s) duxing xhe mining pmgram? 

Is k m  a xne~lt~r/someone in your o ~ o n  directly responsible for the p-pant . 
during rraining? 

Who? 

Huw has the organkaion p h e d  and prepcrzc2 fc;z :5e ~ n a x  of ~ I C  *s? 1 



What qecikaUy does the organbarion do ro support retuning participanrs (promoeaz 
sckmes, responsibilities, mining of orher s M ,  manapem posirions, other benefis)? 

Hoar does the orgaWon place the re-g p;Uticjtpant(s)? 

What are the obstacks to '~~med pmicipanr placement in your orgmkaion? 

X k t  is done to ensure thar h e  organhion benefits from participaats' new skills? 

a How fias brig-term adernic degree mining cormibuted to the ~ ~ n ?  

b. How has short-term ttxhnicat training conaibuted to the organkaion? 

c. How has in-corncry training cunaibuted to the organhion? 

Desaibe the benefits that your orgmbtion has gained from employees being trained. , ' 



3.14 Are here measures of individual perfarmanrcc that can be used u, establish productivity 
(i.e. are conaibutions measured or judged?) 

3.15 Are diere measures of orpizagion pafanname &at can be used to establish h 
b c b i c h d ' s  pmdmivity (ie. are the comibutioras made by remmes measured or 
SwwD'! 

3.16 Describe the obstachs your organheion faces as a d t  of Pdining (leaven, k& of 
-, pmmtim, placement, the impartance ofthe type of mgankrion [NGO, 68s. 

Pri-i). 

4-1 How dots traiaing improve the lives of: 



d. beneficiaries of your or_e&tional services 

4.2 Desaibe specific connibutions your organhion rnakes to the developmeat of S w d m d  
(senice to rarget groups, direct or ~ ~ t )  that can be linked to training inwwentio~ls? 

4.4 Describe fhc obstacles a, deve2cpmenr bat Swaziland faces as a r e d  of training. 



Interview Guide for Current Em~ioyees Vuho Have Received Training 

Each of be case studies of orgmkaxions in Swazifmd hat have received a sabstan~d mount 
of T3SA.D ar other mining inciwks seventi sets of inte~ews. The first hta-view set is with 
managen and h p d  of organimiom. The second set of i n t e ~ e w s  is with current employees 
of &e ~g-on who have pmicipami in one or more mining events through USAID or other 
d a m  or otbrer soenas. The purposes of this innerview are to: 

o DemBp a fuli pimm of how individual employees engage in and use mining md other 
pr&asimaf &veZqment o p w t i e s  to enfianaz their a=. 

G De~rmiiie how training affects individual productivity on the job. 

8 D e E r z  how h e  trainis% of individud empioyees or p u p s  of empbyees affects the 
m-oa's ored~c~vity and its conaibutions to development. 

This m t :  may be used with any professional employee of an organkdan involved in the 
s d y  who Baas received trakhg whetfxer USAID-suppvred or not It m y  be completed in 
wsal- bm quire an i n b e w  50 follow-up rhe responses. The i n m e n t  may be 
q I o y &  mk5.y in &s h w e w  format. 

*fhe subjea should 'be advised that he i n f ' o n  obtained though this irasmment will remain 
CQ mi their names wil l  not be directly associated with any data nor with sp-c 



? ~ ~ W D W  C: E~.nxpioyee~ Directly Supervised YOU: 

Tofal Years ie Organiization: 

1. Training Experience 

1.2 Wbexe did you receive this training (lomion and training institution)? 



1.4 In what age group were you at the time of your aaining? 

1 1.5 How was the depdmhing program financed? 

empioyer *donor agency f p w e  agurcy) 

*If donor a g m q  is USAD, pieuse state projdconirwt, if known. 

1.6 Were you employed by ttis org-raon at the time of your training pv? 

Position prim to mining: - 

Position upon cumpietion of training 

1.7 Ebve you received technicaI training or sfion comes of any kind? 

* P k  Mica& only those COW or a undurrrken during your bng-fern mining. 

1.8 Whcrr& ( I d 0 1 1  and trabhg instiartion)? 



1.9 How was training financed? 

1.10 What were rhe dates of the aaining courses? 

1.1 1 Wen you emp10yed by this organbrion at tbe rim of training? 
2= n o  

Position prior t8 mining: - 

Position uprm cornpinion of rmining 

2. R d t n s e n t  and Seledion Process 

2.1 How did you become awaxe of your aainiqg program? 

Advc*mcnt - 
Individual Empioyer - 

I 

USAII) Project - 

2.2 Hoar wap yam seiecrion for the naining program related to h e  job W you held at the ' 

t h e  of your appiication? 

1 2.3 Hm wen yon invoived in tbc pi&g for your aining? 
I 





How did you stay in co-t wirh your employer dt&g your training pmgmxn'1 Describe 
the name and frequency of  he contacr, 

How important was the coracr with the employer to hflugncing ~ 3 e  content and ~ t i o ~  
of your training progam? 

2.1 1 We= yc.n in close contan .xi& an assigned afedemic adviser or mentor at the *g ' 

institution? 

2.12 Haw imp-I was your advisor-menror_ ~c; rhc mining hstimtion? 

I 

I 

213 ' W b  exmi-cluriedax activities did yoll parekipare in rhar wen hp-t in making your , 

lxaiakig Xe~zvanr? 

I 

i 

2.14 During your training whar spe,cific activities did you u & W  slxh as a th& or a ' 
research project &at were direcdy hked  to Swadaad? 

2- 15 How i-t w z ~  these activities to the overall effectiveness d your mi&g grogam? 
' 

2.16 Dlniag your , m g  p r o m  how did you monitor events in Swaziland (or st the 
, 

organhation) as they =lared to your career plans? 



2.17 How dici you adjosr your -g program ro respond to the knowledge of events back 
home? 

2.18 How important was . mniroring the home situation to the content and direction of your 
tszkking? 

2.19 Did yon change your field of smdy while at the -g institution? 

Explain reason for changing 

personal interest -organizational interest 

2.20 Urho did you notify about the change? 

222 'What was yaw marital status at the t h e  of your training? , . 

md - s i n g l e  - divorced 

1: 222 ~f nxmieci, was spouse able to accompany or join you? 

2.23 How your mining cffx.2 your family He? 

2-24 Describe yuw job placement upon yo= rem from training, 



2.25 the placement identified prior to your depamrre for w g ?  

2.26 How i m p m t  arc your newly acquired r i d s  to your job position? 

2.27 If your newly a c q d  skills are not uriked in your cunent job, what value was your 
training in: 

a. getting the job 

3. Establishhg Participant's Contribution to Employing Orgsnfzatm 

3.1 Describe your pmious job rcspo~sib'xlities. 

3.2 What are your cunent job responsibilities? 

3.3 Is it a promotion? 

sakyinCIease - 
marlagement slot previously held by an expatriate - 
cxcared for you - 

' .  

3.4 Since your return and completion of e n g ,  have you received subsequent pmotibns , 

(relye to aIeas in 3.3)? 



3.5 How are your new j3b ~sponsibilites iinka: a the training you reccivcd? 

any t o M i b u t l o n s f ~ ~ t u n t s  und how they rekmi to ~tzhhg received] 

3.7 How is your conmbution rceasmd? 

3.8 How esscndal was your mining experience in conaibuting to your job productivity. 

3.9 whar do you gain from colleagues who have not received fraining? 

3.10 Hoar do you fccl you contribute to their abiliry o perfom theiz jobs effevely? 

What do you offer? (staff training, technical skills tramfa, etc.) 

4. EshMishiiag the Partiapmt's Contribution to DeveIopmeat Impact 

4.1 S i n e  your rem b m  ;-g, how have your contributions in the organktiotl imp& 



the development of Swaziland? 

4.2 &fae rrainir~ were you aware of zhe conaibotion you wanted m maire to development? 

4.3 Dercribe hoxT knowledge of your counny's deveiopmmt needs did or did n n  influence 
3 . f  7-f cl, 
.*L r .....3z ~ i ~ ~ .  

4.4 Jn remspect, if given kt option to obtain tke same degree at the University of Swadand, 
ang university in the Sourhan Africa region, or a US. university, which would you 
c h c ?  

PI-e explain why 

4.5 P W e  2mvide any c * k  comments/suggestions for USAID-sponsored training programs. . 
, 



INTERVIEW FOR FORMER EMPLOYEES IVHO HAVE ECmVED ThUN?NG 

Name of Organhtion: 

Type of Organbation: 

Public: - Private: Panstatd: NGQ: - 

Name of hkviewee: 

Current Position in Organbation: 

Total Years in Organhation: 

Previous Position and Name of Organization: 

1, Training Experience 

1.1 Have you d v e d  long-term dew mining, c e d k t e ,  a diploma? 

Pltast indicate type of degrct(s) and fie1d(s) of study 

Position priar to mining: 

Positian upon colzlpledon of training 

1.2 Whme did you receive this aaining ( I d o n  and training institution)? 

1.3 How was the degree/t&nhg pmgmm financed? 

*donor agency ;a agur~y j  



1.4 What were me dars oi your aainiag p q m ' ?  

If no, what argakmtion were you empioyed by? 

Have you rccdved ~chDicai mining or shon courses of any h d  prior m your m n t  
poshion? 

PcKidon upQn cqierion of mkirlg: 

Whca (lcmtim and naining institmtion)? 

Howwasaainingb&? 

=&- employer- *doll= age- . ,  Ptwe ina*oe qutcy) 
*If .rfmr agency ik USAID, piease SMC pr0J;ecUcon~ if brmm 

1.9 Whar were rta da%s of rht lnining C Q ~ S ?  

1.10 Wae you eqioycd by your former wganhaion at fhe of traimhg? 

2. Recraisment and Selection Process 

2.1 How did you beccrm aware of your mining program? 



-- l p k e  wc@I 
2.2 Hoar was your selection for ~ ! t z  training program related a, the job that you hcld at the 

time sf your app5aiion? 

23 How arere you hvoived in the plaMiag for your mining? 

Stluxion of training inmrition 

Selection of type of d e ~ ~ g  program 

. . 

.o%=i,-, c: ntngm or' u&lhg prOgI'aII3 

2.4 Wbo else was hvolved in piamkg your training? 

How? 

2.5 What was your pre-departme baining p=pamkn? 

1 2.6 Hw imprmam was your pre-departme prepamion to the effSRivcness of you mining? 

2-7 Rior oo yuur deparmn, did you develop a cancr plan with your former cmploya? 
kaik (employer invo1verntnt, self. institutional, madare& etc.) 



2 9  How did you stay in contacr with your former employer during your tmin.hg program? 

Describe rhc nature and frequency of the con?ac~ 

1- C IT9w -t was the con= with the empioyer to intluendng ahe content of your 
c;uning program? 

2-11 How imponant was your advism/mentor ar the wining institution? 

~vhatexm cunicular mivitiies did you pardcipate in that were hqmtant in malring yom 
bahing Ielevant? 

Drning yom wining what specific activities did you undenake such as a thesis or a 
research pmjecr mat were directly link& to your training plan and Swaziiand? 

2.14 HOlR impoamt were thes activities a, the overall effectiveness of your training grograuz? 

2-15 Dtning yam training program. how dia ,-::: z=r*?r,r esr5nts in Swantand (or at rk . . 



How did yon adjust your training program to respond to the knowledge of evenu back 
hame? 

How bnpxm~ was monitoring the home simauon to the content and dhecti~zi of your 
training? 

Did you change your field of study while ar the rraining instimuon? 

development interests 

Who did you notify abour The change? 

What *.as your marital status at the tim of your mining? 

single - d i v d  - 

If d e d ,  did your spouse accompany you? 

How did your trairdng e&ct your f d y  We? 



3. ~stab&hingPartidpanr~sContribu~oatoEmployingOrganization 

3.1 Describe your job responsibifitiies at your last employer. 

3.2 When did you leave that orgeniBtion (how many ycm assoicat%d?) 

3.3 Why did you leave? 

3.4 How long were you employed wirh mat m p k s i o n  afm you ~ f e i v e d  -@ 

3.5 How were your job nsponsibilities at that orgmizadon linked to rhc minirig you 
d v e d ?  

3 J DesaiZle your job placement upon your n m  fmm naining. 

3.8 Was the p k a e n t  with your former employer determined prim- to your deparmn for 
tmhblg? 

3.9 Was it a promodan? 

- &try inamsc 
- irEY*pma9t slot 



--previously heid by an expaaia~e 
-ar.ared for you 

.2fm your ream and complerion of training, did you meive suosequeat promorions 
( ~ e b  to areas in 3-24]? 

How impommr we= your newly acquired skills ra your former job position? 

If your newly aquircd skills are not utilized in y o n  famer job, what valut was your 
uainhg izr the fobwing: 

a getting the new job 

b. vour daily ~esponsibilities 

3.14 How arc your job nxpmibilites hked to zhe aaining ycru r e k ~ e d ?  

3.15 How do you conmute to your qmkaion's effbxiveness? 



3.16 How is your conmbution measured? 

4. Establi~&hg the Participant's Contribution to Devdopmnt Impact 

4.1 Afkr your rem from mining, how did your contributions in the o ~ ~ o n  impact the 
development of Swzidmi? 

Sinct your move your former employer, how have your contributions in the 
erganhion h p d  upon rhe development of Sw-d? 



Interview Guide for Current Empioyes 
Wfio Have Not Received Training 

Each of the case stlrdies of organmtions in Swaziiand that have received a substantial amount 
of USAID or other &&ng includei sevexai sets of interviews. The first set of intewiews 
is with managers or heads of the organization. The second and third sets of inte~ews  are 
with current and former employees who have .received training while employed in the subject 
organization. The fourth set of intaviews is with empioyees who have not received training 
while empfoyd by the xganization. The purposes of the inmview are to. 

e Determine if d e d  employees affect the performance and development contributions 
of empioyees who have not received training. 

Deermine what factors other than training are perceived to contribute to an 
employee's capacity to contribute to deveioprnent. 

This inmumenr may be used with any empioyg who has not received training while 
employed in the organkition. It should be administered as an intewiew, although the 
intemiewee m y  read and comment in writing prior to the interview. 

1 The intenfiewee should be advised that the data are confidential and hidher name will not 
be directty associated with any information or conciusion of the report. 

-. 



Interview for Current Employees M%o Wave && Wtxei~~d T m W g  

Name of Interviewee: 

Current Position: 

Otber Positions Hdd: 

Tot4 Yeam ia? orgmti031: 

1. Tmhhg and EanpIoyme~t History 

1.1 Prior to your empjloymcnt what training did you receive reiated m the jcb y m  are - 

now doing? 

T-cat- Certifi~s- Other- -- 
Field of study: I 

~ m t i o n :  

1.2 D m b e  your cumnt job.. 

1.3 Describe =:; orher positions &a& have (Ad wir&k this orga,Mtion. 

*> 
*L% 



2. Establishing Interviewee's Contribution to Organization 

2.1 How do you contriuure to your organizadons effzctivertess? 

2.2 How is your contribution measured? 

2.3 Describe how you gain (condnue to gain) t te skills and h o w i d g e  needed to pedorm 
your job. 

2.4 Wbat obstacles (if any) inhibit you from acquidng the WS acd h~owledge needed 
m pafom your job? 

2.5 What do you gain from colleagues who have received trainirrg? 

2.6 Howdoyou 
job? 

feel you contribute to your mined colleague' ability to perform their 

?""3 ".. YJ 
'j 



3. Establishing Interviewe's Contribution to Development Impact 

How have your cmt&~tioils rr. the o r g k t i o n  impacred the deveiopment of 
Swadznd? 

Prior to employment, were you aware of the contribution that you wanted to make 
to dmeiopment? 



NCC In-house Focus Group Questions 

August 21, 2992 

I. Khat axe the mosc importarir concegcs chat your  children snouid 
learn at scLool? 

2. How do your children use what is lfarned at school back at home 
or in the community? 

3. Compare you schooling to that of your children's. How are Swazi 
schools different  now3 

Probes * books 
* relevancy to Sw~ziiana 
* capabilities of teachers 

4. How are your ~ h i l d r e n  better prepared t3 meet the challen~es 
that they will ela#-ount,er in S w a z i h r . ~ .  

Probes * better prepared f o r  ~ n e  job rnzrK=z 
* seek further edt :ation 
* productive member of the community 

5. The N c c  i: -hs institutioa responsible f o r  the p~ . z c t i o n  'of 
materials usea by students and teachers in the classroom. How 49 
NCC materials improve the teachers' capabilities of enhancing your 
childrens' education? 

6. Y~u've stated that the  NCC has been able to improve upon the 
productioa, relevancy and c r a i f a b i l i t y  3 materials in the 
classroam, Haw has trairAf. 3 assrsced _ou ii, acccmpl'shinu E3CC 
goals? 

Probes * w n a t  can NCC do now that it coul&'t d~ before 
* how bas *.rJllcation i ~ i p r o ~ e d  
+ h . 5 ~  i s NCC ey:lipped to face t h e  challenges of t\e 

future 



SIHS IN-HOUSE FOCUS GROUP 

1. rWhat health services are required by the popuiation of 
Sweziland? 

2. Bow have these services changed over the last 10 years? 

3 ,  How has SfHS been able to respond to the changing health needs? 

4 ,  How do you as lecturers/administrators better prepare your 
students to respond to the health needs which you've identified? 

5 ,  mat has training done to build the capacity of individuals at 
SIBS? 





Centxal Bank Ia-house Focus Group Questiws 

1. What differer.r rjlpes of banjcir.~ services exist at Swazi banks? 

Probe * how do se-vices at Cenrrai Bank differ from others 

2. Can you describe the cchanges/niierccnes which have taken place 
in the bank in the past 15-20 years? 

3 .  How w i l l  you, as staff  members of the bank, respond to the new 
economic and financial challenges which the bank will face? 

4, How w i l l  the  Central Bank m x e  effectively serve the other 
financial institutions and the Ministry of Finance? 

Probes * w n a t  signficant contribuzions have cwged bank 
services , 

- I C-.  c -  - - - ...--I .-2s t ra in ing  provided to Central Bank personnel which 
alLows r.k2 zank to respond to future challenges and the development 
of S>~azlland? 



FXAS In-Bouse F o c u s  Group Questions 

1 - I Think back to when you xere grawing ug, what were the major 
health issues faced by Swazilaxi at that  time? 

2. How have those issues cnanged? 

o AIDS 

o Family Planning 

o Sexually Transmitted Diseases 

I o Other 

'3. :.!hat are the effecrs ar' f a m i f : ~  planning t k a ~  zre  now visible 
ia the comraunity? 

o clinics 

o industry 

0 FLAS 

4 ,  Hew is FLAS prepared to m e e t  the upcoming chaLlenges of family. 
planning in Swaziland? 

5. Haw w i l l  individuals at FLAS be able to be effective agents 
for family planning given their experience and background? 

6 Overall objective of capabilities of FLAS? 



USOTt3 P m 9  In-house Focus Group Questions 

August 25, 1992 

1. Eow has Usutu P u l ~  grown since you have been employed here? 

2 .  '&at goods/senrices does Usutu Pulp of fe r?  

3 .  '&at is your z=Le in ~2ii: 'ery I r%se goods/semices 

Probe * job responsibilities / neeting production needs 

4.  How has training affected your productivity? 

Probe * position, salary, people supervised, relationship w i t h  
supervisors and colleagues 

* changes and effects of changes in personal contributions 

5 .  Wow is Usutu contributing to the Swazi economy (development)? 

* number of jobs 

* training of Swazis (individual development 1 

* e x p o r t  revenues f o r  Swaziland 

* profits for  GOS 
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S m m  PROJECT S-S 

Based cm extensive research of the A.I.D. project evaluation s h e s ,  final and mid-pint 
mp, interviews and other evaldons, a synrhesis of pject initiatives and indicators was 
produce&, The project name and number are fisted aIong with a description of the project 
incf-g impact imkatcm, impact ~ n d i t i 0 1 1 ~  and other categories of eVaHdon. In each 
sector ~1~mmary, p j -  axe l i s d  in tfie chnolo@cd order in which they were i n e c e d  in 
S w a z i h d  Outputs rpe discussed along with recommtnhlatiom concerning the 6 e g .  

The narrative SI=- of projects that follows begins with the agrkultmd field, and is followed 
by an asscssmcm of rhc d w a t i o d  and human resource deveIopme11t training and finally, 
oraining in tbc hdrh sccmr. Over& USAID'S training in Swaziland has s u ~ s f u l l y  helped to 
create v W Z e  and approprh ~ d i t i o n s  for tangible impan to occur. (This addendum lists 
dates for periods fa which evaluation information was available, not neassady for the period 
that the project was active.) A complee list of project titles with each project n& and data 
disagpgami 2uxding to gender i m m W l y  f63llows. 

L AGRlCITLTURE 

The -87 Country Developmnt Strategy Statement (CDSS) for Swaziland recognized that past 
effglts to iaaase a & d W  pnxbtivity on Swazi Nation Land-prhnariy subsistence 
a ~ ~ w t x e  largely ~ u c c e s ~ ,  the WSS pmposd a dentation of a%r;dtmd 
inlMves toward small-h~lder~ mmxlza agridtme. Early effforts at improving a~~~ 
deveIopmem w m  hampered by lack of a clear vision as to what was needed and pax 
c o m ~ t i o u  baween xhe G u v ~ e n t  of Swaziland, USAII), and rhe CHke of Sourhem 
AHca R e g i d  Activities, Despite these ~ c ~ s ,  USAID succeeded in achiewhg its goal of 
sPppomhg the GOS's rural development program- Direct impact on overall levels of food 
production has not been achieved: however, the pncon&tions for irnpact within thc agricultural 
sectar in Swadad  have definitely been accompEsIxed. 

Project No. 69QQO24 
SWAZILAND RURAL DEVELOPMENT 
W l - 7 9  

Pmjed Description: One of the pilot projects in Sw-d which was designed to 
increase agricultmal productivity and fhrmer income in nnal Swaziland was the Swaziland 
R d  ~ve1oprnent Prqject.(1971--1979). The impact of this project was M y  
institutionid, suppmhg mxd infrastructure construction including 800 Imz of fencing, 406 

1 

,' 
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km of access mads, 20,000 acres of terraced arable land, and a number of irrigation 
systems, coI.kxhveIy reaching 95% completion within a decade of USAID'S initial 
opemions in Swadmd. Ia addition, a heavy equipment repair shop and five equipment 
field service units were commcted and all are cufienrly hctioning, as is an 11,500 acre 
bredhg and dern011s~on ranch opened and operated by managers mined under the 
project. In these accmrnplishments-mting the idhstructure and service units-the 
project was successful in developing the necessary precondibiom for impact in lwat 
development to occur. The project did not succeed in its goal of hawsing overall 
Borne$* f d  @ilction. Productivity increased through the use of hybrid seeds, 
f* and pesrhides, a8d provision of production credit m5de &e purchase of these 
inputs easier, but not enough attention was given to the lure af more favarable usfarm 
eamhg oppcmmities for farmers than had been foreseen. The: project area was also 
nduced from six to four Ilpal devcl~prnent areas at the request of the SwaF: g o v ~ e n t .  

Recomen&Iiofls: Due to oversight of fanners' oppmmilies far other employment, 
better m o n i e g  of the range of farmers' income generating options is desired. In 
W o n ,  ?radiPional leaders need to be enlisted as part of the process of rural development 
since d~ey sometimes &lay or even o b m c t  support for &vefopment activities. 

hject  No, 6450068 
SWAZILAND RURAL AREAS DEVELOPMENT SWfORT PROmCT 
W 9 - 8 3  

Project Description: A related project which followed the Swaziland R i d  Development 
Project was the Swazilancl R d  Areas Development Support Emjetx The Run4 
Development Areas @DA) program was designed to increase the productivity and income 
d &e sector and to strengthen the RDA's land pkuukg and development capability 
white developing, installing, aud msinlzhjng land conservation works. Ibis pjw , 

helped the G O S  implement its R d  Deve1opmena Area @A) program for homesteaks : 
on Swazi Nation Land by u n m g  consemation works and by strengthening the land 
Use Blaming §&on (LIB) of the Ministry of Agriculture and Cooperatives. 

In order to increase the professional skills of Swazi staff, the gxant funded long-term 
mining in the U.S. (at the B.S. level) for Swazi technicians who speciatized in civil 
e n ~ ~ g ,  resource eco~~omics, range ec010gy, heavy plant mechanics, and supply 
management, Five men received training in the U.S. Four received I3.A. degrees in 
@ c d W  engineering, civil engineering or apnomy (soil science), and. one received 
a Masam's degree in Agriculture. Anotther 158 heavy equipment opr- -m, 42 light 
vehicle operam, 8 mrweyars, and 60 heavy equipment mechanics received on-the-job 
aaining &om contract advism in Swaziland 

All planned warm and e1eai.d systems construction was cornpie& In this area, the 
project was successful as  demo^^^^ by rhe idmsmme it mated= 



2,900 km of access mad; 4,693 level homesites; and 30 domestic water supply systems- 
the lam serving 67,500 persons. Unplanned effects include better living standards, 
deeper political and economic involvement by the people, decreased infant momty, and 
improved school attendance. Training targeted at W S  was relatively successful, with 34 
trained mechanics and 135 certified heavy equipment operators on board, and over 200 
personnel attended an LDS maintenance workshop. 

A subproject of the Rural Development Area (RDA) ~~ in Swaziland was the 
National Environmental Conservation Education (NECE) program. For the NECE 
program, 201 personnel completed 1 to 5-day field come, provided primarily by the 
Minisay of Education WE); and 360 university students competed one-day field tom. 
In addition, 22,366 of a projected 38,000-40,000 students and adults visited Mlilwane on 
educadonal tom, and 16,500 of a projected 85,000 viewed envbmnefitd consemation 
preseatati~ns through the WECE outreach program. Efforts to include conservation 
education in rhe smW MOE cu-+cculum were set in motion. 

Recommendations: me major problem with this project was that training was 
insuffircient. Training &at was provided was deemed inadequate. Serious problems also 
occurred at the level of implementation, mainly due to poor coope~on between the 
contractor and ~e Swazi home staff. It was recommended that trained surveyors be 
provided fm tZle project. It was also suggested &at USAID should be more ~ a ~ e f u l  in 
selecting project contractas based on their ability to work effectively within rhe targeted 
country and with counterpart personnel. 

Pmject No. 645OQ68 
SWAZILAND COOPERATIVES AND ~~G PROJECT 

Project Description: Another project aimed at influencing development at the rural level 
was the Swdmd Cooperatives and Marketing Project, which was designed to develop 
a rural cooperative production and marketing sys~rn in Swaziland. Rather than having 
any ckct  impact, this project was i r x l p m t  for the lxahdng it provided establishing 
imprtant preconditions for impact. Unlike previous USAID projects, this project 
succeeded in directly anc9 positively affkcthg small farmers, principally by allowing 
farmers easier access to supplies of fertilizer, f m  chemicals and veterinary Supplies. 
The project impved upon the results of the Swazilrtnd R d  Development project by 
impving access to inputs while also d d n g  it easier for fanners to purchase these 
supplies closer to their homes. 

Recommendations: The suggestions offered in evaluations of lhis project were mainly 
corkcaned with ways m ifnarove communicaeion between the key players or parties-- 
c0~1mctar, USAID, GCS, etc. More thoroughly designed, detailed implementztion plans 
would have canmbuted t~ the success of the project. The mral popula~ons participating ' 

in the project should have received more thorough orientation and Mormation on the mle 



of Swazitand's cooperative stntceure. h addi~ion, pmvision of an advisor to rhe Office 
of Commissioner of Cmpaaties codd have avemd the communication prnb1er-m vthieh 
o c c d  during the p j a  The pmject objectives were not clearly speUeQ out, md this 
was said to create low m e ,  Also there were inteqxrsonal and in'tra-team COF&C%S. 

Lack of qualified rampower proved to be a cons-t to the project. It ws sma@y 
recommended that govemmntal support for projects be seed iu advance, as lack of 
GOS support proved to be a mjor stumbhg block in the implementation of this project, 

Project No. 6900224 
REGIONAL S B R G m  AlVD MILLET EtJESEUCH 
Regional 

Project kcription: E3mblished for the nine member states of the Soutkm Mica 
' 

hve10pment C-a~on Coderence (SADCC), this pmject was &$pd to suppat 
efforts of &ie hternational C r a p s  Research hsritute fm the Semi-Afid Tropics @CRBAT) 
m crate a ~'43gbf~at sorghum and t research -g grogran The goal was to 
a) m2at md h p m  g d s i n g  lwal sorghum and &ct varieties from PCRXSAT 
members in India and West M c &  an$ b) begin testing and crossk&g these varieties. 
M t i - l ~ ~ ~  t15aI.s wenz c~arduetd ~ o g h ~ u t  Ssuikfiern Africa to zesd the varieties fa 
load condidom ia of pests, soils, climate, etc. 

Training was provided for national research persome1 thzlrsugh semhm and workshops 
at &e &&Mopos facility* AD.  financed MSc. training for 20 smd%nts from 6 countries, 
as ~[r'ilil  as the first year of mining for 4 Bfr,D. smcknts. 

F m  Swazis wag mined in ttre U.S. (2 d e ,  mct 2 Eede). One coq1ete-d a blaster's . 
degree, and P completed a PhD. Cmentt.j, m e  Swazi is still  working tow& an 4' 

As&= degree, md another cominues to work mwsard a PhD. 

IL EDUCATION AND HUMAN ItESOmCE D E W L O P m m  

At the 'beginning of USAD'S operations in S w d m d ,  education at dl levels n&d -am 
' 

~ v ~ n o .  As previously xrrentionexi, maapowcr developmeat was alxr sorely n and 
continued m be lacking. Ia keeping with its sustained efY& to provide tmixhg in' skilled 
manpower and Ieadership, USAID began its educationaZ initiatives with a natianwb pro 
designed to ref- and wrient the pslmary ducatioad sysfem and cUhGig:da m beii~er meet the 
needs and ~ t a n c e s  of me ~ W a z i  people.  he average swazi9s number of years ot 
education has inmmed since the early 1970s. S w ~ d ' s  primary educadon at mte is 



considered high compared to other African nations. Two of the most successfd education projects 
have been the Primary Curiiculum Development project and A F G W .  

The PriTnmy Curriculum Development (PCD) Project described in Chapter 1 of this report is an 
example of USAID'S commitment m primaty education improvement in SwaliIand A follow-up 
to this ra&er extensive project was the teacher training project of the late Eighties in which 22 
people were trained. in the U.S. Of these, 13 were male, and 9 were female. Teacher training took 
place between the years 1986 and 1989 on an academic and technical basis. Two B.A. degrees 
were earned, 13 M.A. degrees were conferred, and the remainder of the trainees received 
technical education with no degree. 

Education at the university level still needs strengthening, especially in commerce, industry, 
agriculture d dated disciplines. Swazi nationals formerly (h 1984) comprised about one-third 
of the faculty. According to a USAH) report for EY87, the S w d d  Institute of Management 
and Public Adninisuation was ~garded as the "least effective of its type in tbe SADCC 
countries." The number of people trained through the African Graduate Fellowship h g r a m  and 
the number of bilaterally funded participants retuning are growing. These returned &ees are 
begbmhg to reach positions of influence in many p m  of the system, so direct impact can 
eventually be achieved. 

Project No. 6980455 
AFRICAN GlX.ADUAE FELLOWSHIP PROGRAM (AFGRAD) 
FY79-90 Regional 

Project kcription: Leadership training for Swazis was sigdkantly expanded tbfcugh 
the Mean Gmbate Fellowship Program (AFGRAD). fts major purpose was to train 
m p o w m  for priority positions in the economic and socid de~eloprnetlt progams of 
Africm countries. It was assumed &at most of those trained would attain responsible 
positions in government ministries cn in tmhhg institutions. The program is a 
cooperative undertaking in international education, a partnership between the African and 
M c a n  governments and universities. 

In keeping with USAID/Swaziland's overall effm to i m p v e  and expand manpower 
mining, ,the -an Graduate FellowSp Program (AFGRAD), which had been 
functioning in other African nations and continues to do so, was expanded to include . 

S w d a n d  Relevant educational programs for future Swazi leaders was m g e d  and 
' 

achhistered by the institutional contractor who managed all aainiag support inclnding 
participant selection, placemen& and monitoring. The basic quota for each country was 
three sch01arships per year or fifteen over a 5-year period. No country quotas were set : . 
for postgraduate tmbhg. S w h d ' s  quota in 1989 was two. F e d e  participation in . 
M G W  has been Bia with five of Swaziland's eight awards going to women in the 
WAVE III awards. Overall, this number represents a higher proportion of f d e  
awardees d m  the target of 30% female participation intended in A F G W ' s  prograns, 
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Participants are chosen on the basis of such facm as national development priorities and 
the staffing requirements of key institutions. The preconditions for impact were created 
through the acquisition of skills for policy-making, reaching, research, and technical 
fields. The skills that they acquired for policy &g, teaching, research, and in 
technical fields would h k t l y  knefit the population of Swaziland. 

Accolding u, the Thomas Jefferson Fellowship data from Om, 24 Swazis were trained 
through AFGRAD: 13 male and 11 female. Training is schedul&. to be completed by 
1994, with sixteen receiving MA. degrees, 7 receiving PhD.s, anJ. 1 receiving an 
"Associatett degree, 

Recommendations: AIFGRAD evaluations suggest that those stucle~ts who had received 
adequate social and cultural orientation tended to perform better than those who had not 
been adequately prepared with culmral orientation. N m m u s  evaluations also recommend 
continued monioring of mining participants to ensure maximunz benefit sf the training 
and to smooth out any problems or cEf5cdties as they arise. 

Tbat employment can be better matched with training through a "god hierarchy" appach where 
training is more individualid and job-specific is an issue explored by the methodo10gy- being 
tested h a .  That is, should job placement be more appropriately suited m program or poky 
level objectives? Intensive manpowex training had this as its goal at least in part. Among o k  
eff- designed to strengthen manpower p r o m  in S w d a n d  was the SADCC tech.nical 
support grant f a  the Regionit Training Council 

Rajm No. 690021545 
S-ADCC TECMCAL SUPPORT GRANT TO T m  REGIONAL TlUIMNG COUNCIL : 

FYtM-89 Regional 

Project Description: This project was designed to strengthen rhe capacity ofthe Sonthem 
Africa DeveIopmnt Codhation Conference's ( S A X c )  Re@onal Trainiag Comd to , 

support hornan resome development activities. Of 41 projects initiated or supported 
since the RTC's inception, only 11 reached the itnplernentati~n stage. The RTC managed : 
to strengthen its advisor staff, btroduced project monitoring and follow-up systems, and 
improved networking and collabmtiof~ with other SADCC actors. However, in the 
sense &at previous mining for the RTC did not receive adequate support &om the GUS, 
providing it with only two junior planning officers and leaving all tht senior mks of RTC . 

leadership, diredon, management, and technical contributions to be filled by donor- 
funded advisors, this project cleedy had probkms with p @ t S  for the continui.ty of its 

_ . Noteworthy achievements included the inmduction of new management systems and 
. procedures, and the new initiation of program monitoring and sector coordination* RTC 



activities were expected to accelerate during the remainder of the project There were 
lengthy delays in implementation of this project due to past weaknesses in RTC 
institutional capacity, problems with orher sectors, and rhe RTC's cumbersome deciion 
structure, which relies upon consensus m o ~ g  its members. In addition, the project 
experienced a sezback when the RTC ehahmm died unexpectedly. Prc?ject outputs, 
however; were being achieved at the time of mid-term evaluation. 

Reammendations: There was a lack of establishment of permanent positions, thPs 
severefy Hmiting the potentid for institutionalizing RTC expathe. The Swazi direcror 
of RTC, named in late f 987, was diverted to another role, and no other senior personnel 
were appoined. At the time of the PES xepm, only two Swazis-who were junior 
phming officers--were pamaneat Swazi staff. Greater hkages need to be made between 
initial establishment of positions and continued appointments, so that the RTC's work can 
continue uninmpted. 

Other forms of training provided for Swazi manpower invoJved spec- training for labor 
leaders- Approximstely 1,000 high- and mid-level developing country labor leaders--six from 
Swdand-attended study program in the U.S. to gain better perspectives of the role of hhor 
in economic devef3pmnt, as well as an awareness of the methods through which working groups 

P.m,ject No. 9362007 
LABOR ORGANIZATXQNS DEVELOPMENT I3 
central 

Project Description: IlTids prujecr was a follow-on to Project Na. 9380601 which 
provided speciaG.zed &g to mid-level labor leaders fiotn deve1oping eo~itries 
worldwide. The pmgram was designed to improve the motivation of labor leaders and 
expose them to various labor practices. One of the goals was to encourage participants 
to form alumni pups .  The program was also intended to provide direct country-tu- 
country cooperation to strengthen world unionism. 

The project provided motivational and other specbked ?raining programs f a  groups of 
18-22 persons each. Each 1-month study period included an orientation in Washington, 
D.C. at W r  institutes such as the American hstitute for Free Labor Development, the 
Africa-American Labar Center, and the Asian American FEE Institute:; a one-week 
seminar conducted by a lsbor nlations institute at an American university; and field trips 
to various U.S. unions, industries, and public and private institutions. Themes of these 
seminars included: income distribution; union leadership seE-help pgrms;  occupatiom.I 
h d t h  and siufg;~, c b t y  services activities; htegsatim of women in country 
d m k q x n e n ~  roles of unions in the demoCntic process and new methods and techniques 
for sllrai union developmmt with fanner groups, c-ve, and market systems. 



Four men and two women from Swaziland received sbort-tern tezhnicdl training. 

Recommendations: It was not clear who the beneficiaries of training were, dthough the 
pa&ipants themselves gained from this mining experience, and it is assumed that they 
would translate this experience and exposure into their individual labor organizato11~~ 

Project Nu. 6450081 
UNMZRSITY COLLEGE OF SWAZILAND, DIVISION OF EXTRA MURAL STUDIES 
@@NSI 
FY80-82 

Project Description: To help mat Swaziland's manpower needs, AID sponsmcd this 
project to increase the capacity of the University College ~f Swzaihnd's (UCS) Division 
of Extra M d  Smdi2s @EMS). A series of wofhhops was conducted to impruve 
e m b e n t  figures in DEW. DEMS expanded its adult education curricula in statistis 
and business studies; a management education c&uk was developed, and the 
percentage of augeach courses offered in nual areas m h d  substantially. Several 
workshops were offexed in support of adult education activities. on topics such as 
familiarization with Employment Act legislation (far 88 officers ffam 25 private 
organizations); thc use of theater and drama in commudty educatiun and deve1opment 
(far 31 extensionists); approaches to rural deve10pmrit (for 69 participants from 20 
g o v m n t  agencies); and integration of training (for 68 adurt educators). Other 
workshops included aaining of literacy officers at the Sebenta National Institute and 
career guidance naining for all secondary and high school headmasters. 

In-coux~uy adult education was expanded to reach g r e w  n& of S w d .  In zdditim 
to the workshops, permanent steering commims were established U, further identi@ 
public a d  private s a t o r  adult education tleds. DEMS i n c h  its en!-IIB merkmIly 
fim. 390 in 197'9-80 rn 1,228 in 1981-82. DEMS munoerp- were a h  s e 1 d  for 
tmhing in the U.S. It also enjoyed UCS suppar and was successfut in attractiz~g paying 
~EenzeIe. 

tions: Greater cooperation is needed between DEMS and UC5 regarding 
fees am! fiscal procedures. The adeqwy of DEhaS suppart s@ sh~uEcZ be reviewed, a d  
the projat budget and implementation plan should be reviewed and revised. It was 
~ m m e n ~  that the project be extended to 1985. The major pint lgade was that: &em 
types of mining and educational program qu ire  a broad base of support 
university communiy and it was suggest& that pvkion should be made for developing 
fee sanctures and a p p p r h e  p r d - s  for fee collection and distribution c UCS and 
DEMS. 



Pfoject No. 69003003; 690008303 
SOUTHEW AFRICA ACADEMIC AND SK3LLS TRAIMNG PmEm 
FY77-80 Region& 

Pmj- Descriglion: These two projects were designed m aain personnel in the fie& 
of health, agricultuxe, and edtrcation. The n u m k  of women trainees was big$ relative to 
the number of qualified secondaxy school graduates. Thusfar, all b e e s  have returned 
to jobs appqxkoe m their level of mining. The acquired howledge is being passed 
dong to fellow worbers. The projim demonstrated tfie hpm%mce of d y  dcveI@ 
itra&ing plans, of e s ~ ~ g  formal procedms in the placement of BPEX technicim, 
and of developing +c mlatiomhips between OPEX persome1 and counteqarts. 

Rerommadatinns: Planning for aahhg was not as effective as it could k v e  been. 
Fim, the assumption thax mining Wmtions in other Nan counaies would be willing 
and able m absorb Swazis proved emneous, AJS. then made no subsequent effort w 
ide- qualified African learning centers, something ttrat ought to be done in the future. 
Thus, he quality of training plans deteriorated rapidly. Training program ought to be 
investigated to assure low-cost and relevant m g .  

ALD. has successfuly built on the experiences dpnvious training initiatives to achieve s e k t c d  
palsinthe h d t f i s e c t a r i n S ~ d , P n ~ a t ~ , U S A X D d e c i d e d i t ~ W m ~ e  
an integrated package of family planning and child snrvivaf services given the GOS's semitirity 
to M y  planning and their strong interest in integrating family plaaning senrice with other high- 
priority health services. Thc m a .  means of achieving this god was to increase the provision 
of integrated family planning md rmfad and child health services at MhisUy of Health clinics. 
Thc Zlm major health pnjst of consequence in S w d a n d  was thc W h  Manpawa T-g 
Project, which e x p e  health services to nnal areas. This project is ciknssed at length in 
Chapter EL Other projects are cited below and in the project list which foEuws. 

Pmject No. 6450215 
SWi lZ lLW EXEALTLP PL-G ANI) MANAGEMENT PROJEa VVO) 
m83-85 

Pmjed Ddption: ?his project was i n ~ n d d  to expand the capability of the S w a z h d  . 
rry of Health @&OH) in the ms of planning, management and policy development The 

mjcw god of the project was ta xeorient poiicy from curadve to grimary and preventive health 
WE. This goal was largely achieved through irqIementadon of a country-wide decenidbtion 
@an mder which new Regiod Health Management Teams (R.HM.Ts) were established. Lines 



of c o d c a t i o n  at the central and xegi0~zt.l levels of MOH were h p v e d .  One man received 
shMt-m training in he* planning and management in the US, The project's ~ M c a l  
assistame helped hqxove the MOWS management capability by establishing a Personnel Unit, 
hitiatkg tbrce pmomeI infimm&i3 systems, esmbkhing p e s  for detenn.in&g needs, and 
neadng 100 new MQH possons for 1985-1986, compand to a r n a i  of seven in tht previous 
yam. lack of involvement of the personnel and finance m i f ~  in rhe decentralization p m s  
cutdailed development of the necessary management support sysmxw---ce and budgeting-at 
the regionaJ. level. 

Recomrmren~~ons: Comtqmrt participation needs m be improved as it was cited as the main 
problem of the project. At the h~~ lev& counte-rparts either were not brought in soon 
enough, were away on long-term mining, om wcn rma5Ie to work with advisors. 



= O m  LIST AND TOTAL PitJMElm OF PARTXCIfANTS 

I. AGMGUL,TURE 

Swaziland Rural Deveiopment (6900024) 
DmmpXete numbem from PTMS] 

~~d Rural Areas Development Support bject  (6450068) 

Fernale 0 
Mde 5 

SvPrrPiianri Cc?paatives and hfarkethg (5450055) 

NG g a u r  S reakdown. 

- =Ti- .\L: z-', 5 19 

m a  %q$m and Millet Research (6900224) 

Female 0 
w 1 

TOTAL: I 

XI. EDZICATION AND HUMAN RESOURCE DEVELOPMENT 

No gender bneakdown 



Phase Ir 4 B.A. degrees 
2 N.A. d e w  
15 on-the-job training 
17 training of support staff 

P b  h: 13 8-A. degrees 
4 M.A. degrees 
1 l3i.D. 
12 on-the-job mining 

Omer fignres available sgoe mat 20 were trained in the US.-2 peapie were sent twice; 
15 were seat to EMU. 

A F G .  (6980455) 

Female 11 
Male 13 

TOTAL. 24 

Swaziknd Teacher T- Project (6450214) 

Fmak 9 
Mate 13 

TCXAL: 22 

SADCC Technicaf Support to the Regiomi Council (690021545) 

Labor O ~ O I C S  Deveiopment (9362007) 

Female 2 
Male 4 

TOTAL: 6 

UdiverSay College of SwrziQnd, Division of EMraMd Studies @EMS) (645081) 

Sopthem Africa Academic and Skitls Training Roject (69003003;690008303) 



&Tanpower Development and Tmhhg (SAMDP) (6450069) 

TOTfi: 44 

Manpower Deveiopnt hsktance (6450218) 

F d e  70 
Mak 144 

TOTAL. 214 

Smdand TFaining and hstituaiomf Development (STRIDQ 16450231) 

TOTAL 

Female 1 
Male 0 

S-d Health Pbmbg and Mhagement Project (6450215) 

PUbFinder F d y  PIanning Services (9363042) 

Femak 1 
*&I.= 
A- 1 

TOTAL;. 2 

3 

*. 
m 'i# 



Family f h m h g  Training for Pamdd Auxiliary Comm~nity-lI (9363031) 

Female 
Male 

TOTAL: 2 

F d y  Heaith Services (6450228) 

TOTAL: I 

hpmvement of -I:!.-..' ;..:- I ' ~ - *  !a371 !Clq) 

TOTAL: 

Prianary Health Cam43pen~tions Resear& (9365820) 

Tminhg in Reproductive Health (9320604) 

Female 5 
Mate 1 



Women and Mimt Ntztrition:A F d y  Focus (93652117) 

AIDS T e c h i d  Support (9365972) 

Female 
mile 

N* QWIER PROJECTS 

Femak 0 
Male 2 

TOTAL; 2 

African Private Enterprise! f ind (6980438) 

Agriculture and Livestock Development (69002.07) 

Female 0 
Mate 1 



TOTAL: 13 

Crupphg Systems Resea- and Extension Training (6450212) 

Fernare 8 
Male 62 

TOTAL: 70 

Education Policy, kbagement and TecimoIugy (6450230) 

Fcmaie 
Mate 

Refugee Asskknce SEC495-F (6980422) 

Female G 
Mae 1 

TrnAIt: 1 

Regiokat Rail Systm Support - Mklawi (6900247) 

FemaIe 0 
Maae 3 

TOTAL: 3 



Female 
Male 

Other projects for which project titles and descriptions were not available are: 

Project No. 6450128 

Fen& 2 
M e  2 

TOTAL: 4 

Project No. 6451005 

Original listing cites this as Kenya-based: RHUDOfDDS? 

Female 1 
Mde 2 

TOTAL: 3 

Project No. 6490069 

F e d  0 
M e  1 

TOTAL: 1 

Praject No. 6890455 

Female 0 
Male 1 

TBTh-22 I 

7 

t 

; d -  



There is atso one project for which no titie or n u m b  is given. 

Project No. 

Female 




